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THESIS ABSTRACT
STATEMENT OF THE PROBLEM

It was the purpose of this study: (1) to ascertain
the extent to vhiech the Manpower Training curriculum, proe
vided under the Manpower Development and Training Act of
1962 by the Independent School Distriet of Waterloo, lowa,
met the occupational needs of its graduatss in the areas of
training, (2) to identify possible deficiencies in the proe-
gram, and (3) to make appropriate recommendations for cure
riculum improvement.,

DESCRIPTION OF PROCEDURE

A‘roilawuup survey was made of the manpower graduate
trainees and their employers. The criteria for use in the
study was obtained fyom an analysis of the Hanpower Training
objectives, The criteria consisted of occupational informae
tion, ocecupational skills and related technical kmowledge,
and occupational attitudes. A Oraduate Tralnee Interview
Guide«Sheet and an Employer Interview Guide-Sheet were pro-
pared for use in collecting data, The survey was conducted
by personal interview, except in instances vhere graduate
trainees were employed outside the Waterloo area and contact
was made by matled questionnaire, From these data a summary,



conclusions, and appropriate recommendations were made,
MAJOR PINDINGS

One hundred eleven tralnees were graduated in automoe
tive tune-up, automotive body~repair, and combination weld-
ing at the time of the study., Bightyfive, or 76.6 per cent,
of the graduate trainses were included in the study,

The graduate trainess' ages ranged from eighteen to
fifty-five years, PForty-nine and two-tenths per cent of the
trainees had completod tha twelfth grade,

Manpower graduates over the nation had 79.3 per cent
success, following graduwation, in obtaining employment in the
area for which they had been trained, The Waterloo proe
gram found 80,0 per cent of the combipation welders, 58.0
per cent of the automotive tune-up men, and 56.2 per cent of
the automotive body«repairmen successfully employed in their
areas of training., Ninetyseven and seven-tenths per cent
of the manpower graduates were gainfully employed and 90.6
per cent accredited thelr initial employment to Manpower
Training.

Employers' rated 96,6 per cent of the manpower grade
uates average or above average as employees, Fercentage
ratings of the various occupational attitudes indicated that
the manpower graduates exhibited s batter than average
attitude toward work and employment., Some concern wasg noted,



3
however, in attitudss toward the graduates efficlient use of

time and vork attendance.

Employers were concernad with the graduate trainees'
performance in meeting preduction spesd and aceuracy require-
ments,

It vas recommended that: (1) each of the tralning
areas should be evaluated in accordance with the informa-
tion contained in tha study to insure the best possible
occupational preparation for the manpower graduates, (2)
higher standards of performanse should be reguired in each
of the training areas with respect to accuracy and produce
tion spesd, (3) increased emphasis should be placed on the
development of the occupational attitudes that are recom-
mended by the industry, and (4) evaluations similar to this
study should be made pariodically to maintain the Manpower
Development and Training Program in accordance with induse
trial requirements,
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CHAPTER I
THE PFROBLEM AWD DEFIRITIORS OF THRMS

The Manpower Development and Traiming Act (MDTA) was
passed by the 87th Congress and signed by Prealdent Johm F,
Kennedy in March of 1962, Through the combined efforts of
the United Statea Department of Labor and the Nepartment of
Health, Hducation, and Welfare, manpower programs wereo estabe
lished %o provide occupational training for our nation's
unemployed and under-employed peracns,

Nationally, these programs of apecialirzed vocational
trainipg have been beneficial to at least a part of those
who were without employment. M. D. Mobley, executive pecre-
tary of the American Vocational Assoclation and scting neme
ber of the Eatlonal Advisory Committee on Mampower, atated
in Pebruary, 1963 that, "0f those who have thus far been
trained under provigsicns of this program, approximstely 90
per cent have found satisfactory employment im occcupations
for which they were trainad.”l

The nesed for some kind of occcupational training for high
school students, out-of-school youth, snd adults has been well

established, Manpower traiuing may be one method through

IM. D. Mobley, "Manpower« A 3Serious ¥ational Problem,”
American Vecational Jourmal, 38:10, May, 1963,
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vhich youth and adults may acquire the skills and knowledge
they must have to obtain gainful employment,

The success of manpower training has been measured by
the number of trainees who were sble to acquire long term
euployment following graduation from tralining, It was the
aim of the writer to establigsh soms measure of the quality of
such training.

I, THE PROBLEM

t of the problem. It was the purpose of this
study to evaluate the Manpower Development and Training Proe

gram econdueted by the Independent School Distriet of Waterloo,
Iowa, sinece its inception in 1963, through a survey of the

graduates and their employars.

More specifically it was the purpose of this study:
(1) to ascertain the extent to which the manpower develop-
ment and training curriculum met the needs of its graduates
in the areas of training, (2) to identify possible deficisn-
cies in the program, and (3) to make appropriate rscommenda-

tions for currieulun improvement,

Limitations of the studv. This study was contained
within the following limitationss (1) the persons surveyed

were graduates of the Kanpower Development and Training Proe
gram provided by the Independent School Disgtrict of Waterloo,



(2) the employers surveyed were those who had in their
employment, graduates of the Hanpover Development and Traine
ing Program provided by the Independent Jehosl District of
Waterloo, and (3) the survey was conducted by personal
interview with the graduates and employers vhenever possible,

Kead for ths study. The late President John P,
Kennady extended a letter of greetings to the first moeting
of the Panel of Consultants or Vecational Bducation, Kovember
9y 1961, With regard to occupational opportunitias and voca~
ticnal education needs, the president wrotes

Our technologieal progress of the future will be

measured by the gquality of our manpover, We must
seek out the best ways to arganize end direet our
ladboratories of learning so that we may meet not
only the individusl and community educational needs
but alsa the manpower demands of our ¢ountry and the
world.< _

In a summary of major needs for improvement of the
national prograw of vocational education the panel of cone
sultants gave consideration to the gquality of education,
With respeet to curriculum and course-of-study research the
panel reported:

Rasearch of an evaluative type, which is fundamene

tal to sound development, has baen , . » very limited.
Little or no evidence has been gathered regarding the

%4, D, Mobley, "Latest Word From Washington," Aneri-

ol dournsly 3615, December, 1961.



regults or effectiveness of the instruction given,
and various rationalizations and excuses have been
offered over the years for inadequate program sta=-
tistics. In 1938, the Advisory Committee on Educa-
tion strongly eensured the "inadequate reporting"
of ths program. Obviously, this major weakness has
not yet been correccted.3
The Independent School District of Waterloo initiated
training projects under the Manpower Development and Train-
ing Act in automotive tune-up, combination welding, and
automotive body repair in March, June, and August of 1963,
respectively. At the time of this study, projects in these
training areas had been in operation two years and had grad-
uated a total of 111 trainees.
The Manpower Development and Training Program was,
for the most part, patterned after the existing vocational
education programs within the school system. Local school
officials, in consultation with a Crafte Advisory Committee
made up of persons directly involved in the respective indus-
tries, determined the course objectlvas, course content,
physlical facilities, and the length of the training periods.
A study of the Manpower Deveiopment and Traiﬂing Pro-
gram, at this time, may provide vdluable 1nsights into the

phiiosophy and structure of future vocational training

3Rnport of the Panel of Consultants en Vocational

Baueation; Deparimentiof Mectihy bf.CattS, 2L XaMe, FI0% of

(Wanhingtonz Government Printing Office, 1563), p. 213.



pPrograms,

3 of the studv. The following are some of

the more significant assumptions inherent in this study:

(1) the graduatss of the Manpower Development and Training
Program are capabls of providing answers to questions relat-
ing tc their manpower trailning and occupational experiences,
(2) the employers of manpover development and training grade
vates are capable of evaluating oecupational competeney, (3)
the writer attempted to develop questions that were pertinent
to the Manpower Development and Training Program provided by
the Indapéndent School Distriet of Waterloo, and (4) the
results of this study will assist in the determination of
vocational education requirements in the present manpower
progrdm and in future industrially oriented vocational edue

cation programs,
II. DEFIKITIONS OF TERMS

Acte. "Act" means the Manpower Development and Traine
ing Act of 1962, Public Law 87.41%, 76 8tat. 23, approved
Mareh 15 $ 1962 Qh

l*()!‘:f’ict.a of Wducatian, Department of ﬁealth, uducation,
and walfnra, Lradnin grams i g

ment and Iraining Act 62 atlons for the Adminis-
tration of tle P.L. 87.415, 87th Congress
(Naahingtona Oavownunne ?rintlng Ofrioc, 1962), p. 1,



6
Curriculumes The more current educational philosophy
refers to the curriculum as a summation of all the expe-~
riences in whieh students are engaged under the direction
of the school,’

"Zmploynent Service™ means the
Jowa State Bmployment Beocurity Commission whiech iz the local
ageney of the United States Department of Labor and which is

responsible for the selection, referral, and placemsnt of

trainees.

Nat-rate. "Mat-rate" means the standard amount of
time set on a particular jJob among various automotive service
operations, ihis tivze is based on work accomplished by
skilled mechanics. The amployees' pay is in proportion to
the time required to complete the jJob,

Rxaﬁna&g.in&in&g; "Gradugts trainee" means a former
trainee of the Independent School District of Waterloo who
completed tralning under the Manpower Development and Traine
ing act and recelved a certificate of graduation.

ieh.ﬁxnﬁzxmngg@‘ "Job experience” means the accumu=
lation of skill and knowledge obtainad under actual work

57, W, Gianchino, and Ralph %u

,Jallington Conatruc:
Amariam%& %“M‘,‘% G613, De W icago:




conditlons,

Leadmens "lLeadman" means a person responsible to the
shop foreman for the activities of two to six men in the welde
ing trade,

school District, "School distriet” refers to the
Independent Scheol Distriet of Waterloo, Iowa,

secholcal informations. "Technieal information" means
information which helps the trainee make accurate Judgments

and proper daecisions in the performance of a job or opera-

tiamé

Theorye "Theory" means the eiplanation of the sciens-
tifie prineiples suggestsd by the laws of nature,?

Iraining. "Training" means planned and systematie
sequence of ingtruction under competent supervision designed
to impart predetermined skills, knowledge, or abilities with
respect to a spescific occupation and may include, to the

extent necessary, instruction in basie sublects which 1is
given specially in relation to such oeeupatian.g

61bides Pe 129,

7John A. Timm, Gens Chemistry (Hew York: Melrawe
Hill Book Company, 19507, Pe 3e |

SOfriee of bduecation, loc. Gibs

m~
-



Zraining ‘reoigsct. "Training projlect” means a specw
ified courss of instruction for the training of referred
individuals in one oecupational training area.g




CTAPTER 1T

RELATED LITIRATURE

The evaluation of vocational educaticn prcgrams has
heen considered to be of utmoatfimportance‘in nearly all of
the literature, The selsction of criterls, the methods used
ir sethering Jdate, and the procedures utiliged In the final
evaluation have varied according to the scope of the evalua=-
tion and the charscteristica of the »rocrem under study,

An outstarding contribution to the formal evaluation

of educational progrars wes “valuvative Criteris pukllished in

1949, This extensive ard valuable work wes prepared hy the
Coonerative Sﬁudy of “econdary “chcol 3tandards organized in
1933 by representatives of the six repionsl accredliting
associations.l
The maintenance of ~mirnixmum standards of acereditation
have, under the irnfluence of the "ooperstive “tudy of Sece
crdary 3checl Standardsa, glven way to & reneral atriving
for excellence In all of the aspects of & achoelts work,

The committee soupght to dizcover the ¢heracteristics of pood

secondary acheools and to develop methods of evalustion that

l?ercy Ze DBurrup, Modern High 3chool Administration
(New York: Harper and Orothers, Publishers, 1952), Ds 350
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were superior to those used for accreditation procedures.

kvaluative Criteria 1s governed by the philosophy

and objectives of the lndividusl school under study, The
instruction manual polnts out that:

This invelves the basic prineliple that a school

should be evaluated in terms of what 1t is striving
to accomplish (its philosophy s&nd objectives) and
in terms of the extent to which 1t 1s meeting the
needs of the studogta who are enrolled or for whom
it 13 responsible,

The criteria provides for a statement of the school's
philosophy and objectives end the characteristics of the
youth and community served by the school, Other sections
provide checklist items and evaluetions for use as puides
in presenting an accurate description of the school and 1ts
work, The purpose of the criteria was to obtain a valid
appraisal of the quality of the school and to encourasge the
achool staff to use the ovaiuation to improve the educationsl
program,

The committee recommended, after slx years of extene
sive research and snalysis, that a secondary school could

best be esvaluated by making 8 self-evaluation using “valuse-

tive Criteria and having the evaluation checked by a visiting

cormi ttee of professional educatorsa,

2National Study of Secondary School Evalustion,
tveluative Criteria (“ashington: National 3tudy of Secondary
3chool xveluation, 1960), p. 3.
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The acceptance of Zvaluaklve Critaris was shown by
its revision in 1950, and again in 1960, to keep it up to
dates The value of the eriteria &s a source of the most
objective standards for secondary-school svalustion was supe
ported by authors Deuglaaa.3 Burrapgk and Boardman,’

The Industrial Arts Poliey and Planning Conmittee,
organized within the American Yocational Association, pre-
pared Eyaluatiive Sritaria for Induztrial Arts Education.
This eriterion was publighed in 1961, and consists of the
evaluation of three segments of the industrial arts program.
Check-sheets were provided for evaluating the physical facile
ities, the teacher, and the instructional program.

In order to obtain an obsectiyc rating of the school's
industrial arts prograr the following pracoauroAvas puggested:

1, The industrial arts teacher (and/or teachers)

or departmental chairman invites an administrative
officer (principal, superintendent, school bo

member) to_assist him coap1eting SECTION I /physical
raeilitlagzpor the quastionnaire. The shop teacher may
complate the remsin gections at his leisure,

2, A committes of industrial arts teachers from
another school rates SECTION I only with another copy

3bar] R, Douglass,  Admjpistration ¢
Schools (Boston: Ginn and Company, 1963), De Gl4%.

'*Bump, eDs £dkey Do 352!
5Char1.a noardman Harl Douglass, and Rudyard Bant

Qﬁﬂﬂﬁf?%&ﬂ ﬁﬁﬁﬂﬂ%&fﬁ,ﬂﬁhﬁg&ﬁ (Bostons Hough»
sompany, 1953), D.



of the evaluating instrumant, This should be done
with the teachers concerned participating.

3e third copy coul filled aut completely
(aectiona i1, & 111) siecal facilities, tho
teacher the instruetional progr a state
or looai supervisor of 1nduatrial arts wvith the
asgistance of the industrial arts instructor,

The evaluation of sach program will be found by
taking the average of these three ratings, Joint
participation in the program by the teacher and the
administrator should develop better mutual undere
standing of the zuglity of industrial arts in a
particular school,

It was further suggested that 1f the preceding proe-
cedurs was impraetical a “consclantious™ self-cvaluation by
the instruetor or instructors, involvad in the program, would
be of consideradble value,

A plan for studying vocationale-industrial and voca=
tional«tachnieal sdueation was undertaken by 391&31.7 The
study wvas similar in structure to Eyaluative Criteria and
provided a mathod for the evaluation of voeational programs
in large matropolitan school systems,

Individual ressarch has been limited to the study of

6Industrial Arts Pollcy and Flanning Conmittee, iygle-

American Voeat oégf %3%§§§§%§l“ﬂt§“5:;~g.3qv zﬁnahinaton:

Instructions),
7John Je Seidel, "A Plan for Studying Vocationale
Industrial and Voantienal-Tachnieal Bducation™ (unpublished
Doctor's thaain, University of Maryland, College Fark,
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an area within a program or specific characteristics of a
program. 4 number of evaluative studies have been completed
in industrial arts, trade and industrial education, vocational
agriculture, homemaking, and distributive education.

Generally, criteria are formulated from course objec-
tives or established student needs and data are gathered from
former students. In the evaluation of vocational programs
additional data are obtained from the employers of former
students.

Some of the available research simllar to this study
and pertinent to vocational training was examined to obtain
information concerning the procedures followed and evalua-
tion results.

In 1950, Nicholson conducted a follow-up survey of
the graduates of the Henry Ford Trade School. The school
carried a nation-wide reputation for quality vocational
training snd its graduates were highly recommended. It was
Nicholson's purpose to determine the reasons for this appar-
ent auceess.8

After an investigation of the historical background

of the trade school and an analysis of the curriculum,

8Pred s. Nicholson, "An Evaluation of the Training
Program of the Henry Ford Trade School, Dearborn, Michigan"
- (unpublighed Master's thesis, Wayne Unlversity, ﬁetroit,
Michigan, 1950), p. 2.
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Nicholson sent 1,150 questionnaires to the graduates of the
school, Three hundred eighty-gix questionnaires were
returned, The returns represented each graduating class from
the initial enroliment on October 25, 1916 through the class
of 1943,9

The Henry Pord Trade School was established initially
to provide education and trade training for underprivileged
youth, In later years it was acceptsd as a four year high
school,

{ne marked similarity between the Henry Ford Trade
School and manpower training was the financial capabilities
of their trainees to attend, Nicholson found that 43 per
cent of the graduatss would have had to obtain gainful
employment rather thsn attend school, had it not been for
the monthly cash scholarship provided by the sehool.lO

Seventy-eight per cent of the graduates indicated
that they had gained selfwconfidence by having attended the
trade school. Nicholson attridbutod this to shop activities
that provided satisfaction and a sense of achievement,ll

At ths time of Nicholson's study the Hanry Ford Trade
School had received asceroditation by the University of

I1bAdes Pe %0,
]‘o;mvt pe 684
117pides Do 69
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Hichigan cn a par with other publie high schools in the
State.

An evaluation of a vocational machine shop course in
Lansing, Michigan was undertaken by Barnes, in 1950.12 The
study sought to determine to what extent the lLansing Teche
nical High School, Vocational Hachine Shwop Course had met
the occupational needs of its graduates,

Ivo checkesheats were formulated for use in gathering
datas A graduate checkesheet listed the machine shop operae
tions and related information that wes ineluded in the
wachine shop eourse, Gpace was provided for the graduate to
indicate vhether he had used that operation or information
much, a little, or not at all, The check-sheot was approved
by the machine shop instructor, Colorado Agricultural and
Mechanieal College and the Director of Vocatiomal iducation,
Lansing, Michiganol3

The employsr echeckesheet consisted of characteristics,
attitudes, knowledge, and skills that were considered desire
able in an employee, Space was provided for a shop foreman
or supervisor to rate esch graduate on what was axpectsd of
him vhen he entered employment and the degree to which he

, 12Kenneth W. Barnes, "Zvaluation of Vocational hachine
Shop Courss at Lansing, ¥ichigan" (unpublished kKaster's
thesis, Colorado ~gricultural and ¥echanical College, Fort
Collins, Colorado, 1950),

131pid., p. 26,
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possessed these qualities. The checkw-sheet was approved by
the supervisors of training programs conducted by two Lane
sing industries«lk

Sixty-eight check-sheets were malled %o the graduates
of the machine shop course, Thirty-five were returned,
Nine graduates who had not responded to the mailed checke
sheet were contacted by personal interview which provided a
total return of forty-four graduate checkesheasts, Uf the
fifty industries who were malled checkeshests, eighteen
responded, An additional ten were visited by personal inter
view which provided a total of twentyeeight employer checke
sheetsd

Barnes found that, of the graduates, 22,1 per cent
thought they lacked sufficient practical experience, 10.6
per cent thought they were nét accustomed to factory speed,
and %.3 per cent thought they were not accustomed to factory
accuracy. 3Saploysr ratings respactively were 11,0 per cent,
3.0 per eent, and 3,8 per cent on the same items, This would
indicate that trainess tend to underestinate thomsalvaa with
respeot to industrial reqniremantu.lé

Yeipid,
lsillﬁss Ps 54
lém" De 474
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Consideration was given to attitudes and habits that
wvere considered desiradle by employers., Cradustes were rated
good in such sttitudes as industriousgness and dependability
(43 per cent), cooperativeness (80 per cent), following
orders and directions (68 per cent), and seeing a job to its
completion (37 per cent), Flanning was also included in
this area of avaluastion and it was Interesting to note that
only 8§ per cent of the graduatoes were rated as goeﬂ.l7
In the evaluation of the vocational machine shop
course at lLansing Technical High School, Barnes concluded
that:
(1) Sixtyefive per cent of (the) machine ghop
ggzgu:::: :;;:nggflawina the occupations for whieh

(2) Twenty-two per cent of the graduates have
esntered the various machine shop apprenticeships.

(3) Thirty-eight per cent of the graduates vere
at highly skilled or skilled machine shop work,

(%) The students that were employed had gained
(the) respect of their employers and their fellow
workers on the Jjob,

{5) The basio machine shop training they received
%nbseggal had helped them to get and hold their
ODB e

A follow-up survey was made by wWallls, in 1960, of

17123@-' pe 48,
187p1d., p. 55.
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the industrial arts graduates and drop-outs of the Selle
Plaine High Behools The study was made by porsonal intere
view to determine to what extent the high school industrial
arts progran had met the personal and occupational needs of
former students after they had terminated their formsl edus
cationel9

Information was obtained from 109 of the 156 former
industrial arts students. The criteria consisted of pere
sonal information, employment experience, and military
experience uhere applicable. An intervieweguide was pre-
pared for cach of the criterion to assist in recording
information, 20

After an analysis of the data, Wallis concluded thats

(1) The industrial arts prograz had made its

greatest contribution to its students by providing
a working knowledge of tools,

(2) Instruction in developing safe working
hadbits vas considered important by former students.

(3) Woodworking instruction provided the great-
est numbaer of helpful experiences for former students,

(4) The industrial arts program should be sxpanded
to provide more drafting, electricity, electronics,

lgnanald Be Wallls, "A FolloweUp Study of Former
Senior High School Industrial Arts Students at Belle FPlaine,
igzg; (unpgblishaa Master's thesis, State College of Iowa,
s Pe de

Zolhlﬂst Pe 4y
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metalworking and general mechanics,?l
It was apparent in the literature that program evalue
ation may be accomplished through a variety of methods and
procedures. The two principal methods were evaluations by
professional educators outside the school system or evalue
ations made by persons who had participated in the program
as students,

The avallable research in the evaluation of voca-
tional industrial programns, similar to manpower training,
favored the opinions of former students, 7Thls characterise
tie was considered important in the seleetion of the method
and procedure for this study,

ZIMH ‘¥Po S1=52.



CHAPTER III1
MANPOWER TRAINING

Scientific and technological developments within the
lagst decade have imposed significant changes in the nationsl
economy. Changes due to automation, relocation of industry,
shifts in market demands, and other changes in the structure
of the economy have rendered the skills of many persons
obsolete. The Federal Government, in its responsibility for
the strength of the national economy and security, has pro-
vided, in the Manpower Development and Training Act a means
for helping those unemployed or under-employed persons who
are not finaneially or educationsally equipped to obtain fur-
ther education in technical or college institutions.l

I, THE MANPOWER DEVELOPMENT AND TRAINING ACT

The act consists of two parts. Cne is a broad pro-
gram of research to assist in projecting future manpower
requirements. Research studies include evaluations of the
impact, benefits, and problems created by automationj inves-

tigations of market trends and informationj seeking new

lynited States Congress, "Mangower Development and
Training Act of 1962," 4n Act, F.L. 87-415, 87th Congress S.
1991, March 15, 1962 (Washing%on: Government Frinting
Office, 1962), p. 1.
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gservices that will likely be needed} and the appraisal of
manpower efforts to insure the best possible training oppor~
tunities and work experience programs for our nation's youth
and adults.?

The second part of the act makes available federal
funds to help pay the cost of training programs, in occcupa-
tional areas where manpower shortages are known to exist,
for unemployed and under-employed persons throughout the
United States.d

The administration of the act is the responsibility
of two government departments. The United States Department
of Health, BEducation, and Welfare, through the Office of tdu-
cation, provides for the training programs. The United States
Department of Labor conducts surveys of employment opportu-
nities and is responsible for the referral of trainees, pay-
ment of tralning and subsistence allowances, and the place-
ment of trainees after they have completed training.

Training is conducted by local departments of voca-
tional education with the approval of the State Directors of
Vocational Education and the State Employment Security Com-

mission.

2m.’ p. 20
3Ibig.
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Proposals for training projects under MDTA are made
when a school district is notified, by the Bmployment Serv-
ice, that occupational opportunities exist, The smployment
service indicates the oeccupational area, a description of the
occupation, and the number of paersons required to fill the
vacanclies.

The employment information is submitted to a loosl
Area Advisory Committee, composed of community professicmal,
business, and aducational leaders to study the problem and
make recommendations for developing a training program,

The planning of the project is under the direction of
local school officials in cooperation with a Crafts Advisory
Committes composed of administrative and supervisory repre-
sentatives of the industry involved,

Proposals for training projects includes (1) employ-
ment information, (2) training period starting and ending
dates, (3) course length in clock hours, (4) administrative
organization, (5) qualifications of instructional staff, (6)
training objeectives, (7) course content, (8) instructional
supplies, (9) buildings, (10) tools and equipment, and (11)
the total cost of the training project.

The project propeosal 1s submitted to the school dise
trict's Board of Education, the State Department of Public
Instruction, and the Regional Office of the United States
Department of Health, Zducationy and Welfare for final
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approval,
When federal funds ars asllocated for the operation of
| a training project, referrals are made by the Employment

Service and training commences,
1I., MANPOWER TRAINING IN WATHERLOO

Much of the information regarding the manpovwer develope
ment and training program was accumulated through conversae
tion with Mr, Donald Lippold, Direetor of Industrial and
Adult Education,and Mr, William LeMasters, who was Coocrdinae
tor of the Manpower Training Program during its first year
of operation,

The administration of manpower training in Waterloo
wvas under the direction of the school distriet's Director of
Industrial and Adult Education. A Coordinator of Manpower
Development and Training was appointed by the szsehool dise
trict to supsrviase the operation of the school,

The instructional stalf was composed of men with cone
siderable successful trade experience, and who were certi.
fied by the lown 8tate Department of Vocsational Zducation in
the area they vere teaching., The instructors were assisted
in lesson planning, evaluation, and teaching technigues by
the program coordinator,

The course objectives specified by the Department of
Labor stated that trainees should be provided with the
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skills, knowladge, and attitudes that would prepare them to
enter and hold employment in the occupation for which they
were trained, Referrals to training included a wide range
of educational levels and environmental backgrounds., As
training progressed the individual needs of the trainees
became more apparent and a formal list of objectives was
adopted.u

Reecord folders were kept on each trainee to show his
achievement in cach of the units of training, Periocdic
evaluation of the trainee's personal development was recorded
as it applied to the occupational area,

An apparently unique characterlstic of the Waterloo
program was the relationship betwsen the Automotive School
and the automotive dealers in the area, Dealerships pro-
vided the school with automobiles for use in tune-up and
body-ropair. These units were usually used cars and no time
1imit vas set as to how long they were to remain at the school,
From the instruetional point of view, 1t appeared that this
kind of shop activity was valuable,

At the conelusion of the first project In cach area

an informal evaluation wag made of the course of instruction

Automobile Hanufacturers ASSozé?tion, et al.

%Datroit'ltl' Automdeuol‘%ﬁe ﬁ& ¢

‘acturarsHAssaeia‘ion,'Inc., 1565),
Pe 17,
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and appropriate changes were made in the formulation of sub-

sequent project proposals.

Automotive tung-up. The first sutomotive tune~up
project (lowa-08) commenced on March 4, 1963. The project
provided fifty weeks of training for one section of twenty-
two trainees. Classes met six hours each day, five days each
week for approximately 1,500 hours. Iralnees with sufficient
background who exhibited satisfactory progress were allowed
to complete the course in approximately 1,000 hours.

Training consisted of classroom instruction followed
by shop-work on "live' automobiles using the latest automo-
tive tools and diagnostic test equipment. The following.
is a unit outline of the course content:

A. Automotive fundamentals

B. Battery and starter circuit
C. Ignition circuit

D. Charging circuit

. Lighting and accessory circuits
F. Carburetor and fuel system
G. Speedometer and lnstruments
H. General lubrication

I. Customer service

J. Wheels and tires

K. Shop safety

L. Special projects

M. Job opportunities

N. Brakes-minor repalr

O. Chassig-minor service

P. Brakes

Qs Steering and suspension systems
R. Linkage

S. Springs

T. Vheel alignment
On February 14, 1964, after fifty weeks of tralning,
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seventesn tralnees had been graduated,

The employment service conducted an occupational sure
vey of the local automotivs industry near the close of the
project, The survey indicated that there was a continued
demand for automotive tune-up men and an additional need for
automotive mechanics,

The sacond project (Iowa-219) included training for
automeotive tune~up men and for automotive mechanicss Traine
ing was to be provided over a periocd of elightaeen months, in
three six-month segments.

The first segment commenced June 8, 196k, and con~
sisted of automotive tune-up instruetion for twenty tralnees,
Ten trainees were to be graduated at the end of tha first
segment ss autémotive tune~up men, The remalning ten tralnees,
along with ten new refsrrals, were to be enrolled in the
seecond segment which consisted of training in engine overhaul
and heavy repalr.

The trainees who had received instruction in both
tune~up and haeavy repair were to be graduated at the end of
the second segment as automotive mechanics., The remaining
ten trainess, along with ten new refarrals were to be enrolled
in the third segment which consisted of a second session of
training in automotive tune-up,

This method of scheduling was to provide twenty grad
uate trainees in automotive tune-up and twenty trainess in

autonotive mechanles,
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The length of training time for automotive tuneeup
trainces was approximately 780 hours under this project
which was considerably less than the minimum 1,000 hours
under project Iowa-08, Trainees were not allowed to complate
tralning before graduation in this project, Except for the
time facter the two projects were essentially the same.

On December 4, 1964, six of the trainees from the
first segment of automotive tune-up training were graduated,
The six trainees were included in thig study,

Automotive bodverepair. The first automotive bodye
repair project (Iowa-23) commenced August 12, 1963. The
projeet provided fifty weeks of training for ons section of
fourteen trainses. Classes met six hours each day, five days
sach waek for appraximaﬁely 1,500 hours, Trainees with suf=
ficiant background who exhibited satisfaetory progress wvere
alloved to eomplate the eourse in approximately 1,000 hours,

Training consisted of classrcom instruetion followed
by shop-work on "live” automobiles using the latest automo-
tive body repalr tools and refinishing equipment, The fol=
lowing is an ocutline of the course content:

A. Introduction to automotive body and fender

t B o ety

g: ?ggg;’:%ggzzggening and repalr

F. Major body repalr
G, Automotive glass service
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Hs Hardware repair and service

7. Hodrocelecivie systen service. | oT

K+ Painting and refinishing

L. 8hop managoment

On July 2%, 1964, after fifty weeks of training, nine
traineces had been gradusted,

The second automotive bodynrepair project (lowaeRe-
5003) commenced September 21, 196%, The project provided
forty-six weeks of training for two sections of twelve trainses
each. Each seetion met elght hours esach day, five days each
weok for twenty-three weeks or approximately 920 hours.
Traineas were not allowed to complete training prior to
graduation, ZExcept for the time factor, the automotive bodye
repalr projects were ossentially the same,

On February 26, 1965, after twenty-three weeks of

training, twelve trainees were graduated,

Combinvation xaldings The first combination welding
projact (Iowva-16) commenced June 6, 1963, The project pro=
vidad forty-eight weeks of training for thres sections of
sixteen tralnces each. #£ach section met six hours each day,
five days each week for sixtoen weeks or approximately 480
hours, Trainees were not allowed to complete training prior
to graduation,

Training consisted of c¢lassroom instruetion followed
by shop-work experience in the latest welding processes using
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modern electrlc and gas welding equipment, The following
is an outline of the course contents

A, are welding (M positions)

Be HMatal inert gas welding

C. Oxyeacetylens flame cutting

De Oxy-acetylens gas welding

Es Blueprint reading and technical infersation

P, Inspection and weld testing

Gs Shop mathomatics

He Metallurgy

On May 8, 1964, forty-one trainees had been graduated
from three sections of combination welding,

The second combination wslding projeet (Iowae233)
commenced July 24, 196%, The project was essentially the
same as the previous welding project excspt it made allowe
ance for an additional four weeks of training for trainees
vho required extra welding sxperience bayond the sixtesn
wosk's training period,

On February 26, 1965, twenty-six trainses had been

graduated from the first twe sections of combination welding,



CHAPTZR IV
METHOD OF PROCEDURA

This study was undertaken with the approval of the
Btate Department of Voecational Sduecation, the Independent
Sehool District of Yaterloo, and the Waterloo Btate iZmploye-
mant Sorvice,

It was determined that no formal evaluation had been
nade of the manpower training program in Waterloo, Iowa., This
was confirmed by Mr, Donsld Lippold, Director of Industrial
and Adult Zdueation, Waterloo School Distriet,and the
writer, who at the tims of the study, was coordinator of
the manpover program, It was assumed from a letter received
from Mr, Boyd Oraeber, Diresctor of the Division of Vocae
tionsl Bdueation for the State of Iowa, that no similar
research had been 4dons in the stats of lowa, (see Appendix
A).

This study began with a review of related literature
and rosearch to identify and define the problem and to
seloot a satigfactory proesdurs, Dackground was provided
by a raviav of the act and an analysis of the manpower
training curriculum,

Sources of datae A letter, to esncourage cooperation
in the study, was sent to each of ths 11l graduate irainees,
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An enclogsed form provided spate for the gradumte to list the
industries with wvhich he had been employed followinmg his
graduation from the training fienity. Enclosed with the
letter and form was & stamped self-addressed envelope for
the convenience of the graduate in mailing the form, The
returned forms provided a list of industries which had or
have had manpower gradwstes in thelr employment,

Dats regarding the graduate's personal ahuranw:u-
tics, level of education, and cnplbymt record prio‘r’to his
referral to manpower training was obtained from the Charecter-
istics of Traines fora pravided by the dmployment Service.
(see appendix B),

Data concerning ths graduate's attendance, progress,
and training experisnecse during the tralning period was
obtainsd from the Individual Trainee Termination of Traine
ing form which included the Instructors Training Records
(see Appendix B),

Selaction of mmh,. The nl&eﬁm of eriteria to
be used in the study was based largely on the regulations
set forth by the United States Department of Health, Educaw
tion, and Welfare regarding training programs under the act,

With respset to the services and fwiiitu‘a tér those
providing training, the regulations indicate the training
facility:

Will provide a courss of instruction bgged op




the [italies not in the original/
of tha individuals who ars to receive training and
vhich will provide the skills and related informae.
tion (inecluding appropriate instruetion in hsalth
and safety practices) requisite for amgloymant in
the occupation or chupationa for whieh training
i8 to be provided.

Douglass was aware of the edueational needs of youth
in his writings on the administration of secondary schools,
Douglass wrote as followss

A considerable number of high-school principals

and othars concernsd professionally with secondary
education have in recent years attached great sig-
nificance to the conslderation of pupil needs as a
means of setting up the objeetives of the secondary-
school program and of praviding standards by whieh

the quality of the program may be judged,?

It was declded that an analysis of the manpover
development and training objectives would bs made to deterw
mine the eriteria for use in the study,

From the following analysis evolved three criteris,
under vhich i1s listed ths purpose of the criterion or the
training objective or objectives it represents:

1, Occupational information.

To obtain data that was not gpecifically
pertinent to a training objectivae,

1orr1ea af Educatian, Department of Haalth, Edncation,
and w’eli‘are, Leaining Pros «:‘f:.*.

; 3 G 4 ¥
P ‘ Title 11, P.lL. 87-%15 8 th Congress
(Washington: Government Prmting office, 1962, p. 1.

2Harl Re Douglass
Schools (Boston: Ginn and C




33

1I, Cceupational skills and related techniecal
knowledge,

As To develod in sach trainee & basic undere
standing of the physical and mechanieal
prineiples involved in the occupation,

Be To devslop thae ability to use and care
for tho basic tools and squipment used
in the occupation,

Ce To develop sufficient skills and related
tochniecal knowledge of the trade to
meet the aminimum entry regquirements of
the occupation,

Dy To develeop an understanding of logiecal,
stop=by-gtep diagnostie, repsir, or
eonstruction procedures,

Be To devaelop safe work habits and to promote
sufety consciousness,

Iil, Oeceupational attitudes.
Ae To develop the abllity to work and live
© barmoninusly together with mutual
raspect for the rights of othars,
B, To encourage good work habits of order-
liness, cleanliness, and cars of
propartys

Claude H, Zwing, Direetor of the Chicagoe Vocational
School,y Chicago, Illinois, suggosted several methods of eval-
ustion that may be used for svaluating instrusticn, The
mathods were as follows:

(1) Poermal evaluation of shop, laboratory, or
classroom teaching methods and managements (2} cheex
on opinions and attitudes of trainees or students
while =nrolled and during employment; (3) survey of
the employment and achievements of those who have
attended; (&) advice from advisory committees after
inspection of instruction in sehool and exparience
wi omglayuﬂ parsons who have recelved instrutCe
tiong (5) the approval of loeal industry as avie
danced by the general gupport of persons vho have
completed instruction,

3c1aude 1, Bwing, “Instruction," Ihe Qpers

bion of &
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Ewing econsidsred the most valuable and objective evie-
dence was, "obtained through those vho have attended or are
‘attanding, and through employment and work records of former
students, and advice from the advisory eammﬁtteo."u

From the selected criteria there vere formulated two
interview guide-sheets, One to be utilized as a gulde dure
ing the personal interviewv with the graduste traineces and
the second for interviews with representatives < industry,

Both guideunhaets vere designed to provide structure
and uniformity to the personal interview and to the mailed
questionnaire in instances where graduate trainses and
employers wers located ouitside the Waterloo area,

Ench interview gulde sheet consistad of: (1) instruc=
tions, to introduce the purpose of the lnterview and to
aneourage the completion of the quastionnaire, (2) the defi-
nitiona of tsrms used in the questionnaire, (3) a list of
units of instruction provided in the particular manpower
training course, to assist the graduate ¢rainse in recalling
his course of study and to provide the employer with s knowle
odge of course offerings, and (k) the guastionnairs. The

LR of %?da and W ; ddugation, Wdilliam P
Eﬁggii editor, Office of Hducation, Bapartuant'of Hoalth,.
ﬁducatlon and welfare (Washington: Govarnment Frinting
office, 1953),0ps 5152,

*Inid,
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Employer Guide-Shest contained an additional section whiech
listed the names of the graduste trainees who were in thelr
employment,
Not all of the itoms used in the questionnaire vere
original with the writer, but were "borrowed" in part from
gsimilar studiss and from the literature,

in the formulation of the Craduste Trainee Juestionnsire was

Lrgs Of major concern

the graduata'sllevsl of edueation, Ths content and wording
of each guestion wvas nade as c¢lear and simple as possible,

The formulation of the nuecstiomnaire required sevsral
rovisions, A list of forty-eight guestions was made from an
analysis of the manpower program objasctives, From this list
forty questions were selected and submitted to Mr, Garsld Bisbey
of the State College of lowa Bureau of Hesearch, Twelve quese
tions pertained to occupational information, seventesn ques-
tions rertained to occupational skills and related technical
knowledge, and eleven quostions pertained to cccupational
attitudas, |

Hinor revisions werz made in the occupational infore
mation and occupat1cnalnskillsaaﬁd«knowladge goction of the
questionnaire and the oceupational-attitudes saection was
completely revised,

The original oecupationaleattitudes section contained



36
questions with regard to how satisfied the graduate trainee
was with his cholce of trade and whether he thought hig mane
power aexperience had helped hin to develop confidence in his
own ablilities and skills., These gquestions were followed by
three or five likely responses to the question,

It was observed that the interviewee could zake a
safe cholce in the middle of either oextreme and, in doing so,
would provide tha resesrcher with no clear indication of the
interviewse's thinking, therefore, this mothod of questionw
ing was dlsecarded, -

At the time of this study, the Burvey Research Centor
of the University of Michigan was conducting a study of the
attitudes, aspirations, and motivations of peopls being
trained in manpower projeets, The questionnairs used in the
Univorsity of ¥iehigan survey was administered, by a repree
sentative of the Survaey Research Centar, bafors the trainse
had dbesen exprosed to manpower training, Usually on the first
day of class,

The occupationaleattitudes questions used in this
study were a modification of the University of Michigan's
questions.’ Eaeh question was composed of four comments

) svnivnrsity of Michigan Institute for Soclial Research,
"Hanpower Tralning Study Traince Intrance Juestionnaire,”
Form 2-Men (Ann Arbor, Michigan: Univarsigz of Michigan
Insté;gtg for Social ﬁessareh. Summer, 196%), p. 28, (dimeo-
graphed,
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whieh had been made about the item in question, The grade-

uate traines was asked to read each comment and if it was
not accurately made for his situstion, to write, in the space
provided, what he thought about the comment, He was then
asked to rank the comments in the order in which thay vere
the most important to him, FKumber one indicated the most
important comment,

The final questionnaire contained a total of thirtye
oight questions, {uestions one through nine, thirty-seven,
and thirty-elght were with regard to oceupational informae
tiongy guastions ten through twenty-two, tventy.four, and
twventy-eight were with regard to occupational skills and
related technical informationy and questions twenty«thres,
and twanty-nine thiﬂugh thirty-six vere with regard to occue
pational attitudes.

A pilot survey was made of one greduate tune-up man,
two graduate body-men, and two graduste welders, The grade
uate tune-up man and one each of ths body-men and welders was
aduministered the personal interview, The remaining body-wman
and welder were asked to complete the questionnaire as
though it had been mailed to theam, Notation was made in each
instance when the interviewee did not clearly undarstand the
meaning of the question,

After the pllot survey and minor revisions in the
questionnaire, 1t was submitted to lr. sisbey for approval.
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The smplover guast It wag decided that the

smployar interviesws would be condueted during company worke

ing hours. PFor thls rzason, the total number of questions
was held to a minimum and eaech question was as short and
diract as possidble,

From the analysis of the program objectives a list
of thirty-three quastions wasg formulated, Prom this list,
twenty-nine questions wers selectad to represent tha three
criteria., Kearly all of tha questions could he anawersd by
marking a "yes" or "no" in tha appropriate space or by marke
ing from three to five prepared rasponsss following the quese
tions. ,

This 1list of twenty-nina quzstions was submitted to
¥r., Bishey of the State College of Iowa Buremu of Research
and, after mimor raovisions, was approved, (see ippendix C),

The mobillty of graduate trainszas from one company to
another, within the Waterloo area, presented a probleom of
duplicetion of information if each company were asked to
evaluate all of the graduates thsy had asployed. For this
reason cach employer was asked to evaluate only those mane
pover graduates that were currently employed with his come
pany.

It was racoguized that this approach would reatrict
the moasurement, to somas degree, of the occupational inadee

quacizs of some of the graduates., lowever, svaluation by
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the employer of all of the graduate employees, could possibly
walght the measurement in the other extreme.

The decision to evaluate only the graduate tralneas
vho were holding jobs was based on the following: (1) to
avoid the duplication of an evaluation of one individual who
had been employed at tweo or more companies to be interviewed,
(2) trainees were not considered to be "finished" tradesmen
upon completion of training so that some mobility may be
sxpected, and (3) approximately 72 per cent of the graduate
trainee interviews were complete at the time the employer
interviews commenced and the graduate trainees had been most
helpful in revealing why they had changed jobs and where they
thought they needed to improve their skill and knowledge.

Collecting the data« Data were gathered by personal

interview with graduates and employers whenever possible or
by mailing the intervisw guide-shcet in instances where grad-
uate trainees or employers were outside the Waterloo area,
The Individual Termination of Training form provided
the names and addresses of 111 graduate traineces, HResponse
to the letter of encouragement and the Fost Uraduate “mploye
ment Information form confirmed the lceation of forty-three
graduate trainees, Further search through the Trainees
Emergency Data records, the laterloo Telephone Dirsctory, and
the State Employment Service, provided sixty-three additional
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names and addresses. Four tralnees could not be located.

Personal interviews were conducted in the graduate
trainees' homes. Interviews lasted about thirty minutes and
dlscussions with regard to the program were detained until
after the questionnaire had been completed.

Sixty-six personal interviews were made and nineteen
melled questionnaires were returned for a total of elghty-
five contacts for 76.6 per cent of the total population.

The interviews with the employers were made, 1in most
cases, with the graduate trainee's service manager or foreman.
In situations where the immediate supervisor could not be
contacted, the lnterview was held with the plant supervisor
or personnel manager. In each case the lnterviewee was
knowlaedgeable of the trainee's activities and performance.

All of the graduate tralnees were given individual
ratings by thelr foreman or supervisor. In instances where
four or more trainees were employed under one supervigor the
interviewee was asked to obgerve his list of graduate
employees and indicate the numbers of employees that fell
under each of the responses provided under a question.

Twenty=-six employers were interviewed to represent
fifty-nine of the graduate trainees. ©Six graduate tralinees
were in their own business's and could not be interviewed as
employers, but were included in the computation of the total

trainees represented. This accounted for sixty-five trainees
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or 76.5 per cent of the graduate trainees interviewed,

apalvzing and presenting the data. Tabulation of the
data vas made in graphic form so that the results could be
partially observed during the recording, From this form
tables were made and, when feasible, percentages were come
puted, All of the percentages were rounded to the nearest
one~tenth of one per cent.

Because the manpover training program consisted of
thrae separate areas of training, the data pertinent to each
area were presonted separately.

Observation of the cccupationalesttitudeas section of
the data showed no significant dqiffarences between the 4if-
ferent areas of training, therefore, data pertaining to occu-
pational attitudes was combined and presented in one section.

From these data a summary, conclusions, and approprie

ate recommendations were made,



CHAPTER V
RiSULTS OF THE GRADUATZ TRAINEE QUESTIONNAIRE

The regults of this study will bs presented in two
chapters. This chapter will present the characteristics of
all of the tralnees who graduated from training, and the
opinions of those graduate trainees who were interviewed
about thelr training and the program. Chapter V1 will pre-
sent the results of the Employer's Questionnaire.

I. OCCUPATIONAL INFORMATION, SKILLS,
AND RELATED TECHNICAL KNOWLEDGE

Data will be presented in the same sequence as it
appears on the questionnalre, except, for those questions
with regard to wages, overtime, and psyment plans. These
questions will be included under the occupational informa-
tion. (uestions twenty~two and twenty-three, on the Graduate
Trainee Questionnalre pertain to attitudes and will be pre-

sented under occupational attitudes.
Automotlive lune-un

The automotive tune-up training included in this
study consigted of two sections. One section of seventeen
trainees and one section of six tralnees accounted for a

total of twenty-three graduate trainees.
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Sixteen graduate tune-up men were contacted by per-
sonal interview and three additional trainees responded to
the mailed questionnaire for a total of nineteen trainees.
This accounted for 82.6 per cent of the total population.

Aze of iralpees. The ages of the irainees, at the time
they were referred to training, ranged from eighteen to fifty-
five years. Sixty-five per cent of the trainees was age
twenty~five or under. (65.1) The mean age for the popula=~
tion was 27.2 years with the median st 23.0 years. The age
distribution of tune-up trainees at the time they were
referred to training, may be observed in Table I.

ngmalyggugnmlgn. The level of formal education com-
pleted by the tune-up trainees ranged from grade eight to
one year of college. Seventy~four per cent of the trainees
had completed the twelfth grade. The median grade level was
grade 11.9, with the mean at 1l.4%. In Table 1I the level of
formal education completed by the twenty-three tune-up trainees

is presented.

Pripary gccupation. The trainees' primary occupa-
tions as reported to the employment service prior to referral
to training were as follows:

Spray painter

Stock boy

Gunsmith
Repairman (mechanical)



TABLE 1

ACRS OF Tﬁ&lﬁﬁsﬁ WHENW REFERRRD T0
AUTOMOTIVE TUNBSUP THAINING

Trainees® age Frequency Per eent
5% 1 3
50 1 b3
49 1 3
b1 1 %3
31 2 847
30 2 847
25 1 4.3
. 24 2 8,7
23 1 4,3
- 2 847
20 3 13,2
19 b 17.5
18 2 8,7
Totals 23 100.0

Range 18+55 years
Wean age 27,2 yoars
Hedlian age 23,0 years
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TABLE 11

LEVEL OF PURMAL BDUCATION COMPLITZD BY
AUTOMOTIVE TUNE~UP TRAINEES

Grade level - Trequaney Per cent
13 o 3
12 16 6947
11 2 847
10 1l 4,3
9 2 847
8 1 We3

Totals 2 © 100,0

Range 813
Kean grade levael 1l.4%
Median grade level 11,9



Meat cutter

Stationary diesel engine operator

Order c¢lerk

Laborer (meat packing)

Greenhouse worker

Slectric trnck opegntor

Farm hand {(general

Blectroniocs tcahnieian (UsSe Bavy)

Automechanie help

Bqui t and mate rial checker

Bookkesper

Laborer (construetion)

Combustion engine repairman

Drill press operator

Cement finisher

It may be observed from the preceding list that the
oceupations are, for the most part, in the noneskilled or

seni-skilled classification,

Hours of training. Frojeet Iowa«08 provided a maxie
mum of 1,500 hours of tune-up training for seventeen trainees,
Project lowa=219 provided training for a maximum of 780 hours
for six trainees, The two sections are presented separately
to provide a more realistic representation of the hours of
training received by the tuns.up graduates,

Trainees in project Iowa - 08 received an average of
1,0564.7 hours of tune-up training. Seventeen and six-tenths
per cent of the trainses wers in the median range of 1;02%.5
hours. Presentad in Table III ars the hours of training
received by graduates in Project lows - 03,

Tralnees in Projeet Iowa - 219 received an average of
726,7 hnura of tun&eup training, The number of hours of
training received by‘thé'gradnatea of Froject Iowa ~ 219 are
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TABLE III

HOURS OF TRAINING COMPLATED BY AUTOMOTIVE
TUNBSSUP GRADUATES (I0WA«08)

- g oo 2 .
’ - . — . " . e d

Hours of training Frequency Per eent
1400 « 1449 1 5.8
1350 - 1399 1 548
1300 - 1349
1250 « 1299 2 12,0
1200 « 1249 1 5.8
1150 « 1199 1 5.8
1100 -~ 1149 1 58
1050 - 1099
1000 - 1049 3 17.6

950 « 999 -2 12,0

900 - 949 5.8

850 -~ 899

800 - 849 2 12,0

750 -« 799 5.8

200 « P49 1 5.8
Totals 17 » 100.0

Range 709 - 1hih,haurs
Mean hours of training 1,056.7
Medlan 1,02%,5 hours



presented in Table 1V,

Scoupations. Of the nineteen trainees interviewed,
sleven were considered to be in autometive tune~up or allled
fields. This agscounted for 58.0 per cent of the graduate:
trainses interviewed. Two graduate trainees were in the farm
implomdnt industry. One was involved in the 1nspaction of
rebuilt engine parts and the other worked as a mechaniéyin
a dealership. Seven graduats trainees indicated that their
occupations were outgide the area of training and one grad-
uate, though he had previously worked in the trade, wni
unemployed at the time of the survey. Recorded in Table V
are the occupations held by graduate tune-up men at the time

of the survey.

amployment outside arsas of fralning. The reasons
graduate trainees obtained employment in areas outside their

area of training are presented in Table VI. 4 total of

eight trainses obtained employment outgide thelr area of
training. Fifty per cent of these trainees found wages
higher in other Jjobs. Another 37.5 per cent could not find
Jobs in the training area and one trainee obtained smployment
outside his area of tralning because of personal health.

Leployment mobility. Fourteen of the graduate trainees
wvere asked why they had changed Jjobs. Thirty-eight and
eight-tenths per cent indicated they had moved because of



TABLE IV

W9

HOURS OF TRAINING COMPLATED BY AUTCMCOTIVE

TUNE-UP GRADUATES (I0WA~219)

mvmj A m";rr' ” i " a ___1‘,
Hours of training Frequency Per cent

776 1 16,6
733 1 16,6
727 1 16,6
72% 1 16.6
- 670 1l 16,6

6 99.6

Totals

Range 670 - 776 hours
Kean 726,7 hours
Madian 729 hours



TABLE V

OCCUPATICNS OF AUTOMOTIVE TUNE-UP GRADUATES
AT THE TIME OF THE SURVEY

Oecupation Frequency Per cent

Automotive Industry

Tune-up man b 20.8
Hechanio 1 5e3
Serviee station manager 1 543
Sarvice station attendent 3 15,6
Autonotive parts manager 1 983
Inspactor (engine manufacturing) 1 5.3
Other
Shipping elerk 1 5¢3
Electrie truck operator 1 5.3
Sanitation (meat packing) 1 53
Mattress maker 1 5¢3
Construction worker (building trade) 1 563
Taxi driver | 1 5.3
Farm hand 1 5¢3
Unemployed 1 53
Totala 19 100,0




TABLE VI

REABONS AUTOMOTIVE TUNE.UP GRADUATSS OBTAINED
BMPLOYMENT OUTSIDE THEIR ARHA OF TRAINING

Reason Fragueney Per cent
Salary Y 50,0
Intraining job not available 3 375
Hsalth reasons 1 12.5

Totals 8 100,0
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better salaries, 33.3 per cent had been laid off from their
work, 11.2 per cent moved to improve thelir working condi-
tions, 1l.2 per cent did not have sufficient job experience,
and one trainee enrolled in a technical school to further
his education. The reasons why graduate tune-up men moved
to different Jobs is presented in Table VII,

The number of Jjob changes reported on the Post Grad-
uate bmployment Form showed thirty-one job changes for four-
teen of the graduate trainees. Five trainees, or 26.3 per
cent, remeined on the job they obtained following their grad-
uation from training. The number of job changes ranged from
none to four. One Jjob change was made by 31.3 per cent of
the nineteen trainees, two changes were made by 10.6 per
cent, three changes were made by 15.9 per cent, and 15.8 per
cent of the trainees made a fourth job change. The number
of Job changes made by graduate tune-up men is reported in
Table VIII,

iraining and emplovment. In response to whether the
manpower tune-up training had helped the graduate tralnees
in procuring their initial employment, 89.5 per cent indi-
cated that it had. The two trainees that account for the
remaining 10.5 per cent obtained employment outside their

area of training.

Graduation-to-emplovment loterval. &Hmployment was



REASONS AUTOMCTIIVE TUNE~UP GRADUATES

TABLE VII1

CHALCED JOBB
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Reasons Prequency Per cent
Better salary 7 38,8
Lay off 6 33.6
Working conditions 2 11.2
Lacked jJob expsrience 2 11,2
Further education 1 5.9
Totals 18 100.0
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TABLE VII1

NUMBER OF JOB CHANG:S FOLLOWLING GRADUATION MADe BY
AUTOMCTIVE TUNE-UP GBADUATLS

Job changes (1) Frequency (£) L4 Per cent
L 3 12 15,9
3 3 9 15.9
2 2 Iy 10.6
1 6 6 31.3
0 5 26.3
Totals 19 31 100.0
| f =X

Hange O-i Job changes
Hesn Job c¢hanges 1.6
Median Job changes 1.3
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obtained by 47.k4 per cent of the graduate trainees immedi-
ately following their gradustion. OCne trainee, or 3.4 per
cent, obtained employment within one week. Fifteen and nine-
tenths per cent obtained employment within two weeks and 31.3
per cent of the tune-up graduates required more than two
weeks to obtain their initial employment. Presented in
Table IX are the time intervals between tune-up graduation

and initial employment.

Elnding initlal emplovment. Tune-up trainees
reported that employment possiblilities were brought to their

attention in a number of ways. In response to how they had
obtained theilr initial employment, 36.8 per cent indicated
the training facility, 36.8 per cent indicated they had
obtained employment on their own, 10.5 per cent found employ-
ment through friends, and 5.7 per cent indicated the local
newspaper. Ten and five-tenths per cent actually utilized
the employment service in obtalning their initial employ-
ment. The means by which automotive tune-up tralnees
obtalned their initial employment is presented in Table X.

Positions of leadership. Three graduate tune-up men,
or 15.8 per cent of the population interviewed, held posi-

tions of leadership. One was a parts manager in a local
dealership, one was a service station manager, and one had

been the manager of an automotive exhasust system service
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TABLE IX
TIME INTERVAL BETWEEN AUTOMOTIVE TUNE-UP

GRADUATION AND THE GRADUATE TRAINED'S
INITIAL EMPLOYMERT

Response . | Frequency Per cent
Imnediately 9 W74
1 week 1 .
2 weeks 3 1549
More than 2 weeks 6 31.3

Totals 19 100,0
—— : -




7
TABLE X

HEANS BY WHICH AUTOMOTIVE TUNE-UP GRADUATES
OBTAINKD INITIAL EMPLOYMENT

Response | Frequeney Per cent
Yourself 7 36,8
Tralning facility 7 36,8
State employment service 2 10.5
Friend 2 10,5
Newspaper 1 5k

Totals ‘ ; 19 100,0
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sgency,

Post graduats tralning. Additional training was
obtained by 26,3 per eent of the graduate trainees, The
following tralning facilities, courses, and training hours
vars reported by five graduate iraincea:

General Motors, Deleo Remy School, Alternators,
thirty hours,

Standard 011 Company, Atlas Dscilloseope training,
four hours,

John Desre Tractor Works, Intraining program, Quality
Cantrol forty hours,

. s 0» Horvice School, Ringsg-Bearing s-Tune~up-brakes,
farty hours.

- . Indepandent School District of Jaterloc, Technical
School, Electronics, one year,

- deekly salary. The weekly salary of those graduates
vorking in the trade was somewhat lower than those with jobs
outside their area of training. Weekly salaries of occupae
tions within the area of training ranged from £54%,00 to
$140.00, with the average weckly salary at $81,08, Graduate
trainses working in dthef occupations rangsd from $70,00 to
$140,00, vith the average weskly salary being 5106 28,

. The difference may be attribute& to the apprentices
ahip nature of jobs in the area of training. Most othey
jobs or a routinc, mass prnduction, or seasonal naturs pay a

highar weekly rate, The weekly salaries presented in
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Tablass XI and XI1 were obtained by the automotive tuneeup

graduates.

Number of hours worked gvertine. The average number
of hours workad cvartime by graaugto tune-up men 1s presented
in Table XIII. Service station attendants averagsd fifty
hours each weel or ten hours over the normal forty hour week.
This was considered a normal work week and station attendants
did not raceive additional compensatior for hours worked over
forty hours, Automotive dealership service shops worked an
average of 6,2 hours over the normal forty hours., Overtine
vas hat subjeet to additional compensatian., Graduate trainees
vho wvere employed in the engine manufacturing industry worked
an average of twe hours overtime per week and received time
and one-half for overtime, Craduate tralnees employed oute
side thelr area of tralning averaged six hours overtime per
week and regeived time and one-half,

AbALLLY 10 DAY £OF LFade LIAlAiNK. Bocause the Mane
power Development and Training Aet provided financial assise
tance for many of the traeineesg, during training, the grade
uates were asked 1f they would have baen able to pay for
trade training without that help, Ninetyefour and sevenw
tenths per esnt of the graduate trainees reported they could

not,



TaBLis X1

WKLY SALARLSS RECEIVED BY AUTOMOTIV: TUNs-UP
ORADUATES EMPLOYED IN THE
AUTOMOTIVE INDUSTRY

Weekly salary Frequency Per cent
$140.00 - §149.00 1 8.3
130.00 = 139.00
120.00 - 129,00 1 8.3
110.00 - 119,00
100,00 = 109,00 1 8.3
90.00 -~ 99,00 1 8.3
80.00 « 89,00 1 8.3
70.00 =  79.00 1 8.3
60.00 - 69.00 3 25.1
50,00 =  §9.00 3 25.1
Totals 12* 100.0

Range $5%.00 to $140.00
Mean weekly salary 581.08

*The unemployed trainees' last employment was in the
area of training and is included in this count.
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WELKLY SALARIZS RECEIVED BY AUTOMOTIVE TURE-UP
GRADUATES EMPLOYED QUTSIDE THZ

AUTOMOTIVE INDUSTRY

Weekly salary Frequency Per cent
5140,00 ~ $149.00 1 1.2
130,00 - 139,00
120.00 - 129.00 1 14.2
110.00 - 119.00
100.00 ~ 109.00 2 29.2

90.00 = 99,00

80.00 - 89.00 29.2

70.00 = 79.00 1 .2
Totals 7 100.0

Range £70.00 to $140.00
Mean weekly salary $100.28
Median $99.50

*The unsuployed trainees' last employment was in the

area of training and is included in Table XiI.
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TABLE X111

HOURS OF OVERIIME WORKBD BY AUTOMOTIVE
TUNEUP GRADUATRS

Gecupation Nuaber in Average hours™®

oceupation
Cutside area of training 4 6,0
Service stations 5* 10,0
Dealerships ssrvice shops 5 6,2
ingine mapufacturing 2 2.0

Totals 19

*The un.mpluyad trainees’ last ampluynnnt was in the
area of training and is included in this count,

*%\verage hours above the normal 4 hour week.
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snstrustor qualification. The shop training instruc-
tor wvas thought to be “well qualified™ by 73.2 per cent of
the graduate tralnees and "fairly well qualified" by 15.8 per
cent of the graduate trainees. |

Anstrucior’s kast gualifigations. The shop training
instructor was thought to be best qualified in "classroom
ingtruction” by 36,8 per cent of the graduate trainees,
“"shop instruction” by 36.8 per cent of the trainees, "tech-
nical information" by 20.6 per cent of the trainees, and
"Job experience” by 5.3 per cent of the graduate trainees.

dhop iralniog lnstructoer gualificationg. The grad-

uate trainees were asied to rate instructor qualifications
as "fairly lmportant,” “"important,” or "very important.”
The four highest percentages were: (1) technical informa-
tion, "very important” (89.4); (2) shop instruction, "very
important® (73.2)3 (3) job experience, "very important"
(68.%)s and (4) classroom instruction, "important' (52.7).
fresented in Table AlV are the frequency diastributions and
percentages of the graduate trainees' rating of instructor
qualifications.

, The graduate trainees, as a whole, congldered thelr
shop training instructor as being "well qualified.” They
equally considered him as being best qualified in "shop

ingtruction” and "classrcom instruction.” It is interesting
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TaBlho ALV

LNSTRUCTOR WUALLFICATIGH RATINGS BY
AUTOKOTIVE TUNE-UP GRAD

Instructor Fairly lmportant Very

qualification important important
Classroon instruction -k 10 8
{ 5.%) {952.7) (kl.9)
Shop instruction 5 L
: (26.3) | (73.2)
Technical information : 1 i 17
( 5.3) { 5.3) (89 .)
Job experience 6 13
{31.6) (68.4)

A

ROTEY tnin table should de read as follows: Une
iranuaxo trainooa or 5.4 per eaut, thought cln:uronm
natruction wvas “falrly fmportant.”
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to note that "shop instruetion” and "classroom instruction®
rank second and fourth in vhat the graduate tralneces cone
‘sid.r to be the most important qualifications for a shop
training instrmuctor,

|  Lng;z3g§;gnl1,‘gl;;;gngg, Graduate trainees were

asked 1f they had received sufficient individual help from
thelir 1nstructor during training. Fourteen graduat:s, or
73.2 per cent, of the trainees indicated they had receivad
sufficient individual help. Five, or 26,3 per cent, thought
additional individual help would have been benefiecial to them,

Iwo graduate trainees indicated the initiation of the
nev program handicapped the instructorj two trainees thought
toeanauthrainait and discipline presented problems, and two
other trainses thought the instruetor was not well gualified,

Continuity of jmatruction and shop-work. Seventy-
three undltvo-ththa per cent of the gréduate traineces
thought the classroom instruction was genérally folloved
by & similar shop activity, Those who thought the shope
vork was not alvays related to classroom instruction, accounted
for the remaining 26,3 per tent. These trainees indicated that
approximately the first three months of the training was spent
in the classroom, because tool and equipment orders had not
besn completely filled for the new program,
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I'Ye DBleven

instructors' repregentation of fhe indust
or 57.9 per cent, of the trainees lndicated that ths shop

training instructors and supervisors had not presented an
nceupnto account of what the industry would be like. Over-
estimation of the demand for tune-up men was pointed out by
five of the tralnees, and six trainees found wages to be
less than they had anticipateds 4 common comment among all
of the trainees was, "The industry needed mechanies, not

tune-up wen."

Rating of shov facilities. The graduates were asked
to rate sach of their tune~up shop facilitles. Shop work

space was rated from, "goocd" (42,1) to "average" (26.3)3

woTrk areas froﬁ, "good" (42,1) to "very good” (31.6); stor-
age from, "average" (L2,1) to "poor" (26,3); tools and equip-
ment from, “very good® (73.7) to "good" {21,1); classroom
facilities vere rated, "good" (57.8); and ventilation was
rated, "good™ (3146) to “average" (3146). The data presented
in Tabls XV indicate the graduate trainees' thinking toward
the tune~up shop training facilities,

Hork that was not included in the tune-up tralning.
Jobs in the "field" which were not covered in the training
were reported by 84.2 per cent of the graduate trainees,
Many of the items fall within the units of instruction pro-
vided in the training, the question of whether the items
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TABLE AV

AUTOMOTIVE TUNE-UP SHOP FACILITIZS AS RATED
BY THE TUNE-UP GRADUATES

Very very
Shop facilities poor Poor Average CGood good
Shop space 2 g 8 L
(10.5) (26,3) (k2.1) (21.1)
Work areas

2 3 8 6
(1025)  (1528)  (42.1) (31.6)
Storage 1l 5 8 3 2

e ( 5.3) (2603) (s2.1)  (1528) (10-5)

Tools and equipment 1 Y 1k
{ 5.3) (21.0) (73.7)

Classroon 1l 1 3 11 3
{ 5.3) (5.3) (15.8) (57.8) (15.8)

Ventilation 2 2 6 6 3
(10‘5) (10.5} (3196) (3196) (15-’8)

NOTEs This table ghould be resd as follows: Two
%raduate trlinaaa, or 10,5 per cent, considered shop space
o be reted "poer."
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wvere actually covered or whether they were inadequately cov-
ered in the classroom and shop presented some problem. There-

fore, those items, in the Judgment of the writer, which may

bot have bhasp gcovered have been marked with an asterisk.
The following were reported not covered in the tune-

up training course:

Power windows and gseats*
Pogltive crankcase ventilation
General lubrication
Generator test bench*
Parts Manager tralning*
Mechanical Jjob experience
Customer relations
Sgaedometer and instruments
Steering and suspension systems
Steering linkage
Springs
Wheel alignment
Transmission overhaul*

ins overhaul*
Differentials®*
New car set up*
Door handles and window units*
Alternators
Tire repair
Power steering
Power brakes
Making change* (money handling)
Heating and ventilating units
Valve guide seals*

Areas of Lrainlng not used on ihe Job. The areas of
training not used on the job were reported by 50.0 per cent of
the graduate trainees. One trainee did not respond to the
question. The following were listed as not having been used
on the Job:

Valve grinding
Carburetion
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Front end alignment
Test equipment
Lighting and accessory clrcuits
Speedometer and instruments
Chassis ~ minor service
Steering and suspenision system
Steering linkage

Springs

Arsas of training pot covered to the irainees' salds-
faction. The areass of trailning that were not covered to the

graduate trainees' satisfaction were reported by 73.7 per
cent of the trasinees. The following are the areas reported:

Automotive fundamentels

Battery and starter circuit
Ignition circuit

Charging circuit

Lighting and accesgory circuits
Carburetor and fuel systems
Speedometer and instruments
General lubrication

Engine analysis and diagnosis
Brakes « minor repair

Brakes

Steering and suspension systems
Wheel allgnment

Tire repair

Depth in test equipment operation
Work speed

'Bsmadigl inatruction. Some of the referrals to train-
ing had shown weaknesses in the ability to read, write, and
work problems in mathematics. Eleven of the graduate trainees,
or 57.6 per cent, indicated that work in these three areas,
above what they had during their training, would not have
been required. The eight remaining graduates would liked to
have had additional instruction in mathematics (87.8),



70
reading (37.8), and writing (2,8) during their training,

Mappower iralning sxperiences. Graduate trainees
wvere asked to rats the technieal, theoretical, and physical

aspects of their training. The trainees rated job experi-
ence as being "very important® (78.9), Tschniecal informa-
tion was considered "very important® (68.,4) to "important”
(26.3)s On the physical and mechanical aspects of the train-
ing the graduates vers almost evenly divided bstween "vory
important” (52.5) end "important” (47,5). In Table XVI is
presented the tune-up trainees' rating of the technieal,
theoretical, and physical aspects of training.

Hew tocls and ssulament in ihe industry. Graduate
trainees vere asked if they had found new tools in their work

that they had not used in the manpower training shop, Sixe
teen traineas, or 84,2 per cent, found no new tools in the
industry that‘woru not included in the manpower tune-up shop.
Three trainees found a need for special tune.up tools and

tools for automatic transmission work,

Adlustment %o old or diffexent kinds of tools and
equipment. Six, or 31.6 per cent, of the graduate trainees

indicated they had experienced difficulty with old and dife
ferent kinds of tune-up test equipment. One tralnee did not
respond to the guestion and 63,1 per cent of the trainees
experisnced no difficulty making the adjustment,
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TABLE XVI
AUTOMOTIVE TUNE~UP CRADUATLS' RATING UF THs

TuCHNICAL, THuGRATICAL, 4Ny PHYSICAL
ASPECTS OF TUN:Z=-UP TRAINING

Iraining activity Falrly Important Very
important important

Technical information 1 5 13
(5.3) (26.3) (68.4)

Physical and 9 10
¥echanical theory (47.5) (52.5)

Shop experience 4 15
(21.1) (78.9)

NUTi: This table should be read as follows: GUne
graduate trainee, or 5.3 per cent, considered technical
information as being “fairly important" in automotive tune-
up trlining . .
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Igol and equipment mainienance in ihe indusiry. Tool
and equipment maintenance on the job was confined to the
care and maintenance of hand tools and portable electrical
equipment. Eight trainees, or 41.7 per cent, reported having

to do their own tool and squipment maintenance.

Mnsafe sonditions found in ihe industry. Unsafe con-
ditions found in the industry that were not considered in
the training shop were reported as hoist and hoist cable
hazards, shop ventilation, using the oxy-acetylene torch,
the gtrict use of Jack stands to support automobiles, and
gasolline,

When asked to rate the training shop for providing a
place to develop good safety habits and safety consclious-
ness, 57.6 per cent'of the graduatesArated it "very good,"
26.3 per cent rated it “godd," 10.5 per cent rated it

"average," and 5.3 per cent rated it "poor."

ankomotive Body lepalr

The automotive body repair training included in this
study consisted of two sections. One section of nine
trainees and one section of twelve trainees accounted for a
total of twenty-one graduate trainees.

Nine graduate body-repairmen were contacted by per-

sonal interview and seven additiohal trainees responded to
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the malled questionnaire for a total of szixtaen trainces,

This accounts for 76.2 per aeent of the total population,

Age of trainees. The ages of the trainees, at the
time they were referred to training,,ranged from eighteen
to tariinthrnu yoars, Sixty#ﬁwo and four-tenths per cent of
the trainees vere age twenty~five or under, The mean age for
the population was 26,1 years with the median at 23.Y years,
The age distribution of tune-up trainees at the time they were
referred to training is presented in Table XVII,

Formal aducation. The level of formal education come
pleted by the body-repair trainees ranged from grade eight
to twelve, Sixtye-six and seven~tenths per cent of the
tralnees had completed the twelfth grade. The median grade
level was grade 11,8, with the msan at 1l,1. Presented in
Table XVIII is the level of formal education completed by
the twenty-one body-rapair trailnces,

The trainees' primary occupae

tions as reported to the employment service prior to refer-
ral to training were as follows:

Machine moulder

Laborer (construction)

Military service (US iir Foree)

Forn setter (metal)

Car cleanay

Automotive service station attendant
Yardman



TABLE XVI1

AGES OF TRAINZES WHEN REFERRED TO AUTOMOTIVE
BODY~REPAIR TRAINING

Trainees' age Frequency Per cent
43 1 4,7
(51 1 4e7
37 1 he?
35 1 4,7
32 1 he?
K} 1l b7
29 1 be?
27 1 4,7
25 3 14,6
22 1l 4.7
21 Y 19.1
20 1 4,7
19 1 4.7
18 3 1k,6

Totals 21 100,0

Range 18~43 years
Mean age 26,1 years
Median 23.8 years
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TABLE XVIII

L&VEL OF PORMAL ZDUCATICH COMFLETED BY
AUTOMOTIVE BODY-R3PAIR TRAINEES

Grade level Prequancy Par cent
12 14 66.7
11 1 he?
10 3 1443
9
8 3 14.3
Totals 21 100.0
Range 8.12

Mean grade level 11,1
Madian grade lovel 11,8
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Farmer

Cut-off saw operator

Mechanic (repair)

Counterman (lunchroom)

Structural worker (metal)

Musician

Sprgy painter

It may be observed from the preceding list that the
occupations are, for the most part, in the non-skilled or

semi-gskilled classgification.

Hours of iraining. ProjJect Iowa-23 provided a maxi-
mum of 1,500 hours of body-repalr trailning for nine trainees.
Project Iowa-R-5003 provided training for a maximum of 920
hours for twelve tralnees. The two sections are presented
separately to provide a more realistic representation of the
hours of training received by the body-repair graduates.

The hours of training in Project lowa-23 ranged from
907-1,37% hours. The mean hours of training for the
trainees was 1,223.7 hours. The median for the group was
1,363.5. The hours of training recorded in Table XIX were
completed by the graduates in Project Iowa-23.

Trainees in Project lowa-R-5003 received an average
of 842.3 hours of body-repair training. The hours of training
completed by graduates in Project lowa-R-5003 are presented
in Table XX.

Qccupations. Cf the sixteen trainees interviewed,

nine were considersd to be in automotive body-repsir or
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TABLE XIX

HOURS OF TRAINIKG COMPLETED BY AUTOMOIIVE
BODY~REPAIR GRADUATES (I0WA~23)

: e T
Hours of training Frequency Par cent
1137" 5 556
1,363 l 11,1
961 1 111
913 1l 11,1}
%07 1 1l
Totals 9 100.0

Range 907‘f 1,374 hours
Mean hours of training 1,223,7
Median 1,363.5 hours
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TABLE XX

HOURS OF TRAINING COMPLETHED BY AUTOMOTIVE
BODY-REPAIR GRADUATES (I0WA=-R«5003)

e et e oo oo e e
Hours of training Frequency Per cent
936 1 8,3
928 1 843
1920 1 8.3
872 1 843
868 1 8,3
85k 1 843
848 1 843
816 1 8e3
| 78% 2 17.0
760 1l 843
738 1 8.3
Totals 12 100,0

Range 738 ~ 936 hours
Mean 842,3 hours
Hedian 851.0 hours
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allied fields, This accounts for 56,2 per cent of the grade

uate trainees 1nterviewud, Two of the graduate trainees were
fulfilling their military obligation, and of these, one was
1# the area of training prior to his enlistment. Seven grad-
uate trainees indicated that thelr occupations were outside
the area of training and one graduate, was unemployed at the
timevor the survey. FPresented in Table XXI are the occupae
tions that were held by the graduate body-repairmen at the
time of the survey.

Suplovment outelde area of training., The reasons

graduate trainees obtained employment in areas outside their
area of tralning are presented in Table XXII, 4 total of
seven trainees obtained employment outside their arca of
treining, Two could not find Jobs available in their area
of training, One trainee indicatad that employers did net
consider him qualified because he lacked job axperience and
was oaly eightaen years old, Two tralnees jolned the United
States Alr Porce to fulfill their military obligation,

” Emplovment mobility. Ten of the graduate trainees
were asked why they had changed jobs, Thirty per cent indi.
cated they had been lald off from their work, 20,0 per cent
moved to higher paying jobs, 20,0 per cent joined the military
service, 10,0 per cent moved bscause of a lack of job sxperi-

ence, and 20,0 per cent went into businesses of their own,



TABLE XXI1

OCCUPRATIONS OF AUTOMOTIVE BODY-REPAIR GRADUATES
AT THE TIME OF THE SURVEY

= — e

Oceupation Frequency Per cent

Automotive Industry

In Training

 Body man b 25.1

Painter 1 6.2
Body shop assistant forewan 1 6.2
Body shop owner 3 18.9

Other
Foundryman 1 642
Puneh press operator 1 642
Welder 1 642
Hauling fertilizer 1 6.2
Military service 2 12.6
Unemployed 1 6.2

Totals 16 100,0




TABLE XXI1

REASONS AUTOMOTIVE BODY-REPAIR GRADUATHS OBTAIRED
TMPLOYMENT OUTSIDE THEIR ARYA CF TRAIRING

Reason Prequensy Par cant
Inetraining job not available 2 28,5
ialary ? 28,5
Military obligation 2 28,85
Lacked jo» experience 1 14.5

Totals 7 1006,0
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The reasons why graduate body-repairmen moved to different
jobs are reported in Table AXII1I.

The number of Jjob changes reported on the Pogt Grad-
unate Employment Form showed eleven Job changes for ten of
the graduate trainees. S5ix trainees, or 37.5 per cent,
remained on the Job they obtained-following their graduation
from training. The number of job changes ranged from none to
two. One job change was made by 56.2 per cent of the sixteen
trainees and two Job changes were made by one trainee, or
6.3 per cent. The number of job changes, following gradua-
tion, made by the graduate body-repair tralnees is reported
in Table XXIV. |

Iraining and emplovment. In response to whether the
manpower body-repair training had helped the graduate trainees
in procuring their initial émployment, 74.9 per cent indicated
that it had. The four trainees that account for the remaining
25.1 per cent obtained employment outside thelr area of train-
ing.

Graduation-to-employment interval. imployment was
obtained by 62.5 per cent of the graduate trainees immedi-
ately following their graduation. One trainee, or 6.2 per
cent, obtained employment within one week. Iwelve and five-
tenths per cent obtained employment within two weeks and 18.8
per cent of the body-repalr graduates required more than



REABONS AUTOMOTIVE BODY-REPALR GRADUATES

TABLE XXII1

CHANGZD JOBS

83

Reasons Frequency Per cent
Lay off 3 30,0
Better salary 2 20,0
Opened own business 2 20,0
Military obligation 2 20,0
Lacked job experience 1 10,0
Totals 10 100,0




TABLE XXIV

NUMBER OF JOB CHARCES FOLLOWING GRADUATION MADE BY
AUTCMOTIVE BODY-REPAIR GRADUATES

Job changes (X) Frequency (f) X Per cent
2 l 2 6.3
9 9 5642
0 6 37.5
Totals 16 11 100,0
4 p3} 4 4

Range O=2 Job chgnges
Mean Job changes 1.0
Median Job changes 1.0
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two weeks to obtain thelr initial employment, The time
interval between body-repair graduation and initisl employ=-
ment reported by the bodyerepalr greduates ls presented in
Table XXV,

Finding initial employment. Body-repair trainees
reported that employment possibilities were brought to their

attention in a2 mmber of ways, In response to how they had
obtained their initial employment, 56.2 per cent indieated
they had obtaiped thelr jobas themselves, Three trainses, or
18.8 per cent, indicated the training facility had provided
the first job, One traines responded to an opening advertiased
in the newspaper, Eighteen and eight-tentha per cent utllized
the wmploymnht service in obtalping thelr initial employ-
ment, The means by which graduste body-repalr trainees
obtained initiel employment is reported in Tadble XIVI,

Positions of leadership. Six graduate body-repairmen,

or 37.5 per cent, of the population interviewed, held nosie
tionz of leadership, Two were assistant foremen, one in a
body shop and one with a fertilizer firm, Three of the
graduate trainees opened body shops of their own and one

reported himself as self-employed,

Pogt praduate training, Additional trairning was

obtained by 2.0 per cent of the graduate trainees, The



TABLE XXV

TIME INTERVAL BETWEEN AUTOMOTIVE BODY-REPAIR
GRADUATION AND THE GRADUATE TRAINSE'S
INITIAL ZEMPLOYMENT

Response - Frequency Per cent
Imxediately 10 62,5
1 week o 1 6.2
2 weeks 2 12,5
More than 2 wesks 3 18.'8

Totals - | 16 | 10040
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TABLE XXVI

MEANS BY WHICH AUTOMOTIVE BODY-REPAIR GRADUATES
OBTAINSD INITIAL EMPLOYMENT

Response Frequency Per cent
Yourself 9 56,2
State employment service 3 18,8
Treining faeility 3 18,8
Newspaper 1 642

Totals | 16 100,0
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following training facilities, courses, and training hours

were reported:

Bear Company, HBear Alignment School, Front-and sus-
pen;ipq:gnd alignment, two weeks.

Advanced Trade School, Chicago, Mobile Engine Service
Ceragpondnnce School, Prime Movers, two years,

Weekly gsalary. The weekly salary of those graduates
workihk“in the trade was considerably more than those with
jobs outside their area of training, Weekly salaries of
occuﬁatiohs within the arsa of training ranged from §78,00
to $350.00 with the average weekly salary at $13%,80, Orad-
uate tralnees working in other occupations ranged from $40,00
to $107200, with the average weekly salary being $66.80, In
Tables XXVII and XXVIII are reported the weekly salaries
obtaiho§:§¥‘§p94graduate body~repair trainees.,

'Zh;“giaduatc trainéé who enlisted in the Air Forece
was last employed in the trade and was ineluded when come-
vputing the trade salariés. The unemployed traines was not
included in‘althor of the salary computations,

'xnmhgx,nx,hgu:g,:n:knﬁ,gzgzﬁian, The average number
of hours worked above the normal forty hour week, by automo-
tive body~repalrmen was seven hours, Graduate traineep
working in other occupations worked an average of 9.8 hours
over the forty hour week, with compensation for overtime

work, Body repairmen received no compsensation for overtime



89
TABLE XXVIX

WEBXLY SALARIES RECBIVED BY AUTOMOTIVE BODY-REPAIR
ORADUATRS EMPLOYRD IN THE
AUTOMOTIVE INDUSTRY

NS ot S e Yo SO AP AP 1 S A L SN MR WP

Range $78,00 to $350,00
Mean weakly salary $§134,.80
Median $105.,00

: 'The frndunto trninni who enlisted in the Afr Force
vas last employad in the trade and is included in this count,



TABLE XXVIII

WEEKLY SALARIES RECEIVED BY AUTOMOTIVE BODY=-REPAIR
GRADUATES EMPLOYED COUTSIDE THE
AUTOMOTIVE IKDUBTRY

Weekly salary | Fregueney Fer cent
$107.,00 1l 20,0
7,00 1 20,0
- 63400 : l 20,0
50,00 1 20,0
40400 1 20,0
Totals G *» 100.0

Rangs $40,00 to $107,00
Mean weekly salary £66,80
Hedian ‘68-50

. *The unsmployed trainee is not ineluded in this
count., |

*$The trainee who enlisted in the air Force was last
exployed in the trade and is included in Table XXVII,



axcept the incentive of the flat rate schedule,

Automotive body~repalr graduates vho were in their
own business or self-employed oould not estimate hours of
overtineg, and were not included.

AbAAALY %o DAY Lor trade trainibg. Becsuss the Man.
power Development and Traininz Aot provided financial assis-
tanao fbr many of the trainees, duriag training, the grade
uates were asked if they would have besn able to pay for
trade trainimg without that help. HNinatyethrse and sighte
tenths per osnt of the graduate trainees reported they could
nots

Instructor qualification. The shop training instruc-
tor wvas thought to be "well qualirioﬂ“ by 93.8 per cent of
tha graduate trainees and “rairly wall qualified” by 6,2
per cnnt of the graduate trainees,

Y

,ﬁﬁiﬁ.ﬁnaliﬁlsaxingg, The shop training
instructor was thought to be best qualified in “"shop
instruction” by 56.2 per cent of the trainses, "Job experie
ence" by 37.5 per cent of the gruﬂuata trainees, and "teche
nicul 1n£crmationP by 643 par cent of the trainces,

Sen kratnine inatrustor sualificationss The grade

uats trainees were asked to rate instructor qualifications
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as "fairly important,” "important,” or "very important."
The four highest pereentages were: (1) job experience,
"very important® (93.8); (2) shop instruction, "very impore
tant” (87.5)3 (3) technical information, "very impertant”
(75.0)3 and () classroom instruction, "important" (50,0),
Prasented in Table IXIX ars the frequancy distridbution and
percentages of the graduate trainees' rating of instructor
qualifications,

Instructional assiatances Oraduate trainees vere
asked if they had received sufficient individual help from

their instructor during training, Fifteen graduates, or
93,8 per cent of the trainees, indicated they had received
sufficient individual help. One trainse suggested that
fever trainees in the classés would free the instructor
for more individual instruction.

| Continuity of instrustion and ¥orke HNinety-
three per cent of the graduate trainses thought the clasgge
room instruction was gensrally followed by a similar shop
asctivity., One trainee thought the shop work was not always
related to classroom instruction, His thinking was that the
textbook was outdated and, therafore, the classwork could
not readily apply to the shop aetivity,

jon of tha industrv. Fourteen,
or 87.5 per cent, of the trainees indicated that the shop



TABLE XXIX

INSTRUCTOR (UALIFICATION RATINGS BY
AUTOMOTIVE BODY~-REPAIR GRADUATSS

93

Ingtruator Fairly Important Very
qualifications important important

Classroom instruction ‘k 8 4
(25.0) (50.0) (25.0)
Shop instruction 2 L
(12.5) (87.5)

Technical information 3 1 12
(18.8) ( 6.3) (75.0)

Job experience 1 15
( 6.3) (93.7)

ROTZ: This table should de read as follows: Four
radugte trainees, or 25.0 per cent, congldered classroom

lnstruction as “fﬁirxy important.”
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training instructors and supervisors had pressnted an acou=
rate account of what the industry would be like, Oue trainee
indiecatod that wetal straightening should be exphasized and
& second pointed out that he had experienced more welding
than wag brought out inm the training,

Bating of shep facilitien. The graduates were asked
to rate each of their body-repair shop facilitlies, Shop
work space vas rated from, "good" (56,1) to "wvery good"
(37.6)4 work areas from, "very good" (50.0) to "good" (43.7)}
storage from, "average” (37.,6) to "good" (31.,1); tools and
equipment from, “very good" (74.9) to "good” (12,5)} class~
room facilities were rated, "good™ (56,1); and ventilation
vas rated, "good" (43.7). The automotive bodysrepair grade
uates’ rating of the bodyeropair shop training facilities i3
reported in Table XiX, |

¥ork shat xaa pat ineludad in Lha hedveXanair fxaipe
inge Jobs in the "field" which were not covered inm the
training vere reported by 50,0 per cent of the graduate
trainses, Many of the items fall within the units of instruc.
tion provided in the training, the question of whethsr the
items were actually covered, whethor the trainese was present
and took part in the activity, or vhether the information
vas inadequately covered in the classroom and shop was not
made clear., Therefore, those items, in the Judgment of the
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TABLE XXX

AUTOMOTIVE BODY-RopPalR SHOP FACILITIES A5 RATED
BY TH& BODY~-REPALR GRADUATES

i
.

Very Very

Shop facilities poor Poor iverage Good good

Shop space 1 9 6
( 6.3) (56.1) (37.6)

work areas 1 7 8
( 6.3) (43,7) (50.0)

Storage 2 1 6 5 2
(12.5) ( 6.3) (37.6) (31.1) (12.5)

Tools and equipment 1 1 2 12
( 6.3) ( 6.3) (12.9) (74.9)

Classroom 1 3 9 3
( 6.3) (18,8) (56.1) (18.8)

Ventilation | by

1 2 2 7 ,
( 6.,3) (12.5) (12.5) (43.7) (25.0)

NOT&Es This table should be resd as follows: One
graduate trainee, or 6.3 per ocent, c¢onsidered shop space to
be rated "average."
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writer, which may not have been govered have been marked
with an asterisk.

The following were reported not covered in the body-
repair training course:

Major body-repair*

Glass replacement

Arc welding

Painting enamel

Pergonal customer relations
Interior trim and upholstering*
Panel replacement

Frame straightening

New cars and collislon*

dreas of iralning not used on the Job. The areas of
training not used on the jJob were reported by 37.5 per cent
of the graduate tralnees. The following were listed as not
having been used on the job:

Oxy-acetylene and arc welding

Body soldering :

Frame stralghtening

Automotive glass service

Station wagon body service and repair
Hydro electric system service
Painting

Shop management

Areaz of iralning not covered o the iralnees' zails-
faction. The areas of training that were not covered to the
graduaste trainees' satisfaction were reported by 50.0 per
cent of the trainees. The following are the areas reported:

Glags service

Panel replacement
Frane straightening
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Painting
Body straightening (late model)
Hood alignment

Body soldering
Major body repair

Bemedisl instruction. Some of the referrals to
training had shown weaknesses in the ability to read, write,
and work problems in mathematics. Fifteen of the graduate
trainees or 93.8 per cent, indicated that work in the three
areas, above what they had during their training, would not
have been required. The one remaining graduate would llked to

have had additional instruction in mathematics.

Manpower tralning experlences. Graduate trainees
were asked to rate the technical, theoretical, and physical

aspects of their training. The trainees rated job experi-
ence as being '"very important"” (56.2) to "important"
(#3.8). On the physical and mechanical aspects of the
training the graduates were evenly divided betwsen 'very
important” (50.0) and "important" (50.0). In Table XXXI
are presented the body-repair trainees' rating of the tech-
nical, theoretical, and physical aspects of tralning.

daw toels and equipment in the industry. Graduate

trainees were asked if they had found new tools in their

work that they had not uged in the manpower training shop.
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wUTURVILV o BUJX-IWAIJ;{ GHaDUATZS" RATLING OF THe

TCHNICAL, THEORETICAL, AND PRYSICAL
ASPECTS OF BODY-R&PAIR TRAINING

e e
Fairly Very
Training activity important = Important important
Technical information | 7 9
{(+3.8) (56.2)
Fhysical and 8 8
Mechanical theory (50.,0) (50.0)

Shop experience 2 14
(12.5) (87.5)

o

HOTiss This table ahauld be read as follows: Seven
ﬁnrdu‘t‘ traintes or 43.8 c¢ent, congidered techuical
ormation as be ng “import ant" in' sutomotive body-

repalr training.
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Twelve trainees, or 75,0 per ocent, found no new tools in the
industry that wers not included in the bodyerspair shop.
Four trainess found a need for a "Xansas Jack," pneumatic
grinders, and spe¢ial body hardware toolss The "Kansas
Jack" was purchased for use in Project Isva-R«5003,

pdinatment 10 old or diffsrent kinds of tools and
gnn;jn.ng, Pirﬁaum; or 9348 per cent, of the graduate
traipees indicated they had sxperienmced o difficulty with
old and different kinds of bodyerepalr tocls and squipment,
Cne trainee had difficulty sdjusting to a small "Portoe

Powers"”

Izel a3 SUMAZEARL RalNlsnance iR the industry. Tool
§md‘gqu1pmant paintensnce on the job was confined to the
énruﬂand naintenance of hand tools and portable electrical
oquiﬁn»nt. s;; trainces, or 37,6 per cent, reported having
to do their owu'taol and aqégpmnnt naintenance,

Unsafe sonddtions found in the induatry
condition that was found in the industry that was not cone

sidorud in tha training shop was the eleetrical grounding of
flammahles in the paint dapartmamt.

- When asked to rate the training shop for providing a
places to develop good safety hablts andvsafoty 2onsScicuse
ness, 68,8 per cent of the graduates rated it "very good,"




and 31,2 per cent rated it "good,"

study eonsisted of two projeots, Opbe project of forty-one
trainees snd one project of twentyesix trainees for a total
of sirty-seven graduate trainees,

Thirty-seven graduate welders were contacted by pere
sonal Interview and thirteen additional tralnees responded
to the mailed gquestlionnaire for a total of fifty trainses,
This aveounted for 74,6 per cent of the total populatiom,

Azs of fralnscs. The ages of the trainees at the
time thay were referred to trainimg, ranged from sighteen to
fortysfour years. Sixty-eight and six-tenths per cent of the
trainees vere age twenty-five or under, The mean age fpr the
population was 24,2 years with the median at twenty-two ‘mn.
The age distridbution of welding trainees at the time they were
referred to training is presented in Table XXXII,

FToreal of ion. The level of formal education come
pleted by ths welding trainses ranged from grade eight to
twe yoars of ¢ollege. Fortye-nine and two-tenths per cent
of the trainees had completed the twelfth grade, The median
grade level was grade 11,3, with the mean st 10,6, The

level of formal edueation completed dy the sixty-seven




TABLSE XXXIT

AGRS OF TRAIKEES WHiN REFERRED T0
COMBINATICR WELDIRG TRAINING

101

Trainess' age Freguency Per cent
Ay 1 1.9
42 1 1.5
%g 1 1.5
1 1.5
32 : 313
31 1 1.5
30 2 3,0
: : i
H 1 2
2 g 549
l b 2.9
2 a o5
2 9599
3 4 i
1 H 940
¥ Y 9.0
Totals | 67 100,0
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“ecombination welding trainees is presented in Table XXXIII,

Primary ovcupation. The trainees' primary occupa-
tions as reported to the employment service prior to refere
ral to training were as follows:

Elettric truck operator
Punch press operator
Core maker
-~ Laborer (meat packing)
Parmer
Farm hand
Plumber
Sales clerk
Laborer {(construction)
Furnace repairman's helper
Laborer {(manufacturing)
Cook
Bus boy
Automotive service station attendant
Stock boy
Warghouseman
Laborer (paint shop)
Florist halper ,
Linaman (electrical)
Fireman (locomotive)
Driver .
TV service rapairman
Hgav{ equipment operator
Drill press operator

It may be observed from the preceding list that the
occupations are, for the most part, in the non-skilled or
semiegkilled clasgification,

Hours of traiming. Project lowa-l6 provided a maximum

of 480 hours of welding trainimng for forty-one trainees.
Project lowa~233 provided training for a maximum of 600 hours

for twenty-slx trainees, Three trainees in lowa-233 took
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TABLE XXXI11

LEVEL OF FORMAL BDUCATION COMPLEIZD BY
COMBIRATION WELDIRG TRAINZES

Grade level ‘ﬁrbq“nmay | Per cent
1 1 1.5
13 2 ‘ 3.0
12 30 W, 8
11 6 9,0
10 8 11.9
9 | 9 134
10 1k,
1 1.5
Totals 67 100,0
Keange 7-1%

Hean grade level 10,6
Hedian grade level 11.3
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advantage of the additiocnal time above Y080 hours, The three
trainees ware not considered to effect the statistics appre.
clably and wers included with the total population,

Combination welding trainess received an average of
431,6 hours of welding training., The range was from 321 to
N&B'hburé‘ The hours of tralning b@mplatad by the combinaw
tion welding graduates may be observed in Table XAXIV,

Qecupationg. Of the fifty trainees interviewved,
forty were working in the welding trade, This represents
80,0 per cent of the welding trainees interviswed, The
romaining 20,0 per caent were smployed in a varlety of cccue
pations, 8ix of the trainces were in manufacturing induse
triesy; two returned to the meat packing industry, one returned
to his previous print shop employment, and one was tanding
bare, Presented in Table XXXV sre the occupatiens that were
held by the graduste welders at the time of the survey,

Guplaxuens sutside ares of iralnings. The reasons
graduate trainees obtained employment in areas cutside thelir
area of training are presented in Table XAAAVI, 4 total of
ten trainees obtained employment outside thelr area of traine
ing. Thirty per cent obtained employment outside the trade
because salaries were wore atvtractive in other work, twenty
per cent could not find work in the trade, one because of
the location of tha work, one because of personal health, and
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TABLE XXXIV

HOURS OF TRAINIBG COMPLETED BY COMBINATION
WELDIRG GRADUATES

Houra of training Frequency Far cent

W75 - 499 Y 6.0
W50 - L7h 23 .2
W25 - 449 19 28.3
YOO ~ 4ok 11 1645
375 - 399 Y 6.0
35 - 374 (8 640
325 « 349 1 1.5
300 = 324 1 1.5
Totals 67 100.0

Range 321 - 483 hours
Mean hours of training 431.6
Median 440 hours



TABLE XXXV

OCCUPATIORS OF COMBINATION WSLDING GRADUATES
AT THE TIME OF THE SURVEY

b e : —~ :
Oceupation Rumbey Psr cent

Welding Industry

Welder Lo 80,0
Other
Mechanie 1 2,0
Puneh press operator 1 2.0
Shipping e¢lerk 1 240
Katerial handling 1 2,0
Chipper and grindey 1 2.0
Galvanizer 1 2,0
Stereotyper 1 2.0
Meat packing, scaler 1l 240
Meat packing, hog kill 1l 2.0
Bar tender 1 2,0
Totals 50 100,0
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TABLE X¥XVI

REAS0NS COMBINATION WELDING CRADUATES OBPAINTD
EMPLOYMERT OUTSIDY THEIR AREA OF TRAINING

Reason Frequensy Per cent
3alary 3 30,0
in-training job pot available 2 20,0
Lacked skill qualifications 1 10,0
Health reasons 1 10,0
Location 1 10,0
Foor recommendation 1l 10,0
Strike 1 10.0

Totals 10 100,0
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one because he did not receive a satisfactory recommendation.

applovment mobility. Twenty-seven trainees were
asked vhy they had changed Jobs. Forty per cent of the
trainees moved because of better salaries, 25.7 per cent
wanted better working conditionsg, and 17.1 had been laid off
from the previous job. Four graduate trainees, or 1ll.4 per
cent, werse “lot go" from their Jjobs at the request of the
employer. One trainee was displaced by a strike and one trainee
moved to be closer to home. The reasons why graduate welders
relocated in the industry are presented in Table AXXV1I,

The number of job changes reported on the Post Grad-
uate Employment Form showed thirty-nine jJob changes for
twenty-seven of the graduate trainees. Twenty-three trainees,
or 6.0 per aant, remained on the Job tha& obtained following
their graduation from training. The number of Job changes
ranged from none to four. OUne job change was made by 38,0
per cent of the fifty trainees, two changes were made by 1l0.0
per cent, three changes weres made by 4.0 per cent and 2.0 per
cent of the trainees made a fourth job change. The number of
Job changes, following graduation, made by the graduate
welders is reported in Table XXXVIII,

araining and smplovment. In regponsse to whether the
manpower combination welding training had heiped the grad-
uate tralnees in procuring their initial employment, 96.0
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TABLE XXXVIX
REASBONS COMBIRATION WELDIRG GRADUATES

CHANGED JOBS ‘
Reagons Frequency Per cent
Better salary 1h 40,0
Working conditions 9 25.7
Lay off é 17.1
"Let go" I 11.4
Strike 1l 249
Location 1l 2.9
Totals 35 10040




TABLE XXAVIIL
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NUMBER OF JOUB CHANGE3 POLLOWING GRADUATION MADS BY

COMBINATION WELDING GRADUATES

Frequency ()

Job changes (X) 94 Per cent
L 1 Iy 2
3 2
2 5 10 10
1 19 19 38
0 23 L6
Totals 50 39 100
Z£X

Range O-4 Job changes
Mean Job changes 1.0
Median Job changes 1.0
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per cent indicated that it had. The two trainees that account
for the remaining 4.0 per cent obtained employment outside
their area of training.

Graduation-to-smplovment interval. Employment was
obtained by 48.0 per cent of the graduate trainees immedi-
ately following their graduation. Eight trainees, or 16.0
per cent, obtained employment within one week. Eighteen per
cent obtalned employment within two weeks and 18.0 of the
welder graduates required more than two weeks to obtaln
their initial employment. The time interval between weld-
ing graduation and initial eﬁpl@yment reported by the weld-
ing trainees i3 presented in Table XXXIX,

Findins inltial emplovment. Combination welding
trainees reported that employment possibilities were brought
to their attention in & number of ways. In response to how
they had obtalned their initial employment, 52.0 per cent
indicated they had used the employment service, 38.0 per cent
obtained their employment on their own, 8.0 per cent obtained
their job through the training facllity, and one tralnee
obtained his first employment through a friend. The means by
which graduate welding trainees obtained their initial employ-
ment 1s reported in Table XL.
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TABLE XXXIX
TIME INTERVAL RETWRN COMBINWATION WELDIRG

CRANUATION AND THE GRADUATE TRAINHTS!
IRITIAL BMPLOYMENRT

Regponse Frequenay Par cent

Irmediately 2h 18,0
1 week A 1600
2 vweols 9 18.0
More than 2 weeks 9 18,0
Totals 50 100.0
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TABLE XL

HBARS BY WHICH COMBINATION WELDIBG GRADUATES -
OBTAINSED IRITIAL HEHPLOYMENT

Response Freaquenecy Por cent
State employment service 26 5240
Yourself 19 ) 38.0
Training Caeility b 8,0
Friend , 1 2.0

Totals | 0 100.0

P -
e
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Positions of leaderships Four praduste welders, or
8.0 per esnt of the population intervieved, hsld positions
of leadership., Three of the trainoss were lcadmen and one
vas an assistant foreman,

Post zraduais Lraininge Additional training was
obtained by four of the graduate trainses, The following
tralning facllities, courses, and training
reporteds

hours were

Steas Fitters Unlon - Apprenticeship training,
five yoars.

Indepandent iSchool Distriet of uaterloo,  dult
iducation, Jdvanced welding, thirgy~-two hours,

Advaneed Irade School, Chieago, Hobile Hngine
Service, Correspondence Sechool, Prine Movers, two years.

Yeskly m The veekly salary of those graduates
vorking in the trade was somevhat higher than those with
Jobs outside their area of training. Weckly salaries of
oseupations within the area of training ranged from $68,00
to $180,00 with the average weekly salary at $103,28, Grade
uate trainees working in other cccupations ranged from {50,00
tb 3130.00,“%% the average weekly salary being §95.,20, In
Tables XL and XLII are reported ths weskly salaries of
welding graduatos, |

Bumbar of hours worked gverilis. OGraduate welders
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TABLE XLI
WEBSKLY SALARIRS RECEIVED BY COMBIKRATION WELDING

GRADUATRE ENMPLOYED IR THE
WELDING INDUBTRY

-

Weelkly salary Frequency " | ‘Peg ecnt'

$180.00 = $189.00 1 2.8
170.00 - 179 lm
160,00 = 169,00 2 540

150,00 = 159,00
140,00 ~ 149,00 |
10.0

130,00 « 139,00 %
120,00 = 129,00 3 745
110,00 « 119,00 3 745
100,00 « 109,00 ™ 10,0
90,00 = 95400 10 25,0
80,00 « 89,00 7 17.5
70,00 = 79,00 5 12,5
60,00 = 69,00 1 . 2.5
Totals = o 100,0

Hange $68.,00 to $180,00
Mean weekly salary $103,28
Median §96,50
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TABLE XLII
WEBEKLY SALARIES RECRIVED BY COMBINATION WELDING

GRADUATES BMPLOYED OUTSIDE THE
- WELDIKG INDUSTRY

Weekly salary Frequency Per caent
$130,00 1 10,0
116,00 1 10.0
112,00 1 10,0
107.00 1 10,0

95,00 1 10,0
9,00 1 10,0
93.00 1 10,0
85400 1 10,0
70,00 1 10,0
50400 1 10,0

Totals 10 100,0

| ST |

Range $50.,00 to #130&0
Maan weekly salary $95.20
Medign §9%.50
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working in the trade averaged six hours of work over the
normal forty hour week. Irainees working in occupations
outgide the area of training average 2.5 hours overtime each
wesk., Compensation for overtime was pald at the rate of time
and one~half.

Ability fo pay for ifrade training. Because the Man-
power Development and Training Act provided financial assist-
ance for many of the trainees, during training, the grad-
ustes were asked if they would have been able to pay for
trade training without that help. HNinety-slx per cent of
the greduate trainees reported they could not.

dnstructor gualification. The shop training instruc-
tor was thought to be "well qualified" by 96.0 per cent of

the graduate trainees and "fairly well qualified"” by 4.0 per
cent of the graduate trainees.

ipstructor’s best gualifications. The shop training
instructor was thought to be best qualified in “shop instruc-

tion" by 42.0 per cent of the graduate trainees, "job expe-
rience” by 36.0 per cent of the graduate trainees, "techni-
cal information" by 18.0 per cent of the trainees, and
"elagsroom experience"” by 4.0 per cent of the graduate

trainees.

Shep fraining lostructor gualifications. The
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graduate tralnoes vere asked to rate instruetor qualifications
as "fairly important,” "important,” or "very ilmportant,"”

The four highost percentages were: (1) job experience, "very
tmportant® (86,0)3 (2) technical information, "very impore
tant” (80,0)3 (3) shop imstruction, "very important" (78,0);
and (&) elassroom ingtruction, "very important™ (48,0),
Presented in Table XLIII are the frequensy distribution and
parcentages of the graduate trainees' rating of instruector
qualificationsg,

Jobal asslatancge CGraduste trainces vere
asked if they had received sufficient individual help from
their instructor during training., Porty-sight graduates,
or 96.0 per cent of tha trainoes, indicated they had
received sufficient individual help., Two trainees suggested
that fewer trainses in the c¢lasses would free the instruc.
tor for more individual instruction,

Contimulty of inatrugtion apd shop~woxk
per cent of the graduate trainees thought the classroom
instruction was generally followed by a similar shop activity.
Soven trainess thought the shop-work was not always related
to elassroom instruction. 7Three trainses thought there were
not enough welding machines, two sxparienced no shop-work
the first two weeks, one indicated dlueprint reading was not
used much in the shop.work, and one traince didn't think the




11%
Lidie Xidli

INSTRUCTUR (UALIFICATIGR RATINGS BY
COMBINATICN W&LDING GRADUATES

- e ——— cereore e
ingtruetor Fairly Very
qualification important Important important
Classroom instruction 6 20 gh
(12.0) (40.0) (+8.0)
Shep instruction 1 G 89
( 2.0) (20,0) (78.0)
Technical information 5 : 5 LY
(10.0) (10.0) (80.0)
Job experience 1 6 43
( 2.0) (12.0) (86.0)

v

R

BOZd: This table should be read as follows: G&ix
graduate trainesg, or 12.0 per cent, thought classroom
ingtruction was "}airly fmportent.”
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instruction in metallurgy was used in the shop-work,

Instructors!' representation of the industry. Forty-
four, or 88,0 per cent, of the trainees indicated that the

shop training instructors and supervisors had preaented an
agourate account of what the industry would be like, Six
trainses were in dissgreement, Threes thought the instructors
had overeatimated working conditions in the industry, two
thought the school experience would get them a welding Jjob,
but found that job experisnce was necessary, and one treainee
thought the faculty had overeatimated jobs end wages,

Rating of shop facilities, The graduates were asked
to rate esch of their welding shop facilities, Shopework
space was rated from, "good" (38,0) to "aversge" (22.0)3
work areas from, "good" (112,0) to "average™ (2};.0); storage
from, "pood" (38,0) to "average" (26.0); tools and squipe
ment, "very good" (70.0); classroom facilities were rated
from, "very good" (118.0) to "rood"™ (32.0); end ventilation
was rated from, “"very good" (412.0) to "mood" (36,0). The
manpower graduates' rating of the welding shop training
facilities 13 presented in Teble XLIV,

kWork that was not included in the welding tralning.

Jobs in the "f1el4" which were not covered in the treining

were reported by LlL.0 per cent of the graduate trainess,
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ThabBue XAV

CUMBIRNATION WolDING SECOP FuClidTlid &8 RaTdb
BY THEY COMBINATION WELDING GRADUATES

Very Veary

Shop facilities poor Pooy average Good good

Shop space 3 10 11 19 7
( 6.0) (20.0) (22,0) (38.0) (1%.0)

Work areas i 6 12 21 10
( 2,0) (12.0) (24.0) (42.0) (20.0)

Storage 4 6 13 19 8
o ( 8.0) (12.0) (26.0) (38.0) (16.0)

Tools and egquipment 1 2 12 35
* ( 2,00 { %.0) (24.0) (70.0)

Classroom b 6 16 24
, ( B.O) (12.0) (32.0) (48.0)

18 21

Ventilation 1 2 8
( 2,0) ( 4.0) (16.0) (36.0) (42.0)

NOTE: Thisg table should be read as follows: Three
graduate trainees, or 6.0 per cent, considered shop space
to be "very poor.
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Many of the items fall within the units of instruction pro-
vided in the tralning, the gquestion of whether the ltems
were actually covered, whether the trainee was present and
took part in the activity, or whether they were inadequately
covered in the classroom and shop was not made clear. There-
fore, those items, in the judgment of the writer, which may

Dot have been govarad have been marked with an asterisk.
The following were reported not covered in the com-
bination welding coursge:

Submerged welding®*

Cast iron welding

Automatic aluminum welding
Stud welder®*

Non-ferrous metal welding
Low alloy steel welding

Pipe welding

Arc bragzing

Hard facing

Set up*

Metal working

Punch press*

Shears

Break

Overhead crane*

Hoisgt*

4ir hammer*

Porto power*

Pull plate with turnbucklesg*
Welding in awkward positions
Production speed*

What to expect from co-workers

Areas of training unot used on the job. The areas of
training not used on the job were reported by 60.0 per cent

of the graduate trainees. The following were listed as not
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having been used on the Job:

Are welding

Metal inert gas welding
Oxy~acetylene flame cutting
Oxy-acetylene gas welding
Blueprint reading
Ingpection and weld testing
Shop mathematics
Metallurgy

Tungsten inert gas welding
Vertical up

Areas of itralning nok covered to the irainees' satis-
fagtion. The areas of training that were not covered to the
graduate trainees' satisfaction were reported by‘ho.o per
cant of the trainees. The following are the areas reported:

Metal inert gas welding

Tungsten inert gas welding

Non-ferrous metal welding

Pipe welding

Jigs and fixtures

Vertical welding

Overhead welding

Blueprint reading and technical information

Shop mathematics
Metallurgy

Bemadial instruction. ©Some of the referrals to train-
ing had shown weaknesses in the abllity to read, write, and

work problems in mathematics. Thirty of the graduate
trainees, or 60.0 per cent, indicated that work in the three
areas, above what they had during their tralning, would not
have been required. The remaining %0.0 per cent would liked
to have had additional instruction in mathematics (40.0),
reading (12.0), and writing (6.0) during their training.
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Mappower iralpius sapsrisuces. uraduate tralnees were
esked to rate the technical, theoretical, and physical aspects
of their training. The trainees rated job experience as
being ‘"very important"” (52.0j. Jlechaical iutormation was
congidered "very ilmportart® (GE.C) to “important” (24.0j.
Ure the physical and mechanical aspects of the training the
graduates were sluost svenly divided letween "very lmportant”
(52.0) and "important" (46.0). In Table XLV is presented
the welding trainees' rating of the technical, theoreticsl,

and physical aspects of trainine.

New tools aud equipment in the industry. Graduate
trainees were asked if they had found new tools ln their
work that they had not used in the manpower training shop.
Porty-three tralnees, or 86.0 per cent, found no new tools
in the industry that were not included in the manpower welu-
ing shop. OSeven trainees reported the following new tocols
and equipment in the industry:

sSubmergs welder

Low hydrogen welding

kincoln squirt welding

1/16" wire welder

3/32" contact tube

fatomatic aluminum welding
Portable arc welders

addustment to old or different kinds of fools and
equipment. Thirty-four, or 68.0 per cent, of the graduate
welders indicated they had experienced nc difficulty with
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PABLE XLV
COMBLNATION WSLDING GRADUATES' RATING OF THE
TECHNICAL, THECRETICAL, AND PHYSICAL
ASPESTE OF WELDING TRAINING

Training activity Fairly Vary
inportant Important important

Technical information L 12 g#
{ 8.0) (2%.0) (68.0}

Physical and 1 23 26
Mechanical theory ( 2.0) (%6.0) (52.0)

Shop axpariénee 4 46
( 8.0) (92.0)

ROTL:  This table ghould be read as follows: Four,
or 8.0 per cent, of the welding graduates consgidered techni-
cal information as being “fairly important” in combination
welding training.
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old or different kinds of welding tools and equipment. 3ix-~
teen trainees reported having difficulty with the following:

ige of welding machines
Industrial camograph
Shears

Jigs and Fixtures

Fork 1ift truck
Westinghouse welders
Alrco metal inert gas gun
Portable arc welders

Zool and egulpment maintenance in the industry. Tool
and equipment maintenance on the job for welding trainees

was confined to hand tools and minor welding machine, cable,

holder, and gun maintenance.

Unsafe conditicns found in ihe indusiry. Unsafe con-
ditions found in the industry that were not considered in

the Manpower training program were reported as:

Grounding welders

Loading equipment
Overhead lifting equipment
Safety glasses

Noise protection
Co-worker carelessness
Lifting

Steel-toed shoes

Slipping on floor

Lift trucks

When asked to rate the training shop for providing a
place to develop good safety comsciousness, 72.0 per cent of
the graduates rated it "very gobd," 18.0 per cent rated it
"good," 8.0 per cent rated it “average,"” and 2.0 per cent

rated it “"poor.”
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II., OCCUPATIONAL ATTITUDES

Wholesome attitudes contribute much to occupational
success, The possesalion of a high degree of skill and
knﬁwiedga, in nearly every trade, 1s of doubtful value with-
ont a sinecere desire to cooperate with co-workers, to show a
willingness to accept responsibility, and to strive continuslly

to 4o one's best work.,

Oceupational Satisfection

| The questionnaire included five questions with regard
to graduate trealnee's aatiafaction with the various aspects
of his trainihg and trade, Response to the questions were
e simple "yeé" or "no," During the interviews there was
selddm e diff;cult décision with regard to degree of satis-
faction or dissatisfaction. Trainees were prompt and direct
in theif answersa, | |

‘Traineea were asked to iﬁdioate whether they were
satisfied with thelr manpower training, trade, present job,
present smployer, and present foremen or suﬁervisor. A
total of 85 graduates responded to the questions,

Ninsty-two and nine«tenths per cent of the manpower
graduates were satisfled with their manpower training, 88,2
per cent with their trade, 76.5 per cent with their present
job, 83.5 psr cent with their presemt employer, and 77.7
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per cent with their present foreman or immediate supervisor,
Reported in Table XLVI are the frequency distridutions and
percentages of the manpower graduates' satisfaction with the
training and trade.

A1l of the manpower graduates wers asked to rank, in
order of importance, four comments that had been made about
manpower training, trades, jobs, employers, and foremen or
supeIvisors,

To determine the rank order of a comment with respect
to ths other three, each comment was ranked within itself,
Raference to. Table XLVII will show that "abilitles and
skills"” were ranked first in fifty«two cases out of a pose
sidle eightystwo ecases, "Abilities and skills” were ranked
second in seventeen cases, third in twelve cases, and fourth
in one case, The highest fregquency, in this instance fiftye
two, fell under the first rank and the comment reference,
"abilities and skills,” was assigned a rank of ons, or nmost
important,

After each comment had been assigned an individual
rank, the four comments were brought together to determine
the rank order.

sr tralning. The manpower



MalPOLER GRADUATES! 3.T15FCTION WITE
THEIR MANPOWER TRAINING AND
OCCUPATIONAL EXPERIENCE

Ceeupational training Frequency

and trade Ko Yes
Manpower training 6 79
( 7.1 (92.9)

Trade 10 75
(11.8) {85.2)

Fresent job 20 é5
{2345) (76.5)

Preaent employsr 14 71
B (16.5) (8525

Present supervigor 19 66
(22.3) (77.7)

- HOTSs {hiattgglc ghould be readtaa follawué ‘Stféri .
or 7.1 per cent, o s manpower graduates were not sa o
with thelr manpower training.
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TABLE XLVIT |

RATING OF COMMENTS ABOUT MANPOWER TRAINIKG
BY ZIGHTYTWO GRADUATE TRAINEES

Commant | Rank and Frequency Total
reference (1) (2) 3 ()

Abilities and skills 52 17 12 1 82+
‘ (63.4) (20.7) (h.6) ( 1.3)

Salf confidsnce ‘ 10 “é 26 %3~ 82
(12,2) (40,2) (31.6) (15.9)

Respect - I 11 15 52 82
| { %,9) (13.1*) (18.3)  (63.4)

Responsibility 16 21 29 16 82

(19.5) (25.6) (354) (19.5)

*Three Craduate Trainees marked the question incore
rectly and were not included.

XOTE: This Tabla ahould be read as follows: Fiftye
two, or 63.h per cent, o £ the Manpower Braduates ranked
"Abllitioa and skills rirst in importance.



131
graduates were asked to rank four comments that had been made
about manpower training. The comments, with their reference,

were as follows:

{1) "Manpewer training helped me develop my own
abilities and skills,™ (ahilitgzs and skills)

(2) "Manpower training gave ms moras confidence in
wy own work,” (self-confidence) : '

(3) “Manpower training helped me to gain the respect
of the people I work with," (respeet)

(+) "Manpower training showed me what would be
expected of me on the job.” (responsibility)

How the manpower graduates ranked the comments made
about manpowsr training is presented in Tahle XLVII, PFifty-
twvo, or 63,4 par cent, of those interviewed, rinked "gbilie
ties and skills" first in importance, "Selfwconfidence” vas
rgnkad aocénd by‘h6¢2 porncant of the graduatas,_"rcsponsi-
bility" was ranked third by 35,4 per cent, and "respect"
vAS rank#d fourth by 63,4 per annt»efztha graduate trainces,
Three graduate trainess marked the question incorreoctly and
were not included,

Gommenis sboutb trades. The manpover graduates were
asked to rank four comments that had been made about their

trade, The comments, with their reference, were as follows:

(1) "This trade gives me a chance to do something
well," (aecomplishment) ' ‘

(2) "There is & good future in this trade," (futurs)
{3) "I really like to work in this trade,” (work
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satisfaction)

(4) "This trade will help me make a living for
myself/and my family." {earning power)

How the manpower graduates ranked the comments adbout
their trade 1s presented in Table XLVIII, "Barning power"
was ranked first by 39.8 per cent of the graduste trainees.
"Mature” (30.2) was ranked sscond and "work satisfaction"
(27.8) was ranked third, although there was only a slight
percentage difference betweesn the two, A sense of "accone
plishment” was ranked fourth by 55.4% per cent of the manpower
graduates, Two graduste tralnoes marked the question incore
rectly and wvere not included.

Gomments about Jobs. The manpover graduates were
asked to rank four comments made about jobs, The comments,
with their reference, weres as follows:

(1) "This job gives me a chance to devslop ﬁy
abilities and skills,” {abilities and skills)

(2) "This job gives me a chance to compare my work
with the work of experienced men in the trade," (proe
duetion standards)

(3) "This job gives me a chance to learn from
experienced men in the trade.” (learning)

() "This job is only a step on ths way to a better
Job." (future)

How manpower graduates ranked the comments made about
jobg is presented in Tuble XLIX, "Abilities and skills"
were ranked first by 41,0 per eent of the manpover graduates,
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TaBls XIVILI

RaTING OF COMMENTS ABOUT SKILLED TRavas
&Y SICHTY-THRGE GRADUATZ TRAINELS

Comment Rank and frequency Total
reference (1) (2) ?3) (&)
Accomplishment 7 8 22 Lé 83
( 8u#) ( 9.6) (26.6) (55.4)
Future 21 2 23 1k 83
(25.2) (30?2) (27.8) (16.8)
Work satisfaction 22 23 22 16 83
(26.6) (27.8) (26.6) (19.0)
Zarning power 83

27 14 9
(38%3) (32.6) (16.8) (10.8)

—————

*Mwo graduate trainees marked the question incor-
rectly and were not included.

ROTE: ?his table should be read as follows: Seven,
or 8.4 per cent the manpower graduates ranked "accom-
plinhmant“ rirs{ 1n importance.
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TABLE XLIX

RATING OF COMMERTS ABOUT JOBS KX
EIGHTY~TEREE GRADUATE TRAINEES

Comment Rank and frequency Total
reference (1) (2) 3) (&)

4sbilities and skills W 16 25 8 83*
{(41.,0) (19.2) (30.2) ( 9.6)

Production standard 7 21 29 26 83
® (8.3) (25.3) (35.0) (31.)

Learning 25 35 19 Y 83
(30.2) (42.2) (22.9) ( 4.7)

Future 17 11 10 45 83

(20.5) (13.2) (12.0) (5%.3)

, *Iwo graduate trainees marked the guestion incor-
rectly and were not includad.

RG'.EEs This table ahoald be read as follows: Thirty-
four, or 41.0 per cent, of the manpower graduates ranked
napilities and skills" eirat in importance.
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"learning" was ranked second by 42.2 per cent, "production
standards” third by 35.0 per cent, and "future" was ranked
fourth by 54%.3 per cent of the graduate trainses. Two grad-
uate trainees marked the question incorrectly and were not

included,

Comments ahm W or sompanies. The manpower
graduates were asked to rank four comments made about
employers or companies. The comments, with thelr reference,
were as follows:

(1) "This company is a falrly safe place to work."
(safety) ‘

(2) "There ig a good chance for advancing in this
company." (advancement)

(3) "This company has friendly people to work with."
(cosworkers) . _

(4) "This company pays a good wage." (earning power)

How the manpover graduates ranked the comments made
about employers or companies is presented in Table L. "Co=-
workers® was rarked Iirst by 3%.0 per cent of Yhe graduats
trainees. "Safety” was$ ranked second by 29,0 per cent,
"earning power" third by 27,8 per cent, and “advancement"
was ranked fourth by 38.6 per cent of the graduate trainees,

Two trainees marked the question incorrsctly and were not

inecluded.

Comments about foremen and supervigors. The manpower

graduates were asked to rank four comments that had been
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TdBLE L

RATING OF COMMMNIS ABOUT BMPLOYERS AND COMPARIES
BY SICGHTY-THRES GRADUATE TRAINEZS

Comment Rank and frequemncy Total

raromm (1) (2) (3 ()
3af 19 24 23 1 83+
= (22.8) (20.0) (208) (200
Advanosment 17 L 20 gz 83
(20.%)  (16.9)  (2h.1)  (3B.6)
C riker 29 25 17 12 83
oworiere (35.0)  (30.2)  (20.8)  (Lisole)
Sarning power 18 20 23 22 83

(21.6)  (2%.0) (27.8)  (26.6)

*Pwo graduate trainteg marked the question inocor-
rectly and were not included.

HOTE: This table should be read as follows: Nine-
or 22+8 psr cent, of the graduste trainees ranked
" first in S.mpartanca.
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made about foremen and supervisors. The comments, with
their reference, were as follows:

(1) “M{ boss treats all of the men the same,"
(impartiality)

{(2) "My boss knows that 1 am not experienced and
helps mwe learn on the job." (consideration)

{(3) "My boss knows his job and gives orders and
instructions well," (efficiency)

(4) "My boss seems to show an interest in me and
in my work, (appreciation)

How the manpower graduates ranked the coxments made
about foremen and supervisors is presented in Table LI, None
of the comments was ranked first within itself, "Efficiency"
was ranked second by 43,2 per cent of the graduate trainees
and was assigned the finsl rank of one, "Appreciation”
(37.0) and "consideration” (29.9) both raceived an individe
ual rank of three., "Appreciation" had the greatest observe
able difference in individual ranking, amounting to approxi-
mately 10 per cent between rank three and four. The "cone
sideration" frequency was almost evenly divided between the
four ranks, "ippreciation™ wag given a fipal rank of two
and "eonsideration” a final rank of three, "Impartiality"
was ranked fourth by 35.8 per cent of the graduate trainees,
Four tralnses marked the gquestion incorreetly and were not
included,

The information contained in this chapter has pre-
sented: (1) the characteristics of all of the graduate
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TABLE Ll

RATING OF COMMENIS ABOUT FOREMER AND SUPERVISORS
BY SIGHTY~ONE GRADUATE TRAINEES

Comment Rank and fregquency Total

reference (1 (2) (3) (%)
Impartialt 27 1 10 29 B1*
w Yo G able @ oEe
Consideration 20 20 21 20 81
(24e7) (24.7) (25.9) (24.7)
Efficien 16 5 21 9 81
& (19:8) (4302)  (25:9)  (1100)
Appreclation 18 11 30 22 81

(22.2) (13.6) (37.0) (27.2)

*Four graduste trainees marked the question incor~
rectly and were not included.

Nﬂrmx This table shénld be read as follows: Twventy-
seven, or 3 ; gar cent, of the graduste tralnees ranked
"1mpart1a11ty irst in importance.
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trainees who were referred to manpower treining, (2) the
opinions of the greduate trainees with respect to the
quality of their occupational preparation provided by the
maupower training program, {(3) the opinions of the graduate
trainees towsrd their pressnt cccupations, and (L) the grad-

uate traipnees'! attitudes toward scertain oocupetional factors,



CHAPTER VI
RESULTS OF THE EMPLOYER'S QUESTIONNAIRE

The results of this study arerpresented in two chap~-
ters. The previous chapter reported selected characteristics
of all of the trainees who graduated from training, and the
opinions of those graduate trainees who were contacted
about their training and the program. 7This chapter will
pregent the results of the Employer's Questionnaire.

1. OCCUPATIONAL INFORMATION, SKILLS,
AND RELATED TECHNICAL KNOWLEDGE

Data will be pregented in the same sequence as it
appears on the questiocnnaire, except, for those questions
with regard to wages, and payment plans. These questions
will be included with occupational information. '

Automotive lune~-up

Iwelve employers were interviewed who employed four-
teen of the graduate tune-up trainees. Seven of the employers
were interviewed who employed eight of the graduate tune-up
trainees who were employed in thelr area of training. One
graduate trainee was in his own business and could not be
interviewed as an employer, but was included as being repre-
sented. These tralnees represented 78.9 per cent of the



141
graduate trainees interviewed and 81.8 per cent of the grad-
uate tune-up men employed in the area of training.

Zmplovers interviewed. The seven employers whose
interviews were considered to apply to the evaluation of the
tune-up program were ag follows:

Baneroft Motor Company, Pontiac Dealershlip, Cedar
Falls, Iowa.

Century Service Station, Phillips' 66 Service, Water-

Del williams Lincoln Merocury, Inc., Dealarship,
Waterloo, lowa.

L Feldman-Evans Pontiac, Inc., Dealership, Waterloo,
owa.

John Deere Waterloo Tractor Works, Manufacturing,
Waterloo, lowa.

; Schukei Chevrolet Company, Dealership, Waterloo,
OWa .«

1 Sun-Ray DX Service Station, DX Service, Cedar Falls,
owa. : ‘

Repartmenial smplovees. The number of employees
working in the manufacturing and service departments ranged

from seven to twenty-two. The mean number of men in each
department was 13.2 men, with the median at 10.5.

J0b speclalization. Jobs were specialized in the
five automotive dealerships and in the manufacturing depart-

ments. In the dealerships, speclalization consisted of tune-
up, transmission and drive~line, electrical systems, exhaust
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systems, and wheels and suspension. The manufacturing spe-
cialization congisted of the ingpection of rebuilt engine
parts. The two service gtations were not specialized, in
that employeses were responsible for a variety of work
activities. |

Qecupakional sucgesgs. Of the elght traineesg repre-
sented, 75 per cent, or six graduate trainees, were able to
do the work for which they were hlred. Two tralnees, or 25
per cent, were unsble to produce, although one was still
employed with the agency. The other was laid off and is
included in the survey as the one unemployed gfaduate tune-~

up man.

Praduction efficiengy. Lmployers were asked, "how
soon after hiring did the manpower graduate begin to pay his
way with the company?" The response showed that three, or
37.5 per cent, began to pay their way within three weeks.
Three, or 37.5 per cent, did not begin to psy their way with
the company until ebout two months. Two graduate trainses,
or 25 per cent, required more than two months to reach the
production standards required by the employsrs.

dnitial production guality. Seventy-five per cent
of the tune-up graduates were rated as being "fairly accurate"

in the performance of their work during the breaking-in-

period. One graduate was considered to be "careful® in
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the performance of his work and one graduate was thought to
be "“very accurate' in production quality.

Porltionsa of Jaadlmxhin.‘rene of the positions of
leadership, indicated on the Graduste Trainee Questionnaire,
was confirmed by an employer as being the responsibility and
managership of the parts department in a new car and gervice
dealership. |

Mage acales and pavment nplans. The hourly rate pald
by companies in the sutomotive or related fields were

reported to range from $1.25#$3.28 per hour. The wage range
reported by industries outside the area of training was
reported to range from $1.50 to $3.00 per hour.

The automotive companieg offer a strasight hourly
rate or the option to work on an hourly rate plus a com-
mission on automotive parts. 4n additional incentive is the
flat-rate, plus commission, which in the ¥Waterloo area is
$5.00 par hour. Fifty per cent of the flat-rate is paid to
the employee.

The industries outside the area of training pay
the stralght hourly rate or use the produection incentive

plans.

Arsas of lmprovement. Four companies, or 50.0 per cent,
suggested areas of training in which graduate trainees needed
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to improve. The areas vhich, in the opinion of the employers,
need gpeclial emphg@ia were!

iigh and acgesgory circults

Cartureter and fuel systems

Speedometer and instruments

Engine analysis and diagnosis

Making change (money handling)

These items were also indicated by graduate trainees
a8 areas of training that were not coversd to their gatis-

fmtth

48 BLocARses. smployers were asked hov well man-
power éfnduatca understood the processes involved in their
wvork. Fifty per cent of the graduates were reported as
boink "average,” 25 per cent "good," and 2% pbr cent “very
good" 1n‘tha/undnratundins of the processes involved in their
Joh.

learping on the JAgh. ESmployers thought that the
manpower graduates were average, or above, in sbility to learn
on the job. Four graduate trainees or 50.0 per ¢ent vere con-
sidered “average.” One trainee was congidered "goed," (12.5)
and thres trainees, or 37.5 per cent, were considered to be
"very good" with regard to learning on the job.

Lenedial lnatruction. The employers were asked if
graduate trainees had experienced difficulty with reading,
writing, or working problems in mathematics. Seventy-five
per cent of the tralnees were noted to have had no difficulty.
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Two trainces axperioenced diffieulty with mathomatics,.

Hew sguipment or progesses. Five companics indicated
they had recently installed nevw tools and equipment, Two

companies had incorporated the "Sun 820" oseilloscope,
another company had purchased new electrical test equipe
ment, and a service station had purchased a new car washer,
A fourth company reported the purchase of new car spacial

tools.

irisncas, The employers were

asked to rate, with regard to the employee's occupational
naeds, the "technical,” “thsorétical," and "physical” aspects
of tun'-np‘trqinihg. |

Table LI1 indicatss the employers' rating of the
“technical," “"theoretical," and "physical" aspects of tunee
up training. One hundred per cent of the employers thought
that physical and mechanieal theory were "very important™ in
the training of tune-up men, Techniecal information was con=-
sidered "very important" (87.5), and shop experience wvasg
considered from "important” (62,5) to “very important® (37.5)

in tune-up training.

Automotive Body-Repalr

Five employers were interviewed whe represented eight

of the graduate body-repalr trainses. Four trainees were
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TaBli 111
THE TUCHW1CAL, THESORBIICAL, 4ND PHYSICAL 4SPECTS

OF AUTOMOTIVS TUNL-UP TRAINING
AS BATED KX =MPLOYHRS

Training activity Pairly ‘ Very
important Important important
Teohnical information P ! . 7
(12.5) (87.5)
Fhysical and 8
Mechanical theory (1.00)
Shop experience 5 3
(62.5) (37+5)

BOTE: This table ghould bg read as follows: One
employer, or 12.5 per cent, considered technical information
as being “felrly important.”
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in thelr own businesses and could not be intervieved as
employers, but vere included as being represented, Three
suployer intervievs represented five of the graduate trainees
vho were employed in their area of training, although, one
trainee included had recently etitered the military service
_and one quit to go to work with an unidentified fertilizer
firn, These trainses represented 75 per cent of the grade
uate trainees interviewed and 55.5 per cent of thi trainees
enployed in thelr area of training.

The thres employers whose

interviews were consldered to apply to the evaluation of the
body-repalyr program were as follovss B

Frank Collard Company, Dodge Sales and Ssrvice,
Waterloo, lowa. . \ S

Jim Cordes Ford, Inec,, Ford Sales and Service,
Waterloo, lowa.

and STEVIReT SRS, T Chemreles st
Departnanial suplovess. The number of employees
working in the bodyeshops ranged from one to twelve. The
nean nusber of u@n in cach department was 5.3 with the median
at 3.5

dob spesialization. Jobs were specialised in only
one of the three body shops interviewed, Specialization
consisted of body and fender straightening, assembly, and
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paintings One body<repairman was the only man in his
department, The remaining two were involved in all of the
areas of body-work. o

Qcounakionsl suseesss All of the bodyemen repre-
sented in the employer interviews were reported as being
able to do the work for which they were hired,

" Production afficiency. ZEmployers were askeéd, “how
soon after hiring 4id the manpowver graduate bsgin to pay his
way with the company?” Two graduate trainees, or SO per
cent, vere paying their way within five weecks after they
were hired. 7wo trainees were able to pay their way with the
company after two months., One trainee was not fast epough
to meet production and was financially unable to remain in
the body-trade. | |

Initial production guality. During the breaking=ine
period, 80,0 per cent of the body~-repairmen were rated as
being "fairly accurate” in the performance of their work,
One graduate was considered to be "very accurate” in the
performance of his Job during the breaking-in-period,

Positions of leadarship. One of the positions of
leadership, indieated on the Graduate Trainee Questionnaire

was confirmed by an smployer as being the assistant foreman
of a twelve man bodye-shop,



149
iage acales and pavment plangs The hourly rate pald
by the companiea in the automotive body-repair industry were
reported to range from $1.60 to £2,50 per hour., The wage
rangé reported by industries outside the area of training
was reported to range from $1,96 to $2.55.

(ne bodyerepair shop operated on a straight hourly
rate., The remaining two operated on the flat-rate, plus
commission, which in the Waterloo area is $5.00 per hour,
Fifty per cent of the flaterate is paid to ths employee.

The industries outside the areas of training operated
on the straight hourly rate or the production incentive plans.

aAreas of inprovement. Two of the companiss sugiested
areas of tralning in vhich graduate trainces needed to
improve, The areas which, in the opinion of the employers,
need special emphapis were: |

Roof damage

m:m’ngag:!m to old

S0 nrocassog. Bmployers were asked how well mane
power graduates understood the processes involved in their
work, Sixty per cent of the graduates were reported as
being “average," 20,0 per cent as deing "good," and 20,0
per cent as being "very good" in the understanding of the
processes involved in their Job,

kearning on the Jjob. Samployers thought that manpower
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graduates were average or above in abllity to learn om the
job, Three graduste trainses, or 60,0 per cent, were con=
sidered "averege." Omne traines was oomnsidered "good" (20,0),
snd one traines was considered "very good"” with regard to

learning on the job,

Remedial instruction. The employers indlcated that,

in their opinion, the tralinees represented had experienced
no difficulty with reading, writing, or working problems in
mathematics,

Now egquipment or processes. One company interviewed
indicated they had recently purchased a new teol., The one
item wus a portable spote-welder,

Manpower training experiences., The employers were
asked to rate, with regard to the employees! occupational

neods, the "techniocael,” "theoretical," and "physical" aspects
of automotive bodye-repalir training.

Table LIIT1 indicetes the employers' ratings of the
"technieal," "theoreticel,"” and "physical™ esspects of body-
repair training, Both techniocal informetion and shop exve-
rience wore rated from "very important” (66,6) to "ifmportant”
(33.3) in training body-repairmen, Physical and mechanical
theory were rated from "important" (66,6) to "very important”
(33.3) in body-repair training,
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TABLE LIIX
TH: LMPLOYERS' RATING OF THo TZCHNICAL,

 THEORETICAL, 4MD PHYSICAL ASPECTS
OF BODY-REPAIR TRAINING

Training activity Fairly

4 : Very
important Important important
Technical information 3 2
(33.3) (66.6)
fhysical and 2 1
Mechanical theory (66.6) (33.3)
Shop experience 1l 2
(33.3) (66.6)

KOTH: fhia tabla should be read as follows: Une
employer, or 3% per eent, conasidered technical informa-
tion as Qa nirly important" in body~repalr training.
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This judgment was similar to that of the sraduate

trainees, TFighty-seven and five tenths per cent of the
graduate trainees rated shop experience as "very important”
and 12,5 per cent rated it "important.” Tha:graduate'a per-
centage difference in the rating of techmnical information
was nearsy to that of the employers with "very important”
rated in 56,2 per cent of the cases and "important” rated
3.8 per sent, Craduate trainess wers evenly divided in
rating the importance of "physical and mechanical theory,”
where the employers rated it "important” (66.6).

Combination Welding

Fourtsen employers were interviewsd who employed thirtye-
seven of the graduate wolders, Hleven of the employers were
interviewed who employed thirty-three of the combination
welders who were employed in their area of training, Oune
graduste tralnee was in his own business and could not be
interviewed ms amn smployer, but was ineluded as being repre-
sented, These thirtyefour trainess representsd 76,0 per cent
of the graduate trainees interviewed and 85.0 per cent of the

graduate trelinees employed in thelr area of treining,

Employers interviewsd. The eleven employers whose
interviews were cousidered ¢to apply to the valuation of
the combination welding program were as followst

Clay “quipment Corporation, Farm equipment
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manufacturing, Cedar Falls, lowa,

Construction Machlnery Company, Conorete malcing
equipment, Waterloo, Iowa.

Curbmaster of Ameriea, Ina., Paving equipment, Cedar
Falls, lowa,

Engineered Equipment, Inc., Ready-mix eoncrato planta,
Waterloo, lowa.

John Deers Waterloo Tractor Works, Mamufacturing,
Waterloo, lowa,

L. H., Schultz Hanutacturlns Company, Farm equipment,
Waterloo, Iowa.

Univergal Incorporated, Frontwend loader manufacture
ing, Budson, Iowa,

Waterloc Unloader, Divigion of the Oreater Iown
Corporation, Hesavy material handling equipment, Water-
loo, lowa.

Wayne Bnglneering Corporation, Material loading
equipment, Cedar !agls. ggwa- !

Young Plumbing and Hesating Company, cammercial
installations, Wwaterloo, lova,

Zeldlers, Incorporated, Concrete pipe uannfaeturing
%&%’1@0 ) IW& »

maahin‘ry'

The number of employess worke

ing in welding departments ranged frowm four %o seventy~four,
The mean number of men in each department was 28,3, with the
median at 20.5,

inh,anaﬂiﬂl&xa&iﬁn, Tvo companies indicated that
jobs in their plants were specialized. In both instances
MIG welders were speclalized and in one case oxy~-acetylene
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flame cutting wvas an area of specializstion, The remaining
eight companies, or 81,8 per cent, used combination welders
in nearly all of their work areas,

Ogqupationnl succean. EuployePs wers asked if mane
power gradustes were able tc do the work for which they were
hired, Pour companies indicmted that five of the graduate
trainees, or 1%.2 per cent, were unable to meet the standards
sot by the company, These people were unualiy transrbrrid
within the company or laid off, BEightyfour and elghte
tenihn per cent of the graduate welders were successful in
their assigned work.

o efficiancys Employers wers asked, “how
soon after hiring did the manpower graduate begin to pay
his way with the company? '?hg response showed that six, or
1842 per cent, began to pay thelr way wvithin three waeks,
Four, or 12,1 per cent, did not begin to pay their way until
about two momths, Iventy-three, or 69,7 per cent, of the
graduate welders required more than two months to reach the
production standavrds set by t&n omployers.

During the breaking-ine
periody 60,6 per sent of the graduate welders wers rated as
being "fairly accurate® in the performance of their work,
The remaining 39.% per ecent were rated as being “very
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careful”® in production quality,

Eoaltdons of laaderghin. Tvo of the positions of
leadership indicated on the Graduate Trainee luestionnaire
vers confirmed by two employers as velder leadmen,

¥age ascales and pavment plang. The hourly rate paid
by companies vho employsd welders was reported to range from
£1,70 to $4.25 per hour, The wage range raported dy induse
tries outside of the area of training was reported as $1,87
to §3,00 per hour,

Tan of the companies hiring welders pald a straight
hourly rate. One company paid on the incentive plan,

Two industries ocutside ths area of trairing paid on
the straight hourly rate and one umd .tha incentive plan.

Areas of lsprovemspt. Ten of the companies, repree
santing thirty-two employees, raperted areas of training in
vhich graduate trainees nae&aﬁ to lmprove, The areas which,
in the opinion of the employers, need speclal emphasis were!

Metal Inert Gas wel

Oxy-ncetylene flame cutting
Blugprint reading

Production speed

Aceuracy

Experiance on clder welding machines
Practical welding expevience
Devalopment of self-confidence

Job progessas. 2mployers were asked how well
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manpower gradustes understcocod the processes involved in
their work, Sixty-three and six-tenths per cent of the
graduate traineea were reported as being average or above in
the understanding of the processes involved in thelr work,
Three per ocsnt were considersd "very gbod," 36,3 per cent
wers considered "good," Sh.li per cent were conaldered
"average,” 3,0 per cent were considered "poor," and one

traines, or 3.0 per cent, was considered "very poor,"

Lesrning on the job. When asked how well manpower
gradustes learned ou the job, employera indicated that 18,2
per acent of the graduates learned "very well," Forty-five and
five-tenths per cent of the graduates were rated "good,"” 33.3
per cent were rated "average,” and 3,0 per cent were rated poor,
It may be noted that 97,0 per cent of the sraduaste tralnees

were rated average or abave in ability to learn on the job,

Remedial instmiction, The employers were ssked if

weldling gradustes hed experlenced difficulty resding, write
ing, or working problems in mathematics, Three companies,
representing 51,5 per sent of the rradustes, indloated that
mathematics haé been noted to have caused some Aifficulty,

¥ey equipment or progesses., Seven companies indl-
cated they had instelled new tools and equipment,  3ix

companies had, within the last two years, adoptsd metal
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inert gas welders. One company had incorporated a new stud
welder, used to attach a spaaially_dealgnnd stud to the flat
surface of metal plate.

Manpower iralning exveriences. The employers were
asked to rate, with regard to the employee's occupationsl
needs, the "taechnical,” "theoretical," and "physical" aspects
of welding training.

Table LIV indicates the employer's rating of the
“tmchnieél,“ "theoretieal," and "physical" aspects of welding
training, 8ix employers, or 5%,5 par cent, considered shop
experience as being "very important” in welding training, The
rating of physical and mechanical theory was equally divided
between “important" and "very important” with 5.4 per cent
each, Technieal information was rated from "very lmportant"
(45.4) to "important® (36.4),

I1. OCCUPATIONAL ATTITUDES

Questions fourteen to twenty-seven on the Employer's
Questionnaire were designed to determine the status of the
graduate tralnees! occupational attitudess The occupational
attitudes were esgsentially the same in the three arzas of
training, therefore, all of the data sascured from the
employers, with regard to occupational attitudes, will be
presented together.,
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TaBLE LIV
THi T&CHRICAL THﬁGRETIC&;LQAND PHYSICAL 43PuCT3
Wi

OF CUMBINATION WELDING TRAINING
AS RATSD BY eMPLOYERS

Training activity Fairly Very

important  Important  important

Technical information 2 L 5
(18.2) {36.4) (45.4)

Physical and 1 5 b}
Mechanical thmry ( 9.1) ("‘"5»1’” (1"50!")

Shop experience 2 3 6
p o | (1822 (27.3) (54.5)

NOTis: This table should be read as follows: Two
omployorsz or 18.2 per cent, considered technical information
as being “fairly impertant” in welding training.
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The Population Hepresented

3ix companies were visited to represent thirteen
trainees who were smployed outaide the areas of tralning,
These trainees with the forty-six craduates employed in the
aress of training make a total of fifty-nine trainecs repre-
sented in occcupational attitudes,

The additionsl companies interviewed were:

- John Gardner, Yagonry sontrsctor, Waterloo, lowa,
Rath Packing Company, Meat packing, Waterloo, Iows.

Schrein Redding, Inc., Mattress manmufacturing,
Waterloo, Iows,

Titus Metals Jorporstion, Metal produots manuface
turing, “Yaterloo, Iowm,

whtorioo Valve Spring Compressor Company, Metal proe
ducts manufacturing, Yaterloo, Iowa,

Yellow Cab Compeny, Taxl service, Waterloo, Iowa,

Manpower Craduates® Attitudes

Hagards to safety. Fmployers weres asked if manpower

graduates were oconsaious of hazerds to safety, The reasponse
showed that 91.% per cent of the graduste trainees were
conscious of hezards to safety, Five tralnees, or 8.5 per

cent, lacked safety consciocusness,

fesponss to orders and instructions. How manpower

graduates respond to tsking orders esnd instructions

sented in Table LV, The manpower graduate's response
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EMPLOYERS' RATING OF FIPTY-NINZ MANPOWER GRADUATES®
RESPONSES TO TAKING ORDERS AND 1NSTRUCTIONS

Response Fregquenoy Por tent
Very good 12 20,3
Good 18 30,5
Average 27 45,8
Pooy 1.7
Very Poor 1l 1.7
Totals 59

100.0
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orders and instructions, was rated average or above in 96,6
per cent of the cases, 7Twelve of the graduates, or 20,3 per
cont were rated “very good," 30,5 per cent were rated "good,"
45.8 par cent were rated "average," 1.7 per cent were rated
"poor,” and 1,7 per cent were rated "very poor" in response
to orders and instructions,

The employers were asked how mane
pover graduates regarded responsibllity, Of the fifty-nine
graduates repressnted, 81,3 per cent were rated "passable"

or better, In Table LVI is presented the manpower graduates'
regard for responsibility, Ten graduates, or 16,9 per cent,
were rated "seok it and handle it well," 30.5 per cent were
rated "1ike it," 33.9 per cent were rated "passable,” 15,2
per cent were thought to "evade responsibility,” and two
graduatss, or 3.4 per cent, were considered "buck passers"
and did not readily respond to seccepting responsibility,

Co-workers. The manpower graduates were rated on how
readily they were accepted by thelr co-workers, Fifty-six
of the 59 graduates, or 94,9 per cent were favorably accepted
by their co-workers, Employers rated 25.4 per cent of the
graduates to be "well liked" in their department., Fortye
one, or 69,5 per cent of the graduates were rated as getting
along "good" with co-workers, 1,7 per cent as "neutral,"

1,7 per cent were “"toleratsd,” and one graduate trainee, or
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TaBle W1
GRADUATS TRAINLS' ATTITUDES TOMARD ACC&PTING

THEIR 2MPLOY GRS
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Response i"nqumcy Per cent
Seek 1t and handle it well 10 16.9
Like it 18 30-5
Fagssable 20 33.9
svade responsibility 15.2
Buck passers 365
Totals 59 100.0

— e

i}

H

e
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1.7 per cent, "did not get along” with his co~workers, The
employers' rating of the acceptance of graduate trainees by
thelr coeworkers is presented in Table LV1I,

Ize of tire. The employers were asked to rate how
efficiently manpowey graduatss utilized their time, Fortye
geven of the graduates, or 79.7 per cent, were considered to
be "passable" or above in the efficient use of time, Four
graduate trainees, or 6,8 per cent were rated as "very busy"
throughout their work day. Forty-two and four-tenths per
cent were rated as "busy,"” 30.5 per cent were rated as
"passable,” 13,6 per cent were noted to “"loaf with others"
during the work period, and four trainees, or 6.8 per cent,
“wasted time," Tho employers' rating of the graduate trainees'
effieient use of time is presented in Table LVIII,

Care of focls and eguipgent. In response to how well

manpower graduates ecared for company tools and equipment,
employers' rated 67.8 per cent as being considerate of come
pany property. BEleven graduates, or 18,6 per cent, were
rated as being "very careful” with company tools and equipe
ment, Twentyenine graduates, or 49,2 per cent, were rated
"eareful," 23,7 per cent were rated "indifferent," 6.8 per
cent were rated "careless,” and one trainee, or 1.7 per cent
was rated "rough" in the handling of company tools and equip-
ment, Reported in Table LIX 1s the employers’® rating of
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TABLE LVIIX

S8MPLOYER3' RATING OF THE ACCBPTANCE COF GRADUATE
TRAINEES BY THEIR CO~WORKERS

Re sponse Frequancy Per cent
Well 1liked 1§ 254
Good 41 69.5
Neutral 1 1.7
They are tolerated 1 1.7
Do not get along 1 1.7

Totals 59 100,0

——
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TABLE LVIIX

EMPLOYERE' RATING OF THE GRADUATE TRAINEES'
ZFFICIENT USS OF TIMB

s
D

Response Frequency Per cent
Vary busy I 6.8
Busy 25 k2.4
Passable 18 30.4
Loafs with others 8 13.6
Wastes time L 6,8

Totals | 59 100,0
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TABLBE LIX

BMPLOYERS' RATING OF THE GRADUATE TRAINBES'
CARE OF COMPANY TOOLS AND BQUIPMENT

Regponse Praqueney Yar cent
Vary careful 11 18.6
Careful 29 L9,2
Indifferent 1% 2347
Careless b 6.8
Rough 1 1.7

Totals . 59 100.0
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the graduates! respect for company tcols and asguipment,

Company materialge The employers were asked if manhe

povwer graduates were considerate of the cost of company
zatorials., PFifty-nine and three-~tenths ser cent were rated
ag being satisfactorily considerate of the cost of materials,
Four graduates, or 6,3 per cent, were rated "very carsful ,"
5245 per cent were rated "good,” 16,9 per cent were rated
"fair," and 23,8 por cent were rated "careless,” The mane
pover gradustes' respeet for company mateplals, as rated by
thelr employers is presented in Table LI,

Care af mEion dMorkspaces The manpower graduatss were
rated on how well they kept their workspace, Zumployers
indicated that 45,8 per cent of the graduate tralnees kept &
"neat and clean" or "very clean" workspace, Reference to
Table LXI reports the employers' rating of the manpover
graduates with respaect to wvorkspace cleanliness, Tvo grade
uates, or 3.3 per cent, were considered to keep thelr worke
space "very clean and orderly,” 42.4 per cent were rated
"keeps space clean,” 42,k per cent were "just passable,”
1C42 per cent were "careless,” and one tralnee, or 1.7 per
cant consistently had a "very untidy" workspace,

Perscpal appsaranse and clasnlinsgs. The employers

wvere asked to rate manpower graduastes in personal appearance
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GRADUATE TRAINEES' RESPECT FOR COMPANY MATIERIALS

A5 RATED BY THEIR EMPLCYEZRSE

Response Prequency Per cent
Very careful & 6,8
Good 31 5245
Faiyr 10 16.9
Careless 14 23,8
Totals 59 100.0
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TABLE IXIX

CLEANLINESS OF THE GRADUATE TRAINEES' WORKSPACE
AS REPORTED BY THEIR EMPLOYERS

Response Frequency Per cent

Space very clean

and orderly 2 343
Neat and clean 2% 42,4
Just passadble 25 L2
Careless 6 ‘10.2
Very untidy 1 1.7

Totals : 59 100.0
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and cleanliness. rifty-nine and three-ienths per cent of the
manpower graduates were found to be "neat and clean.” In
Table LAII are the ratings recelved by manpower graduates in
perscnal appearance and cleanliness. Three graduates, or
5.1 per cent, were considered "exceptionally picasing,” 54.2
per cent were rated "neat and clean,” 37.3 per cent were
rated "feir," and two trainees, or 3.4 per cent, were rated
"untidy."

Initiative and drive. The employers rated 93.2 per
cent of the graduate trainees average or above average in
initiative and drive. Ten trainees, or 16.9 per cent, were
rated "yes" for initiative and drive, 30.5 per cent had
“gome, " h5.8’per cent were rated "average," 1.7 per cent had
a “little," and 5.1 per cent were thought to have '"no" initi-
ative and drive. The employers' rating of how manpower grad-
uates exhibit initiative and drive is presented in Table
LXIII. |

York and overtime. Lmployers were asked if manpower
graduates had shown a willingness to work in areas other
than in their trade. The employers reported that 9%.9 per
cent of the graduates were willing to work outside their
trads.

The employers indicated that 78.0 per cent of the grad-
uates had shown a willingness to work overtime, while 22.0 per
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TABLE IXI1I

EMPLOYERS! RATIRG OF THE GRADUATE TRAIKERES IN
PERSONAL APPEARANCE ARD CLEAKLINESS

Response Frequency Per cent
Execeptionally pleasing 3 Sel
Reat and clean 32 2
Faiy 22 37.3
Untidy 2 .

Totals 59 100,0
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TABLE IXIII

EMPLOYERS' RATING OF THE GRADUATE TRAIREES IN
IRITIATIVE ARD DRIVE

Response Frequancy Papy cent

Yeos 10 1649
Some 18 3045
Average 27 k5,8
Little 1 1.7
Ko 3 5e1

Totals 59 100,0




173
cent were unwilling or reluctant to work overtime, With
regard to working on Saturdays, 71.2 per cent of the grade
uate trainees were willing to work. The remaining 28.8 per
cent were unwilling or reluctant to work the extra hours on

the weekend.

Attepdance. The employers were asked 1f manpower
graduates presented an attendance problem. The employers
indicated that 84.7 per cent of the graduates had presented
no problem in attendance., Nine trainees, or 15.2 per cent,
presented some problems by being late or not reporting for

work,

Manpower graduates as emplovees. When asked how man-

power graduates would rate as employees, the employers indi-
cated that, 9%.9 per cent of the graduate trainees were
average or better. The information in Table LXIV indicates
how manpower graduates were rated as employees. Twelve, or
20.3 per cent, of the graduate trainees were rated as "very
good" employees. Forty and seven-tenths per cent were rated
as "good," 33.9 per cent were rated as "average,” 3.4 per
cent vere rated as "poor," and one trainee, or 1.7 per cent,
was rated as "very poor."

The information contained in this chapter has pre-
sented the industry's concept of the graduate trainee as an

employee. The opinions of the foremen and supervisors have



TABLE LXIV

RATING OF MANPOWER GRADUATES AS BMPLOYRES
AS REPORTED BY THEIR HEMPLOYERS

17%

Re sponse Frequency Per cent
Vory good 12 20,3
Good 2“’ 1"0 . 7
Average 20 33.9
Poor 3
Very poor 1.7
Totals 59 100,0
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bean recorded with respect to the graduate tralnees' occupa~
tional preparation and his attitudes toward work, his co-
workers, and the company.



SUMMARY , CORCLUSIONG, ABD RECOWMENDATIONS

he information contained in this study wes uged to
draw conclusions concerningt the extent to which the mane
power training curriculum met the needs of its graduates,
the 1dentification of deficlencles in the program, and the
deternination of appropriaste recommendations for currieulum
improvenent,

I. GSUMMARY

The need for evaluative research in arens of voohe
tional education and training was substantiated by the lit-
erature, The review of related researsh provided wvaluable
insights into several methods and procedures used in proe
gran svelustions, The folloveup survey of graduates and
enployers was adopted for use in this study, and for the
203t part, parsonal intervievws were used in ecllecting data.

Criteria for use in the graduate and employer quese
tionnaires vere obtalned from an analysis of ihe Kanpover
Training Program objectives, Criteria consisted of: ocouw
pational information, occupational askills and related teche
nical kmowledge, and ovcupational attitudes,

At the time of the study, the Manpower Training
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Program had Ybeen in oparation for two years and had provided
training in automotive tune-up, automotive body-repalr, and
combination welding, The Individual Traince Termination of
Training Form provided the names and addresses of 111 trainees
vho held ecertificates of graduation,

The 111 graduate trainees were contacted by letter to
establish their post graduate employment records and to make
arrangeunents for personal interviews, Sixtyesix personal
interviews were conducted and nineteen mailed questionnaires
were returned to make a total of sighty«five contacts or 756.6
per cent of the total population.

The ages of the graduate trainees, at the time they
vere referred to training, ranged from eighteen to fifty-
five ysars, The youngest trainess were enrolled in combinae.
tion welding. The welders had a mean age of 24,2 years,
Body-repairmaen were the next oldest with a mean age of 26,1,
The oldest trainees were found in the sutomotive tune.up
area which had a mean age of 27,2. 7The two oldest trainees,
Tifty and fifty-five were onrolled in automotive tune-up.

The highest level of formal education attained by
graduate trainees was in automotive tune-up with a mean grade
level of 11.9, Bodyerepalr trainees mean grade level attained
vas 1l,1. The mean grade level achleved by the welding trainees
was 10,6, USevaentye-four per cent of the graduate tune.up men,
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66,7 per cent of the body-repairman, and 49.2 per cent of the
wveldsrs had tompleted the twelfth grade.

The national average of manpower men graduates' employ-
ment sxperiences was, 75.3 per cent in skilled cccupations.
The overall average for manpower men graduates, in all train-
ing areas, was /4.0 per cent. The text did not specifically
state that “obtaining a job" was in the area of training, but
it was assumed that these figures represented “in training"
occupationn.l )

Ninatj—sevin and seven-tenths per cent of the man-~
power graduats trainees interviewed wers employed in some
kind of gainful employment. B8ixty of the graduate trainges,
or 70.6 per cent, had obtained employment in the area for
vhich they were trained. This is slightly below the national
average of 74.0 per cent. |

Percentages of graduate trainees employed in the trade
for each of the areas of training were reported as, 58,0 per
cent in automotive tune-up, 56.2 per cent in automotive body-
repair, and 80.0 per cent in combination welding. Conmbina-
tion welding employment exceeds the national average for
skilled trades, while both sutomotive tune-up and body-
repair ares considerably below the 75.3 per cent.

1

V. uillard xirtz
Report by the Secretary of ua%g yasSmaled P arsiniog ‘ashington:

Government Frinting Ufrice, 19651 pe 39.
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The valus of the treining progran to the 90.6 par
cont of the graduates vho indicated 1t had helped them
obtain initial employment esn best he expressed in their
own vords, During the personal intervisw the interviawver
copied as nearly as possible the comments mads by graduate
trainces,
Selected comments follows
Gives & guy a chanoe to learn something, DBetter
than going around without & job, I can remember vhen
I was méginz $50 or $60 a week, 1'l) never regret
manpower tra g+ I've never been ocut of s job more
than three days since 1 greduated,
If 4t vasn't for manpowery training I wouldn't be
where 1 am today. 1 ecouldntt afford to go to school
¢ «» » in this day and age you have to have a skill or
trade in order to survive,
It was a good program. If I hadn't got in it 14
probably still be out of work, I like the program
real woll,

If it hadn't beon raf manpowver training I never
would have had the spportunity to learn a trade,

If 1% hadn't been for msnpower training I wouldn't
have the job I have nows It gave me a better future
and a better ainm in life, DBatter wages than 1 ever
had bofore. I1've made a lot of friends,

The ingtructors, in the opinion of the graduate
trainees, were considered "well qQualified" in their areas of
teaching, Many of the comments during the personal intere
visws exhibited a high degree of respect, admiration, and,

above all, sincere gratitude for vhat the instructors were
daina.
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In automotive tune-up, thirteen items were mentioned
with regard to areas of instruction that were not covered to
the satisfaction of the graduate trainees. Electrielty and
electrical systems, carburetion, and depth in test aquipment
operation were pointed out, during the personal interviews,
a3 being especially important,

In automotive body repalyr eight items were mentioned
with regard to arsas of training that were not covered to the
satisfaction of the graduate trainees, FPanel replacement,
frame stralghtening, and late model body stralghtening were
peinted ocut, during the personal interviews, as being
especlally lmportant.

In combination welding ten items were mentioned with
regard to areas of instructlon that were not coversd to the
satisfaction of the graduate trainees., MIG and TIG welding,
and blueprint reading were pointed out, during the personal
interviews as dbelng especially important,

Manpower graduates consider their "shop experilences"
as being the greatest contribution to gecupational success,
Ratings were consistently higher than either "technical
information” or "physical and mechanical theory."

In the opinion of the writer there is a significant
contribution by physical and mechanical theory to the come
prehension of technical information and to successful shop
experiences. The percentage difference between "technlcal
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information™ and "physical and mechanleal theory" would
indicate this was somewhat recognized by the graduate
trainees,

- The manpower training shops were rated "very good" to
"good" with regard to providing a place to develop safety
habits and safety consciousness.

Graduate trainees are, for the most part, satisfled
with their status in the world of work. There was a high
rate of employment within the population, and those who
exhibited a degree of dissatisfaction with their tralning
and trade, it was noted, did so because of numerous individual
ciraumstances.

The Attitudes Section of the Uraduate Trainee's Juess
tionnaire was an attempt to determine the degree of soncern
that graduates had adout particular occupational factors that
alfect their lives, with respect to manpower training, the
trade, their job, their employer, and their foreman or
supervisor.

Of major eoncern, or first in importance, were well
developed "abilities and skille." "Abilities and skills" were
ranked first under both manpower training and jobs, Similar
concern wvas shown for “efficiency" in supervision, “earning
pover® provided by the trade, and "“co-workers" or friendly
people to work with in the industry.

Cholices of the second most important comments, to the
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graduate traineas, were "learning” from experienced trades-
men, "self confidence" in thelr own work, the “appreciation”
shown by supervisors for their labors, the "future" provided
in their trade, and "gafety" in their work.

The third most important choices wers individual
"regponsibilities™ recuired in the trade as indicated by man-
power training, "production standards” required om the job,
"earning power" provided by the company, "work satisfaetion"
in the trade, and "consideration" exhibited by supervisors.

The fourth most important choices toc the graduste
tralnees were, "reapect” by the graduate trainee's co~workers
aequired through manpower training, "accomplishment" afforded
in the trade, the "future" provided by the trade, “impar-
tilality" shown by supervisors, and "advancement” possibilities
within the companys '

Twenty-gix industrisg were visited in the Waterloo
area to represent fiftyenine graduate trainses, Only those
employers vho had graduates working inm their area of traine
ing were included in the Occupational S5kills and Related
Technical Knowledge section of the gquestionnairae,

Ocoupational specialization in sutomotive tune-up,
automotive body~repair, and combination welding was not
found te be frequent, except in automotive tune-up, Dealer-
ships had tuna-up,'tranamassion, and drive 11n¢,‘e1¢utriea1
system, exhaust system, and wheels and suspension 9§stem

¥
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specialists working in their new car and customer service
shopss During the personal interviews 1t was noted that these
positions were filled with experienced mechanics or the better
gualified manpower graduatss,
' Wage scales ranged from the minimum §1.25 per hour
in automotive tune-up te a high of #4.25 per hour in com-
bination weldings The straight hourly rate was used most
often in welding, while the automotive industries favored
the flat-rate and commission scheduls.

Employers of automotive tune-up men indicated special
omphasis should be provided, during training in electrical
systams, carburetor and fuel systems, and engine analysis
and diagnosise.

Zmployers of automotive body-repairmen suggested
additional training in roof damage, damage estimates, and
matehing paint,.

Employers of comdbination welders found graduates
nesdsed additional instruction and experience in MIG welding,
oxy-acetylene flame cutting, and blue print reading, During
the personal interviews, welding employers ocmphasized the
trainees neaded more practical welding experience to inerease
their production spesd and acouraay,

Kev tools and equipment purchased by the industry
that were not in the manpower treining shops were an auto-
matic ear washer, a hand operated spot welder used in
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body-repair to secure patches or replace panels, and a stud
welder used in the welding area,

The rating of the manpower graduates® occupational
attitudes by the smployers wag considered to be s most
important part of the study, Their Jjudgment with respsct to
all of the graduates represented was used in the evaluation,

How manpowsr graduates rated with regard to respact
for company tools and ejuipment found 67,8 por cent of the
graduates to be "eareful" or "very carsful,” with 23,7 per
cent rated "indifferent.” Fifty-nine and threa tenths per
cent were rated “good" or "very careful' with respset for
the cost of company materials, while 16,9 paer cent were
rated falr,

Smployera reported that, 59.3 per cent of the grade
udate trainees were "neat and clean" or “exceptionally
pleasing™ in personal appearance and cleanliness, with 37.3
per cent rated fair. An additional cleanliness rating was
made with respect to the graduaste trainece's workspace,
Fmployers indicated that 45,8 per cent of the graduates
kept a "neat and clean" or "very clean" workspace, while 42,4
per cent were "just passable."

The graduate trainees efficient use of time, as
reported by the employers indicatad that 20,4 per cent of
the graduates had a tendency to "loaf with otheprs" or "waste
time," while 79.7 per cent vere considered to be "passable,"
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It was intereating to note the comparison between the effl.
clent use of time and employers! rating of the graduate's
initiative and drive, with L7.4 nrer cent rated above average,
Hinety~four and nine-tenths per cent of the graduates were
wllling to do werk outside their trade, while only 78.0 per
cent were willing to work overtime and 71,2 per cent were
willing to work on Saturday,

¥inety~cne and five-tenths per cent of the graduate
treinees were consldered to be conscious of hazards to
safety,

The employers indicated that 96,6 per cent of the
graduates responded well to taking orders and inatructions
and that 81,3 per cent were paseable with respect to accepte
ing responsibility., 7%ightysfour and seven-tenths per cent
of the graduates had presented no attendance prcblems for
employers, however, 15,2 per cent, presented problems,

As employees, 9,9 per cent of the graduates were
considered to be sverage or above average, Twelve, or 20,3
per cent, were rated "very gooé," 40,7 per cent were rated
"good," and 33,9 per cent were rated average.

These percentages would seem to indicate a better
than average attitude exhibited by manpower gradustes,
toward work and umplbymnnt. However, the writer was par=
tioularly concermed ﬁitﬁ the atﬁitudes toward the efficient

use of time and attendance problems,
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11, COKCLUSIONS

The Manpower Development and Training Program was in
its infancy when the trainees included in this study were in
training., Many of the sugpgestions made by the graduate
trainess were initiated following their graduation and prior
to this study, These improvements were with respect to the
purchase of new tools and equipment, arrangement of facilie
ties, and instructional aids and techniques.

As a result of this study the writer has arrived at
the following conelusions:

(1) The Manpowsr Development and Training Program
has improved the economic and personal well being of its
graduntes, |

(2) Unemployed and underemployed persons from ages
eightesen to fifty~five have shown a desire to partieipate in
trade training and retraining and 70,6 per cent have proved
sucecessful in the industry.

(3) The Manpower Development and Training Progranm,
in providing graduate trainees with basic trade skill and
knowledge, was proved beneficial to the industries in the
Waterloo, lowa area.

{(4) The eombination welding trainees' employment
experience in the area of training was shown to exceed the
national average, of 75,3 per cent, in the skllled trades
by 4.7 per cent.
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(5) The automotive tune-~up trainees' employmant
experience in the area of itraining was below the national
averags, of 75,3 per cent, in the skilled trades by 17.6 per
cent,

(6) The automotive body-repair tralnees' employment
experience in the area of training was below the mnational
average, of 75,3 per cent, in the skilled trades by 19,1 per
cent,

(7) The automotive industry's flat-rate pay schedule
makes it diffiecult for knowledgeable, but inexperienced
graduate traincas to meet production standards and thereby
realize a living wags,

(8) Combination welding trainees experienced dife
ficulty in meeting production standards in accuracy and
speed., '

ITY. RECOMMENDATIONS

The following recommendations, based on the informa-
tion contaired in thls study, are considsared to be approprie
ate for the improvement of the Mampower Development and
Training curriculum,

(1) HSach of the training areas should be evaluated
in accordance with the information contained in this study
in an attempt to insure the best possibls oceupational

preparation for the manpower graduates,
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(2} Higher standards of performance should be required
in esach of the training areas with respect to acouracy and
produstion speed,

(3) Higher standards of performance ahould be required
in the sutomotive *une-up training ares with respect to
physical and mechanicel theory and technical information,

(L) The automotive tune-up training area zhould nro-
vide additional training, bteyond tune-up, to include at least
one engine, transmission, and differential overhaul,

(5) The automotive body-repair training area should
provide training in automoblle frsme straightening and major
collision repair.

(6) The combinstion welding training area should be
provided with actusl industrial welding practice, similsr to
the "live" automoblles used in the auvtomotive shops.

(7) Ineresased emphasis should be placed on the
development of the occupational attitudes that are recome
mended by the industry,

(8) Instructors should present & true appraisal of
industrial demands, working cornditions, and salaries az they
pertain to their respective industries, Periodic visits,
by the inmnstructors, with the repreassntatives of the “mploy-
ment Service, the industry, and visits to industrial facilities

are recommended,
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(9) GZvaluations similar to this study should be made

periodically to maintain the Manpower Development and Traine
ing Program in accordance with industrial rejulirements,
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DEPARTMENT OF SPECIAL SERVICES
April 16, 1965

Mr. Boyd Graber .
Director of Vocational Education
State Office Building

Des Moines, Iowa

Dear Mr. Graber:

The Independent School District of Waterloo has provided
training under the Manpower Development and Training Act since
March U, 1963. During this two year period, 111 trainees have
been graduated in Automotive Tune-Up, Automotive Body Repair
-and Combination Welding.

As Coordinator for the Manpower Development and Training
Program, here in Waterloo, I am very much interested in whether
the program has provided the kind of training that will best fit
the trainee for occupational success. I propose, therefore, to
evaluate through a survey of graduates and their employers,
the Manpower Development and Training Program conducted by the
Independent School District of Waterloo, Iowa. It is hoped that
this study may prove valuable in the improvement of the Manpower
Program.

The study will also be submitted to the State College of Iowa
as a thesis, "An Evaluation of Manpower Development and Training",
for partial fulfillment for the degree of Master of Arts in Education.

I have discussed the advisability of such a study with
Mr. Paul Phillips, Office Manager of the Waterloo Employment -
Service and with Mr. William Schuermann, State Consultant in charge
of Manpower Development and Training and have received their approval.

I hope that this proposal will meet your approval and that
you could advise me ags to whether similar studies have been done in
Iowa or in other states. I would be very grateful for any recommendations
you might make.

Sincerely,

MR. JEAN R. ROUSH
Coordinator, M.D.T.A.

JRR:db
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PAUL F. JOHNSTON
SUPERINTENDENT

W. T. EDGREN DAVID H. BECHTEL L. N. JENSEN
ISTANT SUPERINTENDENT . ADMINISTRATIVE ASSISTANT : ASSISTANT SUPERINTENDENT
ADMINISTRATION . INSTRUCTION

April 23, 1965

Mr, Jean R. Roush
Coordinator, MDTA
Administration Building
1516 Washington Street
Waterloo, Iowa

Dear Mr. Roush:
In reply to your letter of April 16.

I am very happy to give my blessing to the study that
you plan. Ever since MDTA has been in existence I have
asked various people about the results of our training.

In most cases they tell me that the placement is about 75%.
To me when they say it in that fashion I know that is is

a guess., I have also wondered whether our people, after
training, really stay very long in the occupation for
which they are trained.

I shall be very interested in knowing the results
of your study. It should give us some concrete evidence
of how well our training program works and whether people
really stay in the area of their training.

Sincerely yours,

BHG:bb
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DEPARTMENT OF SPECIAL SERVICES
April 16, 1965

Mr. Donald L. Lippold

Director of Industrial and Adult Education
Waterloo Public Schools

Waterloo, Iowa

Dear Mr. Lippold:

The Independent School District of Waterloo has provided training
under the Manpower Development Training Act since March &, 1963. During
this two year period, 111 trainees have been graduated in Automotive
Tune-Up, Automotive Body Repair and Combination Welding.

As a member of the Waterloo School faculty and Coordinator of the
Manpower Development and Training Program, I am very much interested
in whether the program has provided the kind of training that will
best fit the trainee for occupational success. It is my purpose,
therefore, to evaluate through a survey of graduates and their
employers, the Manpower Development and Training Program conducted by
the Indeperident School District of Waterloo, Iowa. It is hoped that
this study may prove valuable in the improvement of the Manpower
Program and provide insights into the philosophy and structure of future
industrially oriented vocational training programs.

The study will also be submitted to the State College of Iowa
as a thesis, "An Evaluation of Manpower Development and Training",
for partial fulfillment for the degree of Master of Arts in Education.

I have discussed the advisability of such a study with
Mr. Paul Phillips, Office Manager of the Waterloo Employment Service
and with Mr. William Schuermann, State Consultant in charge of
Manpower Development and Training and have received their approval.

I hope that this proposal will meet with your approval. I would
be very grateful for any recommendations you might mgke.

Sincejely,

MR. JEAN R. ROUSH
Coordinator, M.D.T.A.

JRR:db



WATERLOO PUBLIC SCHOOLS
Administration Building . 1516 Washington Street . Waterloo, lowa 50702

ERNEST W. BARKER
Jirector of Curriculum and Instruction

August 5, 1965

Mr. Jean R. Roush
Coordinator M.D.T.A. Program
Waterloo Public Schools
Waterloo, Iowa '

Dear Mr. Roush:

Your request for a followup study to evaluate through a
survey of graduates and their employees the manpower
training program coordinated by the Independent School
District of Waterloo, Iowa is hereby granted.

I would be interested in the evaluation following completion
of your study.

I hope that you will find your project to be one of interest
and challenge to you.

Sincerely,

ok 1S Barkor,

Emest W, Barker
EWB:b
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DEPARTMENT OF SPECIAL SERVICES

April 12, 1965
Dear

The Independent School District of Waterloo has provided training under
the Manpower Development and Training Act since March 4, 1963. In this
two year period the program has graduated 111 trainees in Automotive
Tune-Up, Automotive Body Repair and Combination Welding.

As Coordinator of Manpower Development and Training here in Waterloo,
I am very much interested in whether the program has provided the kind
of training that will bring success to the trainee in his field of work.
Because you have received the training and have worked in the industry,
you can best provide the answer.

Please complete the information on the enclosed page and return it
to me as soon as you can. I have enclosed a stamped self-addressed
envelope for your convenience.

When I receive your return letter, I will contact you to find out
when we can meet to discuss the training program.

Again, I am interested in how you feel about the training you
received. Your cooperation in "An Evaluation of Manpower Development
and Training" will help the Waterloo Schools provide the best possible
training for future Manpower Trainees.

Sincerely,

MR. JEAN R. ROUSH
Coordinator, M.D.T.A

JRR:db
Enc.
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HANPCWER DEVELOPMERT AND TRAINING
POST GRADUATE EMPLOYMENT INFOIMATICOR

NAME
ADDRSSS __ CI1TY
TELEPHONS

WHERE HAVE YOU BiEK ZMPLOYED SIRCE YOU GRADUATZD FROM
KANPOWER TRAINIKG?

SPLOYER & ADDRESS KIHD OF WORK DATE STARTED DATZ TERMINATAD

¥ A
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WHERE ARZ YOU EMPLOYED NOW?

A note written here will get to your instructor:
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"ROGRAM:  TYPE OF ACT! 1 D/L-D/HEW MT-101 (Rev. 7-8
DTA — 1 lnsth _M: “"::slc B CHARACTERISTICS OF TRAINEES B .

RA —2 OT _2 PevVo — 16 Under the MDTA and the ARA Budget Bureau No. 44-RI1202.1.
Mer — 4 EWD 4  Other _ 32 203
\. 1. State 2. LO. 3. Project No. Section No.
(Code) (No.)
4, Occupation D.O.T. Code
5. Name 6. SSA No.
, (ashy Gy Gty
7. County of residence
(Code)
8. Dateofbirth: ________ 9. Sex: Male —1 10. Handicapped: Yes — 1 11. Prior military status:
(Mo. and year) Female — 2 No — 2 Veteran —
12. Marital status: 13, Primary wage eamer: 14. Family status: z:?:;::w service - ‘
Single -—1 Yes — 1 No— 2 Head of family or Other nonvet -
Married -9 Head of household: Not known -
Other — 4 15, Number of dependents: Yes .- 1 No—2¢ -
—0 —2 4
b —_1 —3 —5andover
-
| 1. Highest grade completed:
Code O 1 2 3 4 5 6 Code College: 7 8 9
Grade 0 1234 5 67 8 91011 12 Year 123 4 4+
. 2. Primary occupation D.O.T. Code
How long worked in (Months) When last worked in (Month and year)
. 1. Did applicant express willingness to accept job out 4, Reason for refusal of referral or failure to enroll:
of area? Yes— 1 No—2¢ Obtained employment — 1 Poor location or hours of training —_
feral . B Moved from area — 2 Insufficient allowance for training —_
2. Referral to Lrumu;g or ’Re";'“:; 9 lliness (include pres.) —_3 Not available (in school, Armed
Accepted — elusec — Not interested —_4 Forces) —
3. Enrolled: Yes— 1 No— 2 No one to look after family —
) Reason not known —
: 5. Was reason considered: Other (Specify)
For good cause — 1 Not for good cquse —— 2 _
E 1. At time training offered, applicant was: 2, Years of gainful employment:
: a. Underemployed N Under2—-0 21 3-9—-2 10 or more — 3
35-39 hours per week and less than full time — 1 3. Unemployment insurance status: Claimant — 1 Nonclaimant — 2
Less than 35 hours per week — 2
Under skill level — 4 4. Public assistance status: Recipient — 1 Nonrecipient — ¢
Impending technological layoff — 8 5. As defined for reimbursement of training costs, applicant is:
b. Reentrant to labor force — 64 Unemployed — 1 Other — ¢
¢. Unemployed — 16 6. Last I I .
Weeks unemployed: 1526 — 3 . Las ré)su aremp oyment: .
Less than 5 — 1 27-52 — 4 a. Occupation D.O.T. Code
5-14 — Over52 — 5 b. Industry S.IL.C.
d. Farm worker — 32 ¢. Straight-time average hourly earnings $
Eligible for allowance (Nof applicable for ARA):
£ 1, Regular training: 2. Youth training: 3. Subsistence-transportation:
; Yes — 1 Avugmented — 3 No — 2 Yes — 1 No— 2 Yes — 1 No— ¢
or youth:
. What was the most important reason for your leaving school? (Check only one)
- Graduated from 12th grade — 0 Because of low marks in school -5
b Iliness —_1 Had to work on family farm or in family business — 6
. Had to support self —9 Trouble with teachers or school authorities —1
: Had to support family -3 Marriage or pregnancy —8
Preferred work to school -— 4 Other —9
g (Specify)

Living with parents (either own or spouse’s)?  Yes— 1 No— ¢

. Highest grade of regular school father ever completed? Code 0 _ 1 2 3 4 5 6 Code College: 7 8 9
Grade 0 1234 5 67 8 91011 12 Year 123 4 44

(Data Processing Office Copy)
¥ U, S. GOVERNMENT PRINTING OFFICE: 1964-0-746-371
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[ dmstit. [0 INDIVIDUAL TRAINEE DL/DHEW—MT-102.
(]2 or []2 TERMINATION OF TRAINING Expires: 9/30/63

[]3 Other []3
agh: —

. Name: 3. SSA No.
{Lost) {First) (Initial)

Date of Birth

(Month) {Day) (Year)

. Address

{Number and Street) (City) (Zone) (State)
. State 5. Date section began 7. No. days attended

(Name and Code)
'. Project No. 6. Date trainee terminoted 8. No. days absent
i. Section No.
. Occupation for which training conducted D.O.T. Code

(D.O.T. Title)
dature of Termination:
. Completed training Oo 2. Did not complete training:
a. Involuntary termination b. Voluntary termination

For poor ottendance For training —related job
For lack of progress

Other (Specify)

For nontraining —related job
Other (Specify)

aoa
aN -

0ad

dackground information concerning termination (Do not complete if item C-1 is checked):

or the training facility: : Date

This is to certify that the circumstances of termination for the trainee to whom this report refers hove been determined to be:
r good cause . not for good cause 0 2.

Name (Signature)

(Typed or printed)

itle (Instructor or supervisor}

acility Name

\ddress

{Number and Street) {City) {Zone) (State)

JSED ONLY WHERE GOOD CAUSE IS NOT SHOWN

or agency or organization responsible for training: Date

| have reviewed the circumstances surrounding the termination of the trainee to which this report refers and have found them to
ccurately described.

lame (Signature})

(Typed or printed)

itle (Agency head)

\gency Name




204a

ccupation for which training was given

structor’s name

TRAINING RECORD

Dates: Began

Ended

UNITS OF TRAINING

HOURS RATING

UNITS OF TRAINING

HOURS RATINC

ease evaluate each of personal traits listed below by checking the appropriate block.

Hard worker; willing

NDUSTRY, ENERGY. Energy is ap- | Usually Sometimes Average in Exceptionally diligent, ea
ication to school duties day by day. | indifferent lazy. industriousness. h:s:o m;re than to do more than assigned.
assigned.

RELATIONS WITH OTHERS. Help- | Surly, Sometimes Usually tactful and Always congeniol Highly cooperative; inspi
viness and cooperativeness with asso- | troublesome difficult to obliging; self-control and cooperative. cooperation.
iates and superiors in manner and | indifferent. work with.
et
:MOTIONAL STABILITY. Ability to | Loses his Apathetic; Usually well controlled Bolance of responsive- Notable and unusual con
ontrol emotions. heod easily. unresponsive. ness ond control. of emotions.
EADERSHIP.  Ability to get others to | Unable to lead. Not usually Sometimes displays Leads well under most Displays marked ability to m
:ooperate. a leader. leadership. circumstances. things go.
\PPEARANCE. Such factors as clean- | Untidy Clean, but Average in grooming Neat dress Outstanding in taste and cc
ness of clathing ond person including | carelessly careless of and dress. well groomed.
.are of hair, teeth, nails, etc. dressed. appearance

and grooming.
\BILITY TO LEARN. Ease in learning | Unable to Learns slowly. Average rate Above average Outstonding in mental abi
)lew methods, adapting to new situa- | learn. of adaptation. in capacity. and olertness.

ions, tasks.

JEPENDABILITY. Faithfully carries | Needs constant Sometimes Responsible but needs Very dependable; Thoroughly dependable, tr
wt assignments.  Beors full shore of | watching. unreliable. some directions. needs no discipline. worthy.
esponsibility.
'UNCTUALITY. Always tardy. Seldom on On time but needs On time most of Always on time.
time. some prodding. the time.

STRUCTOR'S COMMENT.

FRAVING o Ln

: Superiag

t Averagea
Needs Luprov..

CP.3304
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AN EVALUATION OF MANPOWER TRAINING
IR WATERLOO, 1OW

Graduate Trainee
Interview Guide-Sheet

;ﬁﬁgﬂgﬁ{;ﬁ&ﬁil The questions on these pages will give you a

chance how you feel about your Manpower ratninu

All of the questions are ooncernsd with your experiences
during your training and after your graduation, Your
answers, along with the answers of all the other graduate

ér:ﬁa;:;, will help strangthen the Manpower Program in
atey .

Ploase answer the ques.

BONS MWWI&WW@W*

El§2§35h¥. nformatione "Technical information”
means the of informat on you naed to have to do a Job.

It means that you can figure out what has to be done
you know what tools and equipment will be needed, an
you know how to go ahead and do the Job,

Iheory. "Theory" means the physical science princie
ples that are involved in the explanation of why things act
or operate as they do,

A. Introduction to automotive body and fender

repair

B, Fundamantals of metalworking
C. Oxye-scotylens snd ave welding
g‘ Bﬂay ‘eég:iiggiming and i

o Frame repair
F, Hadar body repalr
G, automotive 83 service
H, Hardvare repalr service
I, Station ung body service and repair
J. Hydro«electric system service
K. Painting and refinishing
Ls Shop Hanagenment
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2. 1

30

b,

5e

6.

7.

8.

9

GRADUATSE TRAINEE

SJUESTIONNAIRE

What 18 your present jobd?

your %cmt Job in your area of trazninz?

iP RO PLEA&E CHICK THE HEASCHS:

m'rm;ia MM AVAILABLE ____ HBSALTH REASONS ___

LACKED SKILL QUALIPICATIONS __ = SALARY o « o &

LACKED JOB SXPERIBKCE + « « ... OTHER

Have m{g\; ahangwd Jobs since you graduated from Hanpower
— 1P Y25, PLEASE CHECK THE REASONS:

———

Lﬂ:"‘m e BETTER SALARY _____
WORKIKG CORDITIORS , e “LEBT GO" & o«
LACKED JOB EXPERIGNCE ____ OTHER

Did the training you received in the Manpower Training
Progmm zyzg%p you get your first jodb?

Hov soon after graduation 4id you get your first job?
(chack the tlmo%n ¥

IMMBDIATELY 2 WERKS ., . . —
1wm‘.________ uomrmzwms
How 414 you your first job?

STATE w'r smvma — YOURSELF _____

PRIVATE EMPLOYMENT SERVICE FRIENWD

AN

HWEPAP%....QOQOW OTHER

ﬂaw ymx m.a a position of leadership in your department?
— LF YE3, WHICH OHE OF THE FGLLGHIRG:

me N —— ASSISTANT SEZRVICE MANAGER

waxswm FORZMAN .. SERVICE MANAGER OR MANAGER_

POREMAN 4 4 o ¢ ¢ e HAVE MY OWR BUBINESS , « ___..
OTHER

Have you attended any specisl tra schools since you

gradugted from Manpower Training? (welding school, tune-u
uhcol., rmt end alignment school) ’ P
m‘ ———— 1P Y8, WHAT SCHOUL, WHAT AREA, AND HOW

If 1t had not been for the Manpower Development and Train-
m Act \{%gld you have besn able to pay for trade training?
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10, Did you consider your shop training instructor as being:
WELL QUALIFIBD . + o
FAIRLY WELL QUALIFIE@ —
KOT WELL QUALIFIED

11, In vhat area do you think your shop training instructor
vas qualified? (plaasa check only one)
CLAS. OOM INSTRUCTIOR
SHOP INSTRUCTIOR ., .
TECHNICAL INFORMATxow
JOB EXPERIBNCE o o o e

12, How would you rate shop training instructor qualifications?
(rate each one of the gqualifications)

Fairly Very
Important / Important / Important
CLASSROOM INSTRUCTION o + , L /
SHOP INSTRUCTION ., ¢ o o ¢ { V4 V4 /
TRECHNICAL IRFORMATION . « « 4 Z Vi /
JOB ‘@[PERIWE » % » % ¥ O.l / / /
13+ Do you think your shop training instructor gave you enough
1ndiv1dual help during your tre&n&gg?
NO . ¥B8 ____ IF BO, CAN YOU GIVE A REASON?

14, Was the information that was covered in the classroom,
g-narall§gusod rifht away in the shop work?
8 F RO, WHY?

15. Do you think the shop training instructors and supervisors
gave you a true plcture of what the industry would be

like?
NO _____ YES ____ IF RO, WHY?
16, How would au ratc the following things in the Manpower
Training
SHOP GPACE . . .
WORK ARBAS L.z Vi A / /
STORAGE . . e o L 7 VA / yd /
TOOLS AND EQUIPMER! Y AR 4 z P4 L /
CLASBROOM. . . . . . . . V4 L yA 4 /
VBRTILAZION . . « . . « [ [ Z y4 V4 /
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17, Was there some of your work that vas not included
t? y?ur training? (look at the List of Units of Instruce
on
KO YRS IF YES, WHAT? |

18, Was there some area of your training that have not
used in your work? (look at the List of Units of Instruce

tion)
i} YBs IP YE3, WHAT?
19, Were there areas of ; tratn&n% that coversd to
’ {ook at the List of t%ggk Instruce-

zuur satisfaction? (
ion)
KO YES 1F Yi8, WHICH? , _

20, Do you think that more instruction in Reading, Writing, or
Mathematics would have been helpful to you?
BO B8 IF Y88, WHICH ONES?

21, Hov would you rate each of the following parts of your
training? (rate sach part)

Falrly | Very
TECHWICAL INFORMATION o « « o o 7 7 7
PHYSICAL AND HECHANICAL THEORY [/ Vi 7/ 7/
SHDPEK.PMIMK.....-;.{ V4 L /

22, ¥Were you satisfied with the training you received in the
gsnpowtgyggninlng Program?

23 gge you ;ggiltiod with the trade you have chosen?

2k, Are there new tools and equipment in the "field" that
were not in the Manpower Irasining shop?
NG YES 1F YEB, WHICH KINDS?

25, Have you found it 4iffieult to adjust to 0ld or to dife
ferent kinds of tools and equipment from those used in the
Manpower Training shop?

RO YRS IF Y88, WHICH ONES?

26, Have you had to do any tool or squipment maintenance in
our work?
0 YEs IF Y28, WHAT KINDS?
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27. What ungafe conditions have you found in gour occupation
that WERR NOI considered in the Manpower Training Shop:

28. How would you rate ths Manpower Training shog for providing
a plgea to develop good safety habits and safety consclous-
ness
VERY GOOD ___ GOOD AVERAGE _____ POOR VERY

POCR

29, Are you satisfied with your present job?

RO YES

30, Are {:u satisfied with the company where you are now
working?
KO YES

31. Are you satisfied with your present boss? (foreman or
i

32, Here 13 a list of things that have been said about
Han: r Training. Read each comment and if it does not
tell how you feel about the training, write what you
think about the comment in the space provided.

Bumber the comments 1, 2, 3, and % in the order that
you think they were most 1mpartant to you, (your choice of
the most important comment should be marked number 1)

MANPOWER TRAINRIRC HELPED MZ DEVELOP MY OWN ABILITIES
AND BKILLS,

AN

— nggowsa TRAINING GAVE ME MORE CONFIDENCE IK MY OWN
WORK,

 MANPOWER TRAINIRNG HELPED ME TO GAIN THE RESPECT OF
THE PEOFLE I WORK WITH. '

MANPOWER TRAINING SHOWED ME WHAT WOULD BE TXPECTED
OF ME ON THE JOB.

33. Here 18 & 1list of things that have been said about
jobs, Read each comment and if 4t does not tell how you



34,

35,
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feel about your Jjob, write what you think about the
ocmment in the space provided,

Number the comments 1, 2, 3, and 4 in ths order that
you think they are most important to you. (your choice of
the most important comment should be marked number 1)

THIS TRADE GIVES ME A CHANCE T0 DO SOMETHING WELL.

THEZRE I8 A GOOD FUTURE 1IN THIS TRADEZ,

I REALLY LIKE TO WORK IN THIS TRADZ.

THIS TRADE WILL HELP ME MAKE A LIVING FOR MYSZELF/AND
MY FAMILY.

Here 18 a list of things that have been said about
jobs, BRead each comment and if it does not t=1l how you
fesl about your job, write what you think about the
coument in the space provided,

Number the comments 1, 2, 3, and ¥ in the order that
you think they are most important to you, (your choice of
the most important comment should be marked number 1)

e THAS JOB QIVES ME A CHANCE TO DEVILOF MY ABILITIES
AKD SKILLS,

THIS JOB GIVES ME A CHANCE TO COMPARE MY WORK WITH
THE WORK OF ZXPSRIENCED MEN IN THE TRADE,

THIS JOB GIVES ME A CHANCE TO LEARK FROM MZN WHO HAVE
HAD EXPERIENCE IN THE TRADH.

THIS JOB IS ONLY A STEP ON TH: WAY TO A BETTER JGB.

Here is a 1ist of things that have been saild about
enployers or companies, Read each comment and if it does
not tell how you feel about your employer or company,

write what you think about the comment in the space

providad,
Number each comment 1, 2, 3, and 4 in the order that
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you think they are most important to you. (your choice
of the most important comment should ba marked number 1)

THIS COMPANY IS5 4 FAIRLY SAFE PLACE TO WORK.

THERE IS A GOOD CHAKCE FOR ADVANCING IN THIS COMPANY.

THI8 COMPANRY HAS FRIBNDLY PBOPLE TO WORK WITH,.

THIS COMPANY PAY8 A GOOD WAQGE,

36. Here is a 1ist of things that have been said about
foreman and suparvisors. Read each comment and if it
does not tell how you feel about your foreman or superw
visor, write what you think about the comment in the
space provided,

Rumber the comments 1, 2, 3, and & in the order that
you think they are most important to gou. (your choice
of the most important comment should be marked number 1)

MY BOSS TREATS ALL OF THZ MEN THi SAME.

_____ MY B0SS KNOWS I AM NOT EXPERIENCED AND HELPS ME TO
LEARN ON THE JOB.

MY BOSS KNOWS HIS JOB AND GIVES ORDERS AND INSTRUCTIONS

A—————

WELL,
MY BOSS SBEMS TO SHOW AN INTEREST IR HE AND IN MY WO:iK,

37. What is your average weekly wage? (gross)

38, How many hours do you work overtime each week? HOURS
* SATURDAYS? NO YES
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AN EVALUATION OF MANPOWER TRAINING
IN WATERLOG, IOWA

Employer
Interview Guide-Sheet

INSTIRUCTIONS: The success of any employee is measured by how
well he is able to fulfill the occupational needs of his
employer, With this in mind we, of the Manpower Dsvelopment
and Training Program in wWaterloc, Iowva, are very interested
in what you think of our Manpowey Graduates. Your answvers to
the questions on these pages, along with the answers of other
smployers, wil% gelp agrengthen theqﬁanngor Program in

Waterloo. JHAD EORM 18 ﬁ%&ﬂﬂ CONFIDENIIALe Please ansver
the ques%ions a3 completaly as you can,

, ln{gmasm "Technical information" means
the kind of information the employee should know in order to

do a job, It means that hse can determine what needs to be
done, that he knows what equipment and materlals will be
needed, and that he knows how to proceed with the job.

Iheorve "Theory" means the physical science princile
ples that are involved in the explanation of why things act
or operate as they do,

LIST OF UMLTS OF INSIRUCTION PROVIDED IN IHE MANPOWER IRALNING
CQURSE LNt
COMBINATION YELDING

A. Are welding (4 positions)
8, Metal Inert Gas welding (MIG)
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Oxy~-acetylene flame cutting
Oxy-acatylene gas welding

, Blue print reading and technleal information

Ingpection and weld testing
Shop mathematics
Metallurgy



NAME OF COMPANY
YOUR POSITION WITH THS GOMrARY

1.
2.

3o

4.

De

70

84

2.

10.
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BMPLOYER
QUESTIONNAIRE

In what line of work is your department?
SBRVICE ‘ M&EﬂFA"TURIRG

How many employees are there ln your department’

Are jobs specialized in your dapartmnnt? (carburetar specia=
list, electrical system speclalist, body straightening,
§a1nter, arc weldor, MIG weldor, TiG weldor)

YES IF YES, HOW?

Have you found Manpower Graduates able to do the work for
which thay were hired?
KO . Yis . HOW MANY COULD NOT?

How soon after hiring does tha Manpower Graduate begin to
gay his way with the company?

WEPKS __ 5 WEEXB _____ 2 MONTES _____ MORE THAN 2 MONTHS

During the "breaking in period” how do Manpower Graduates
perform in the production of thelr work?

MAXE MANY ERRORS "~ ARE CAREPFUL , .,

ARE CARELESS , . . ARE VERY ACCURATE

ARE FAIRLY ACCUHATE

Have Manpower CGraduates held positions of leadership in
your department?

No YES _____ IF Y&S, PLEASE CHRCK THE FOLLOWING:
LEATMAN ASSISTANT SERVICE MANAGZIR
ASSISTART FOREMAK - SERVICE MANAGER o o « « o

OTHER

————

FOREMAR . « o o

Are there areas in the trade where Manpower Graduates
need to improve thelr skill or knowledge?
NO YES IF YES, WHICH AREAS?

Do Manpower Graduates show an understanding of the processes
involved in their job? (dlagnosis, repair, layout, set-up,
or eenstruction)

VERY GOOD ____ GOOD ____ AVEZRAGH POOR ___ VERY FOOR ____

How do Manpower Graduates learn on the jJob?
VERY GOOD ___ GOOD ____ AVERAGE ____ POOR ___ VERY FOOR ___
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11l. Have you found Manpower Graduates who had difficulty read-
ing, writing, or working problems in mathematies?
NO ___ YES ____ IF YES, WHICH?

12, Have you installed any new types of equipment or processes
within the last two years?
NO . YES ____ IPF Yi5, WHAT?

13, How important do you think each of the following are to
the employee in the performance of his job?

TECHNICAL INFORMATIOR ., .
FHYSICAL AND MECHANICAL TREORY L L L /
SHOP EXPERIENCE o o o ¢ o ¢ o o [ z L /

1k, ﬁgc thp%ggr Graduates conscious of hazards to safety?

15, Bow do Manpower (raduates respond to taking orders and
instructions?
VERY GOOD GOOD AVSRAGE POOR ____ VERY POOR ___

16, How do Man owor Craduates regard res?onsibility?
BUCK PASS . S LIKE IT
EVADS RE&PORBIBILITY SEBK IT ARD HANDLE IT
PASSABLE o o ¢ ¢ » WELL o o ¢ @« o o o o o

—————

17. How do Manpower Graduates get alun% with thelr coe-workers?
DO NOT GET ALONG ___ .
THEY ARE TOLERATED WELL LIKED
K“tl‘ll--uvom

18. How effieciently do Manpownr Craduates use their time?
WASTE TIME ., . BY
LOAFS WITH OTaaRB V3RY BUSI
PASSABLE & ¢ o & . - B
19. How do Manpower Graduates use and care for company tools
and squipment?
RGUGH * @ @ Cmm . o
CARELESS  ____ VERY CAREFUL ____
INDIFFERENT

20+ How do Manpower Graduates respect eompany materials?
WASTUFUL Goo
CARBLESS VERY CAREFUL
FAIR

AR
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21. How do Manpowsr Graduates keep tneir workapacse?

VEZRY UNTIDY KEEPS SPACE CLEANW
CARFLESS , , SPACE VERY CLEAN AND
JUST PASSABLE ORDFRLY o ¢« o o o o

22, How do Manpower Oraduates rate in personsl appearance
and cleanlineas?

TH8SY AND DIRTY WEAT AND CLEAR , .,
UETIDY ., & o ® FXG“PTIOHALLY PL“ASIFG

FA IH ] [ L3 ® L

23, Do Manpower “raduetes show Initistive and drive?
YES SOME, AVERATE LITTLE No

24. Have Manpower “radusites shown a willingness to work in
areas other than in thelir trade?
NO Yus3

25, Do Manpower (Oradustes show & willingness to work overtime,
if glven the opportuﬂityf
NO Y3 JATPURDAYRY KO v

26, Do Manpower Uraduates preassnt an sttendance »robleom!
HO YiS IF Y53, PLEAZL COMMENT,

27. How would you rete Manpower (raduates as amployees?
VERY ¢00D GOOD AVERAGE POOR VERY PoOR

28, What iz the hourly wage range in your department?
T'ROM T

29, On what payment plan does your department copercte?
HOURLY RATE , o« « &
HOURLY RATE PLUS CGFVI%%IOH
INCHRTIVE , o . o
THCENTIVE PLUS Pﬂwmlgﬁlﬂﬁ
wT’AT.RAWC'.QOQOOQ

HH

PLEASY P74, FREE TO MAKY ARY ADDITIONAL COMMEMTS THAT YOU Y
HAVYE AROUP MANPOWER GRADIUATRER OR THE MANPOWER TRAINING “Qﬁ‘ﬂﬂ?.

TEARE YOU VVRY MUCH WOR YOUR TIME,
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