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ABSTRACT 

This study explored the effectiveness of the 

Manpower Development and Training Program in Broward 

County, Florida. A telephone survey was conducted 

with graduates from MDTA classes of 1970, and inter-

views were held with counselors, teachers, labor 

supervisors and analysts. The study disclosed that 

forty percent of the graduates had never worked in 

the occupations for which they were trained; thirty-

nine percent had worked in the occupation, yet left 

for various reasons. 

The researcher concluded that the program needed 

improvement. Suggestions included: implementing the 

skills center approach; closer coordination between 

employment service counselors and vocational instructors; 

and concentrated job placement effort prior to train-

ing completion. 
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I. INTRODUCTION 

When the Manpower Development and Training Act 

(MOTA) was passed in 1962, a significant step was taken 

towar.d the creation of a national manpower policy. 

Under this legislation, thousands of individuals are 

trained each year and enter the nation's work force, 

equipped with vocational skills. Emphasis is placed 

upon training the disadvantaged population which would 

otherwise not have the opportunity to earn steady 

incomes or to advance beyond menial types of work. 

Administration of the MOTA program involves 

coordination among agencies at local, state, and 

federal level. Review and approval of training is the 

responsibility of the Federal Bureau of Employment 

Security. State Bureaus of Employment Security, through 

local employment service offices, are responsible for 

determining job opportunities and initiating training 

proposals. The Office of Education of the Department 

of Health, Education and Welfare (HEW), mainly through 

State boards for vocational education and local school 

officials, has the responsibility for providing suitable 

training and facilities. 1 

1 d . . . u.s. Department of Labor, Manpower A m1n1strat1on, 
MOTA: A SUMMARY OF THE MANPOWER DEvELOPMENT ANQ TRAINING 
ACT OF 1962, AS AMENDED (Washington, D.C.: Government 
Pr1nt1ng bff1ce, December, 1965), p. 15. 
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Generally individuals deemed eligible for training 

are unemployed, underemployed,or working below their 

skill capacities. 

Yet before training is undertaken it must be 

determined that these workers cannot reasonably obtain 

full~time employment without MDTA. Moreover, there must 

be an expectation of employment in the occupations for 

which these workers are to be trained. 

This thesis is concerned specifically with the 

MOTA program in Broward County, Florida. Research 

findings, conclusions, and recommendations should not be 

interpreted as necessarily applying to other areas. 

A. PURPOSE OF STUDY 

This study seeks to discover whether participation 

in the Broward County MOTA program is positively 

related to job placement and success in training 

related employment. It will base its conclusions on 

findings obtained from individuals actually involved 

with the program, trainee graduates, staff and adminis

tration. 

B. Methodology 

A complete list of all MOTA graduates in Brow~rd 

County, Florida was compiled for the sample year 1970. 

State Employment Service applications (Forms ES-511) 

and post-training records were evaluated for each 

trainee. 
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A telephone survey was conducted with trainee 

graduates to obtain information regarding their work 

patterns since 1970, attitudes toward MDTA training and 

job placement. 

Personal interviews were held with State Employment 

Service counselors, vocational instructors, field 

personnel and supervisors of the State Employment 

Service, the Broward County Labor Market Analyst and 

the Broward County MDTA Coordinator. 

Local area labor market data was obtained from 

Labor Supply and Demand Summaries which are compiled 

monthly by the Florida State Employment Service. 

u.s. Labor Department publications were used as 

general background material to supplement primary 

research findings. 

C. Definition of the term Disadvantaged 

The adjective "disadvantaged" has been used 

increasingly during the past ten years. For Labor 

Department purposes the term comprises eight basic 

factors: 

(1) educationally deficient--an unemployed or 

underemployed person who lacks the basic reading skills 

necessary for occupational training, but who has the 

mental ability to become fully employable. 

(2) Handicapped--an individual with a physical 

or mental disability who has the potential to become 
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fully employable through vocational training and/or 

supportive services. 

(3) long-term unemployed--a person who has been 

jobless for at least fifteen (15) weeks, in need of 

either basic education or vocational training to become 

fully employable. 

(4) minority--an individual member of racial, 

ethnic or religious group, who because of his background, 

has not had the opportunity to obtain suitable work, or 

has been unable to advance beyond the first rung of 

the occupational ladder. 

(5) older worker--any person forty-five (45) years 

of age or older who needs vocational training to update 

obsolete skills or to obtain employment. 

(6) prison releasee--an individual who has been 

released from prison or eligible for training under a 

release law who needs basic education, occupational 

training, or other services, to become employable. 

(7) disadvantaged youth--a young person between 

the ages of sixteen (16) and twenty-two (22), who is 

out of school, unemployed, and has a severely impoverished 

background. 

(8) poverty level--the annual net family income 

level established by the Office of Economic Opportunity. 

(Income Criteria range from $2500 for one person to 

$7000 per year for over seven family members.) 
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In many instances, individuals may be members 

of more than one disadvantaged group. For example, a 

disadvantaged worker may be over forty-five (45) years 

2 of age, handicapped, and below the poverty level. 

D. Definition of a Shortage Occupation 

The decision of what specific courses should be 

offered each year under MDTA is based upon whether or 

not the category involves a "shortage occupation''. 

According to Labor Department policy shortage 

occupations exist in those fields where there is an 

employer demand far exceeding the supply of qualif·ied 

local applicants. Of course, the investigation of such 

labor demand must be based upon "reasonable hiring 

specifications, including wages and educational pre

requisites".3 

Initially, shortage occupations are determined 

from an investigation of local State Employment Office 

records. These job orders, application files, employer 

records and local area labor reports provide indications 

of skill shortages. Selected groups of firms are then 

contacted to establish a basi~ for training needs in 

2u.s. Department of Labor, Manpower Administration, 
REDIRECTION OF THE MDTA PROGRAM. Notice #3-66, Attach
ment IV, April, 1966, pp. 4-6. 

3 u.s. Department of Labor, MDTA Handbook: Training 
Project Development, Chapter 3, December, 1966, pp. 13-
14. 
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occupations that show indications of labor shortages. 

In addition, employer requirements for the occupation 

such as education, experience, physical demands, etc. 

are evaluated. 4 

E. Description of Training Allowances 

Most individuals are eligible for training 

allowances under the MDTA program. Basically if a 

person is unemployed and has had at least one year of 

work experience he receives a weekly supplement during 

the entire training period. In Florida these allowances 

are slightly lower than the average weekly State 

unemployment compensation rate. Trainees are permitted 

to work part-time (up to twenty hours per week) without 

reduction in their training allowance. Additional 

weekly supplements are granted to each dependent of a 

t 
. 5 ra1nee. 

Unemployed youth between the ages of seventeen 

and twenty-one who do not qualify for a regular training 

allowance receive a youth supplement which is approximate-

ly one-half of the State unemployment compensation rate. 

In addition, travel allowances are paid to all 

trainees who must commute from their residences to the 

training facility. 6 

4Ibid. 

5u.s. Department of Labor, MDTA: A Summary, p. 23. 

6Ibid. 
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F. Description of Local Office Procedures 

In Broward County prospective MDTA trainees 

either apply directly to the local Florida State 

Employment Service or are referred by other community 

agencie s , and groups. These individuals are assigned 

to counselors who work with them to develop a feasible 

vocational plan. Final decisions regarding which 

individuals are enrolled in training are the responsibility 

of the county MDTA coordinator who is an employee of 

the State Employment Service. Abbreviated data cards 

are completed by counselors for all persons who are 

interested and who qualify for MDTA courses currently 

undergoing the Federal funding process. 

When funding is approved, the State Coordinator 

for Manpower Training assigns starting dates for each 

class from four to six weeks prior to the actual date. 

Prospective trainees then are notified by mail to 

apply for training at the State Employment Service. 

Selected individuals are interviewed by the MDTA 

Coordinator, personal information is updated, and they 

are registered for the training course. A complete 

- application (Form ES-511) is filled out which gives 

specific data on factors such as family income, education, 

past work history, physical disabilities, if any, and 

veteran status. 

When training has been completed, information 

such as referral dates to job interviews, and hiring 
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dates are recorded on the 511 application form. 

Specific data regarding types of jobs to which the 

trainee has been referred, names of companies and results 

of interviews are also entered on these forms. A 

three month and six month mail follow-up is conducted 

by the MDTA coordinator, and written results are 

maintained in office records for a period of three years. 
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II. HISTORY AND DEVELOPMENT OF THE 

MDTA PROGRAM 

An original focus of the Manpower Development 

and Training Act was that of retraining unemployed 

workers, especially those whose skills had become 

obsolete due to automation. The act emphasized that: 

"there is a critical need for more and better trained 

personnel in many vital occupational categories ••. ; 

that even in periods of high unemployment, many employ-

ment opportunities remain unfilled, because of the 

shortage of qualified personnel; and that it is in the 

national interest that current and prospective manpower 

shortages be identified, and that persons who can be 

qualified for these positions through education and 

training be sought out and trained as quickly as 

. "7 reasonably poss1ble ••• 

A. Experimental Projects 

The announcement of the manpower policy set three 

primary goals: To match workers and jobs; to develop 

workers' aptitudes; to develop jobs which would best 

utilize these aptitudes. These three goals remained 

as priorities for action, yet the need to discover more 

viable approaches to training the disadvantaged became 

obvious almost at the beginning of regular MDTA programs. 

7u.s. Department of Labor, MANPOWER REPORT OF THE 
PRESIDENT, (Washington, D.C.: Government Printing Office, 
1969), p. 3. 
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Thus the 1962 MDTA act authorized experimental projects 

to test new ideas for aiding disadvantaged people to 

become employable. These projects were organized to 

develop creative training methods and programs. 8 

One of the first projects was MOBILIZATION FOR 

YOUTH (MFY) , a social welfare program which was organized 

in the slum districts of lower east side New York City 

in 1962. Probably the most useful idea gleaned from 

this research was the concept of "work crews" operating 

on paid work experience to learn "work habits" and to 

become "job ready". Such phrases covered learning to 

accept supervisory authority and to report to the job 

't t' 9 
s~ e on ~me. 

According to this system crews generally worked 

six hours daily and spent five hours each week studying 

basic education texts dealing specifically with the 

actual work tasks. Other innovative ideas included 

sponsored tours to various private industry plants, 

informative discussions by representatives of unions 

and management, and return visits "by former trainees 

who had made it".10 

8Ibid. 

9seiler, Breakthrough for Disadvantaged Youth. 
pp. 142-144. 

10Ibid. 
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Research projects organized during the same year 

in Detroit, Michigan,and Charleston, West Virginia 

originated the idea of government subsidized work 

experience at "dispersed work sites". These projects 

advanced the work crew idea, which could teach only 

limited types of work training, to that of training 

which could be located in any work setting. Such work 

sites were established in city government offices and 

in private non-profit agencies where trainees completed 

tasks paired with regular agency staff members. 

Trainees did not replace the regular workers and 

were not employees, because they were not paid through 

agency funds. Since these agencies did not feel 

pressured to "get their money's worth" they could afford 

patience while the trainee learned what was expected. 

Of course, it was assumed that the agency would not take 

advantage of the training situation, and use the individual 

for menial work, rather than providing the realistic work 

experience needed for success in permanent employment. 

In Detroit these work experience sites were set up only 

in those places where the tasks were related to jobs for 

which there was demand in area (as determined by Michigan 

Employment Security Commission Surveys). 

The Mayor's Youth Employment Project in Detroit 

(MYEP) was particularly successful in securing job 

openings from major firms in the area. Job development 
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staff members from this project could relate their in

sights to other anti-poverty programs involving job 

development. 11 

The Chicago Youth Program contributed to the 

concept of multi-occupational training which is now 

used in many areas of the United States. In 1964 the 

following report was made by this project regarding 

their experiment: The multi-occupational training 

covered courses for stenographer, typist, file clerk, 

mimeograph operator, off-set operator, mail handler, 

addressograph and graphotype operator, receptionist and 

general office clerk. All of the training courses were 

established at approximately the same time in the same 

facility. In the early weeks of the training program, 

each trainee explored the various types of available 

training. After this orientation period, the trainee 

selected the area of specialized training he preferred. 

By completion of the training program, many youth were 

1 . 1' d 12 able to acquire skills in severa spec1a 1ze areas. 

B. Redirection of the MDTA Program 

Concepts developed by the experimental projects 

were gradually incorporated into permanent manpower 

plans. Amendments to the MDTA in 1963, 1965, and 1966 

11seiler, Breakthrough, pp. 142-145 

12 
Ibid . p. 156. 
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enlarged the program of youth training, provided for 

basic education of trainees when needed to prepare for 

vocations, and extended supportive services to assist 

the disadvantaged in obtaining employment. 

Greater program flexibility and awareness of the 

disadvantaged problem resulted in a major change in 

1966. Redirection called for the investment of sixty-

five (65) percent of the total manpower energy in train-

ing the disadvantaged; the remaining thirty-five (35) 

percent was geared toward filling the need for trained 

workers in skill shortage occupations. 13 

C. Institutional Training 

Classroom training for occupational skills had a 

long history when the Manpower Development and Training 

Act was adopted. Thus it logically followed that a great 

deal of emphasis has been placed upon training by 

vocational schools, generally administered by the public 

school system. 

Basic education, which was included in only a few 

manpower training projects in 1964, has become an 

important service of MDTA to the hard core unemployed. 

In 1968, the classroom vocational program was enlarged 

to include Manpower Training Skill Centers in fifty-five 

13 u.s. Department of Labor, Manpower--Report of 
the President, p. 4. 
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locations. The success of such centers has caused the 

use of open-ended courses which allow trainees to enter, 

or leave training and to work on the skill level that 

their ability permits. 

In Broward County traditional classroom instruction 

has comprised the major portion of vocational preparation 

under MDTA. To date, skill centers, work sampling and 

similar concepts have not been used in this area. 
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III. RESEARCH FINDINGS 

A. An Overview 

During the sample year (1970) used in this study, 

seven MDTA institutional classes in Broward County 

graduated a total of one hundred and seven (107) 

individuals. Vocational areas selected, approved and 

funded for that year were: Retail Sales and Stock; 

Clerk-typist; Building Maintenance; Combination Welding; 

General Cooking; and Outboard Motor Repair. MDTA funding 

reports indicated that these courses ranged in length 

from eleven to fifty-two weeks, depending upon the 

difficulty level of skills to be learned. 

Of the MDTA graduates surveyed it was not possible 

to obtain feedback from eleven individuals (ten percent 

of the total number) . Data compiled from group totals 

indicated that forty (40) percent of the graduates have 

never worked in the occupations for which they were 

trained. Those individuals who did work in jobs 

related to MDTA training, and for various reasons are no 

longer working in that field, totalled thirty-nine (39) 

percent. The remaining twenty-one (21) percent of the 

students contacted are still employed in the occupations 

for which they were trained. (See illustration #1, page 16). 

In order to determine key factors in the question 

of training effectiveness, it was necessary to closely 
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FIGURE 1 
TRAINING RESULTS FOR TOTAL 
MDTA PROGRAM, BROWARD COUNTY, 
FLORIDA 1970 

21~ 
Now Working 

In 
Training Field 

'39% 
Worked 

in 
Training Field 

4~ 
Never Worked 

In 
Training Field 
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examine each of the seven courses. (See illustration #2, 

page 18). 

B. Retail Sales and Stock 

MDTA funding statements showed that the retail 

sales-stock course received appropriations for forty 

trainees to be taught for an eleven week period. Of the 

thirty-three students who completed the course, twenty

eight were contacted during the survey. 

Fourteen trainees stat€dthat they had never worked 

in sales (SO percent of the total contacted}; five 

stated that they were not working currently (for family 

and health reasons); two individuals said that they 

were looking for work, yet were not registered with the 

Florida State Employment Service. (See illustration #3, 

page 19.) 

The remaining seven trainees complained that they 

never were referred to sales or stock positions; they 

were referred to domestic, assembly line, and factory

type jobs. None of these graduates knew the reason 

for their non-referral to sales or stock positions. Yet 

they did state that they have not returned to the 

agency for job placement since their post-training 

experiences. State Employment Service application forms 

verified that these trainees were not referred to 

positions in the retail field. 
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FIGURE 2 TRAINING RELATED PLACEMENT DISTRIBUTION 
FOR MDTA BROGRAM, BROWARD COUNTY, FLORIDA 

Percent 
D lp 2p 3P 4p 59 6~ 7~ 

SALES 
50% J Never Worked In Sales 
391_ J Worked In Sales 

11_!_1 Working In Sales 
WELDER 

61% J Never Worked As Welder 
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39% J Working As Welder 
CLERK-TYPIST I 
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9% J Worked As Clerk-Typist 
10% I Working As Clerk-Typist 

COOK 

O% Never Worked As C'Ook 
37!% 1 Worked As Cook 

62~% J Working As Cook 

SMALL GAS ENGINE REPAIR 
44% J Never Worked As Repairman 

12% J Worked As Repairman 
44% J Working As Repairman 

CLERK-TYPIST II 
21% J Never Worked As Clerk-Typist 
15% I Worked As Clerk-Typist 

64% ]working As Clerk-Typist 

MAINTENANCE MAN 

27% r: Never Worked In Maintenance 
_9!.{1. Worked In Maintenance 

63i% lworking In Maintenance 
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~IGURE 3 POST-TRAINING EMPLOYMENT DISTRI
BUTION-RETAIL SALES AND STOCK 

Percent 
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Ten graduates contacted did work in sales or 

stock, yet the mean job duration was five months, and 

four positions were part-time {25 hours or less per 

week.) 

In six cases the trainees explained that they 

were laid off due to lack of business; three students 

said that they quit due to low wages, irregular hours, 

and not liking the job itself; one person admitted that 

she was fired due to a personality conflict with her 

superior. 

Only two of the ten individuals who worked in 

sales after training returned to the Florida State 

Employment Service to find other work in the same 

occupational field. The remaining eight trainees 

returned to the types of menial work in which they had 

been employed prior to training. 

When surveyed, the attitudes of these graduates 

were negative toward both the MDTA program and the 

Employment Service. Typical remarks were that "the 

training did not show me how to sell in a store. I 

had to do stock work which I hated", or "no one told me 

when I was in this class that the money you could make 

is so little. I was making more money before I went to 

school and worked in a day job, not at night when I 

had to leave my children alone." 

Three of the total number of graduates in this 

course have been working continuously in sales since 
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training ended. Two of these students stated that they 

had obtained their positions through the vocational 

instructor. 

Florida State Employment Service application forms 

for trainees in this course indicated that sixty-five 

(65) percent of the graduates were referred to sales or 

stock-clerk positions, yet the mean length of time 

which elapsed between the date training ended and the 

first job interview was sixteen days; the mean time for 

job placement was three and one-half weeks. Application 

forms also showed that several students were referred to 

more than one employment interview, yet were not hired 

because local retail firms had ''no current openings". 

MDTA project reports stated that the sales-stock 

course ended in April. Mr. Smith Pace, Labor Market 

Analyst for Broward County, explained that the retail 

industry in South Florida is highly seasonal. Stores 

begin hiring heavily in November for the tourist season 

which ends in April. Sixty percent of these seasonal 

store clerks are laid off by the end of May. 

When questioned about the follow-up results of the 

sales-stock class, Employment Service Counselors con

curred that jobs such as sales or stock clerk often 

are part-time positions. According to counselors 

interviewed, employers closely observe new personnel. 

If these workers prove that they are qualified, some 
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individuals may be promoted to full-time status, which 

provides job security. 

The majority of these "newly trained disadvantaged 

workers cannot afford to invest in part-time work, in 

spite of long range job opportunities. The starting 

wage in many retail firms is based upon the Federal 

minimum wage. Wage increases are given slowly, and 

often these new workers become impatient with the system 

and leave." 

It was the consensus of three State Employment 

Service Counselors that often female trainees will begin 

working in the occupations for which they trained and 

then will return to former occupations such as domestic 

work, since they discover that this work pays a higher 

wage and offers more flexible hours than positions in 

the sales or clerical fields. In a retail store or 

office a person must be punctual and must work a full 

eight hour day. "These trainees cannot get used to a 

normal time schedule. In maid work the employer makes 

allowances for lateness, and the work day is usually 

shorter than eight hours--generally five or six hours. 

Then, too, an efficient maid can miss several days of 

work during the summer season and return to find her 

job waiting for her." 

Mrs. Angela Fertig, MDTA Coordinator for Broward 

County, explained that the primary cause of the Low 

Training Related Job Placement Ratio For Program 
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Graduates is that many individuals do not have 

confidence that training has qualified them for avail

able jobs in the area. "Often after one or two 

unsuccessful interviews these trainees will give up 

the job search and either return to their previous 

work or withdraw from the labor force completely." 

The MOTA coordinator felt that those trainees 

with ambition will start looking for jobs one month 

before training is completed. 

c. Combination Welding 

Records for MOTA funding indicate that appropriations 

were made for twenty students during a twenty-six week 

period. Instruction included gas, heliarc and electric 

welding. Fourteen trainees completed this course; of 

this number eight graduates (sixty-one percent) have 

not worked in welding or related trades in which they 

were trained. (See illustration #4, page 2~). 

One of the men contacted stated that he is now 

attending college; two individuals reported that they 

were looking for work, yet there was no record that 

they had registered with the State Employment Service 

since training ended. The remaining five graduates who 

have not worked in welding after training explained 

that they had tried to find work in the trade, but had 

not succeeded. All five individuals were registered 

with the State Employment Service. Agency applications 

showed that the mean number of job referrals to welding 
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FIGURE 4 POST TRAINING EMPLOYMENT 
DISTRIBUTION COMBINATION 
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firms was two. All of the men stated that when they 

applied for welding positions, employers chose workers 

with actual trade experience, rather than those with 

only classroom training. The same statement kept 

repeating itself that "the training didn't prepare me 

to go out and get a job as a welder. I feel like I've 

wasted twenty-six weeks to learn a trade I can't work in." 

Service Representatives interviewed at the State 

Employment Service agreed that employers have complained 

that MDTA students are not being taught the level of 

skills needed to perform satisfactorily in the trade. 

These staff members feel strongly in favor of on-the-job 

training situations which are geared to the individual, 

and in which the employer is reimbursed for part of the 

training expenses: "In this way the trainees would be 

taught more realistically, the skills needed in the 

trade with the possibility of being hired by the firm 

doing the training or recommended to another firm 

through the employer's business contacts." 

Five graduates (thirty-nine percent of the total) 

have worked continuously as welders since graduating 

from the MDTA program. 

Two men stated that they had located their positions 

through the efforts of the State Employment Service. 

Agency application forms revealed that nine days passed 

before the first job interview. Both individuals were 

placed within three weeks after training. 
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Three graduates explained that they were referred 

to their jobs by the vocational teacher who is reputed 

to have many business contacts in the welding trade. 

When questioned about the large percentage of 

graduates who never were able to find jobs in the welding 

field, the instructor explained that several of the 

trainees had poor attendance during the course. This 

was an evening class and most of the students had part

time jobs during the day. Although several trainees 

completed the program, they did not obtain the proficiency 

they would have had if they had attended class every 

night. The instructor explained that he was not able 

to recommend several trainees as being fully qualified. 

Mr. Robert Cordary, Florida State Employment 

Service Counseling Supervisor, explained that major 

problems have occurred with the scheduling of institution

al MDTA training. 

Inflexible vocational course schedules generally 

prevent new trainees from entering after these classes 

have been in session for more than three weeks. Such 

requirements result in prospective trainees waiting 

several months before new vocational classes would be 

open to them. 

In addition, since each class must begin and 

continue with a minimum student enrollment often, with 

the pressure to fill these upcoming courses as quickly 

as possible, the needs, qualifications and goals of 
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individual trainees may be overlooked. 

Institutional training classes are developed on a 

single occupation basis. This severely limits the 

vocational choices of trainees and makes the vocational 

counseling process virtually meaningless. 

D. General Office-Clerk Typis~ 

MDTA appropriations received indicated that two 

sections of introductory clerical and typing training 

were conducted during 1970. Although different instructors 

were used, course outlines were the same for both classes 

and each was held for a thirty week period. Section I 

of this training was held in Hollywood and Section II 

was located in Fort Lauderdale. 

In Section I eight of the fourteen graduates 

contact (sixty-one percent of the total) never worked 

in the clerical field.(See illustration #5, page 2~). 

State Employment Service applications indicate 

that seven of these eight trainees obtained positions 

as social work aides, with the FlorQda State Welfare 

Department. These jobs were obtained through referral 

by the trainees' social workers. The positions did 

not require prior vocational preparation since training 

was conducted on-the-job, yet all seven trainees 

contacted felt positively about the MDTA program, and 

stated that their training had given them the confidence 

needed to take the State tests and have interviews for 

the positions. 
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FIGURE 5 POST TRAINING EMPLOYMENT 
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One graduate of the clerk-typist course stated 

that she worked for three months in this occupation. 

However, the woman found transportation to her job too 

difficult and returned to her former occupation of 

domestic worker. 

The remaining four (4) individuals have worked 

continuously as clerk-typists since the training ended. 

Application records verified that three of these 

graduates obtained their positions through the efforts 

of the State Employment Service. The mean length of time 

between course completion and the first job interview 

was eleven days. The mean placement time was five weeks. 

State Employment Service applications reviewed 

from Section II of the clerk-typist training showed 

significantly difference results than those from the 

first section of the program. 

A total of sixteen (16) students completed the 

course. Of these trainees nine (9) (64 percent of the 

total) are still employed in their positions as clerk

typists (See illustration #6, page 30). The Florida 

State Employment Service directly placed three of these 

graduates; social workers referred two individuals to 

positions as clerk-typists with the Florida State 

Welfare Department. 

Six (6) trainees located their own jobs through 

friends and/or newspaper advertising. 
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FIGURE 6 POST TRAINING EMPLOYMENT DISTRIBUTION 
GENERAL OFFICE CLERK TYPIST (SECTION II) 
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The mean length of time between completion of 

the course and the first employment interview was seven 

days; the mean time between course completion and job 

attainment was two weeks. 

Trainees contacted who had obtained their own 

positions had been job hunting before the class ended 

and had had several employment interviews during the last 

week of class. 

Two students did work in the clerical field for an 

average of sixteen weeks. One woman stated that she 

quit due to pregnancy and is not currently employed; 

the other student explained that she had returned to 

maid work, since this employment paid higher wages for 

the number of hours involved. 

Three trainees (twenty-one percent) of the total 

never obtained positions as clerk typists. One woman 

is not looking for work. She stated that she is 

currently at home caring for her family of four children. 

When the applications of the remaining two 

graduates were reviewed it was found that they were 

registered with the Florida State Employment Service 

for work as clerk-typists. However, typing test records 

show that the typing speeds of these women did~( ex~eed 

twenty-five words per minute, with several errors. 

What circumstances would result in such different 

success ratios for two sections of the same occupational 

training? 
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One possible explanation may reside with the 

actual physical locations of these classes. The first 

section of clerk-typist training was offered in 

Hollywood, Florida, yet at least four trainees lived 

outside that area, principally in Dania and Hallandale. 

Records indicated that several students had arranged 

car pools to the training site, yet the lack of 

transportation may have presented job hunting problems 

for those members of the car pool who did not have 

automobiles. Second, fifty (SO) percent of the Hollywood 

group (seven of the fourteen graduates) were recipients 

of Aid to Families with Dependent Children and obtained 

their non-training related positions through their 

social workers. 

Third, fewer trainees completing the class in 

Hollywood returned to the Employment Service for job 

referral. A possible reason might be that the training 

site in Hollywood was almost three miles from the State 

Employment Service office. On the other hand, in 

Fort Lauderdale the MDTA training facility was located 

within four blocks of the job referral agency. 

E. Small Gas Engine Repair 

Training appropriations were authorized for twenty 

trainees during a period of thirty-six weeks of instruct

tion for small gas engine repair. 
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FIGURE 7 POST TRAINING EMPLOYMENT DISTRIBUTION 
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Of the ten graduates, nine were contacted during 

the telephone survey. It was discovered that four 

graduates (44 percent of the total) have never worked in 

the occupation for which they were trained (See illustra

tion #7, page 33). Two of these individuals have been 

working in general construction labor; the other two 

individuals stated that they are currently looking for 

work. State Employment Service applications indicated 

that these men did register with the agency when they 

completed the course, but were referred to positions in 

non-training related fields. These job referrals 

included the following positions: attendant; laborer; 

spray painter; and groundskeeper. 

One trainee contacted did work as a repairman for 

a two month period. He left this work to attend college 

on a full-time basis. 

Four individuals (44 percent of the total) have 

worked continuously as repairmen since completing 

training. Two of these men stated that they found 

their own jobs through checking newspaper employment 

advertisements. The remaining two graduates contacted 

stated that they were placed in gas-engine repair jobs 

by the State Employment Service. Application cards 

reviewed for these men showed that the mean length of 

time between graduation and the first employment interview 

was two weeks; mean job placement time was four weeks. 
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It was reported by the Industry Service Representa

tive of the Florida State Employment Service that there 

is a continuing demand for highly skilled gas-engine 

repairmen. Since these repair shops in the Broward 

County area are generally small (a two or three man 

operation), the owner cannot afford to spend time 

training someone and pay him full-scale wages. 

F. General Cooking 

The General Cooking Course, scheduled for twenty

six (26) weeks, had an extremely high student drop-out 

rate, and at no time during the course did class member

ship climb above seventeen (17) students. At the 

completion of this program eight students graduated, and 

five (62.5 percent of the total) have worked continuously 

in the cooking field (See illustration #8, page 36). 

The three trainees who are no longer working in t he 

food service industry quit voluntarily. One student 

felt that she could earn more money as a barmaid; another 

woman returned to her previous occupation--nurse aide 

work; the third graduate quit her job due to a 

"personality conflict", and is now at home caring for 

her family. The mean job duration for these three 

individuals was thirteen weeks. 

The two students who were placed by the Florida 

State Employment Service are still working as cooks. 

Other graduates located positions through their own 
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efforts or referral to prospective employers by the 

vocational teachers. 

A review of Florida State Employment Service 

applications for these trainees uncovered significant 

facts. The mean length of time between the end of this 

course and job placement was shorter than for any of 

the other classes (one week compared to the average of 

three weeks) . The number of job seeking attempts was 

less, and all but one trainee were hired after the first 

or second interview. 

Although the greatest proportion of industrial 

cooking positions in Broward County are with resort 

hotels and restaurants, none of the trainees obtained 

employment in hotels or restaurants. All jobs were in 

hospitals, nursing homes and non-profit corporation 

cafeterias for employees. One obvious explanation for 

this phenomenon is that all of the general cooking 

graduates were women. Since many cooking positions in 

hotels and restaurants require irregular hours, with 

night and weekend schedules, it is more difficult for 

women (especially those with families) to accept these 

types of cooking jobs. 

Another possible explanation is that hotel and 

restaurant cooking is heavy work which requires the 

lifting of large kettles, pots and skillets. Employers 

prefer to hire males for such labor unless the female 

is unusually strong. 
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G. Building Maintenance 

A review of MDTA funding records showed that the 

longest course (52 weeks) during 1970 was building 

maintenance. Training was appropriated for twenty 

students to learn basic skills in carpentry, electrical 

and plumbing repair. 

Of the twelve graduates, seven men (63.5 percent 

of the total) are still employed as building maintenance 

workers (See illustration #9, page 39). 

Four individuals stated that they found positions 

either through their own efforts or through referral 

by friends. Three of these men located jobs a month 

before training ended. The other three graduates 

contacted were placed by the Florida State Employment 

Service. When application records of these men were 

analyzed, it was found that the mean length of time 

between course completion and the first employment 

interview was five days; the mean job placement period 

was two weeks. 

Three graduates (twenty-seven percent of the total 

group) never worked in the building maintenance field. 

All three trainees stated that they were working in 

their pre-training occupations. None of these men 

returned to the State Employment Service for job place

ment after graduation. 
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FIGURE 9 POST TRAINING EMPLOYMENT DISTRI~ 
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Only one individual worked in the maintenance field 

and then quit after six weeks. When questioned he 

stated that he did not like this type of work and was 

looking for another job or possibly another training 

program in which to learn a different trade. 

The question arises of why the job placement and 

retention success rate so much greater in this class 

than in other courses offered during the same year? 

Florida Labor Supply and DemandSummaries compiled 

monthly by the Bureau of Employment Service indicated 

that there has been a continuing demand for workers in 

this field, which has not varied despite the tight 

economy and general decrease in job availability. More

over, skilled maintenance workers have been in demand 

throughout all branches of industry, from hotels and 

restaurants to factories and medical installations. 

Employer Service Representatives of the State 

Employment Service explained that in welding and small 

gas engine repair the shops are comparatively small, 

and demand for workers has fluctuated during the past 

two years. The opposite is true in maintenance work 

where the demand is great and the number of building 

maintenance workers in larger firms may total as many 

as ten men on a year-round basis. 

Service representatives also stated that this 

work is more varied than in the welding and small gas

engine repair trades. Maintenance consists of a 
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combination of skills which may not be directly related 

to each other. Thus, there is less tendency for a 

worker to tire of doing one particular task. Moreover, 

due to the demand for workers in this field and the 

variety of skills involved, employers are willing to 

train a worker who is more qualified in one phase of 

the work than another. For example, an employer will 

hire a maintenance man who is adept in plumbing repair 

and is less skilled in carpentry and will work with the 

individual on the carpentry tasks. 
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IV. CONCLUSIONS AND RECOMMENDATIONS 

A. Conclusions 

There are several implications which may be drawn 

from this MDTA study. The most obvious research finding 

was that success rates among individual classes were 

markedly different. 

One explanation would be that particular occupational 

areas were not fully investigated by program personnel 

regarding long range area labor demands. Thus, in the 

example of the retail sales course, many graduates were 

unsuccessful with job seeking attempts in an employer 

market which was not hiring at that time. 

A second explanation would reside with the 

vocational training itself. A common criticism by both 

graduates and field personnel who contact employers was 

that course preparation did not apply to actual job 

demands. The learning of new skills and information 

about employment openings did not result in job placement 

for many trainees who found that actual experience held 

the key to closed doors. 

Of those graduates who had worked in the occupation 

and then left, a frequent response was that the work 

was not what they thought it would be. One may conclude 

that either the classroom training was unrealistic or 

that these individuals did not receive adequate counseling 

and occupational information before entering training. 
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A cause of the generally low placement in training

related jobs may have been the apparent lack of 

communication between vocational instructors and state 

employment service personnel. Referral of graduates to 

the State Employment Service were made at the end of 

these vocational courses. There was an average delay · 

of two weeks before the first job interview and three 

weeks before placement occurred. 

A significant relationship existed between the 

speed of job placement and the "success ratio" of 

individual classes. Unless graduates were able to find 

positions on their own or through the assistan~e of 

vocational teachers during the job seeking period, they 

frequently returned to their previous lines of work. 

A final consideration would involve the effectiveness 

of state employment service referral methods since, in 

several cases, graduates were never referred to training

related positions. Former MDTA students frequently 

complained that they had expected jobs providing 

opportunities for advancement, yet found themselves in 

low paying, "dead end" positions. 

B. Recommendations 

What then might be done to improve the effectiveness 

of the Broward County MDTA Program in these areas of 

apparent weakness? 
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In the vocational training phase of the program 

two provisions should be considered: 

First, since a frequent complaint from both 

graduates and MDTA staff was that training did not 

prepare individuals for realistic job skills, the 

concept of having combinations of in-class and on-the-]ob 

training should be considered. This combination training 

would enable students to learn skills closely related 

to actual jobs. The trainee would gain a more realistic 

job picture (working conditions, career opportunities, 

etc.) and would complete the program with some actual 

work experience, in addition to his formal training. 

Second, the idea of having multi-occupational 

training would enable students to receive introduction 

to several occupations during the first weeks of training 

for the specific occupations in which he was interested. 

It was obvious that traditional job placement 

practices were not sufficient in many cases involving 

MDTA graduates. 

The job should be waiting for the trainee, if 

possible, at the time the course ends. All attempts 

should be made to reduce the time gap between course 

completion and job entry. The procedures of matching 

the individual and his job should begin long before 

training ends, and should include conferences with the 

trainees, counselors, teachers and field personnel who 

solicit job openings. 
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Job placement is a failure unless job related 

problems which would prevent the trainee from accepting 

employment are solved. Such supportive services may 

consist of adequate transportation to the job site, 

remedial medical treatment, etc. 

Finally, the development of jobs for disadvantaged 

applicants should involve more than placement in "dead 

end" positions. Attitudes of counselors must not over

look the fact that these trainees, like other clients 

are interested in holding jobs and also want the jobs 

to mean something to them in terms of career advancement. 



APPENDIX A1 

LIST OF INTERVIEWS 

Mr. Aaron Abrams, Employer Service Representative, 

Florida State Employment Service. 

Mr. James Cooper, Industry Service Representative, 

Florida State Employment Service. 

Mr. Robert Cordary, Florida State Employment 

Service Counseling Supervisor. 

Mrs. Angela Fertig, MDTA Coordinator, Broward 

County, Florida. 

Mr. Jack Halberg, Employer Service Representative, 

Florida State Employment Service. 

Mrs. Doreen Johnson, Florida State Employment 

Service Counselor. 

Mr. Robert Murrill, Instructor, MDTA Vocational 

Education. 

Mr , Smith Pace, Labor Market Analyst, Broward 

County, Florida. 

Mrs. Helen Ryan, Florida State Employment Service 

Counselor. 

Mrs. Juanita Sanchez, Instructor, MDTA Vocational 

Education. 

Mr. John Steinlage, Flori~a State Employment 

Service Counselor. 

Mrs. Norma Taylor, Instructor, MDTA Vocational 

Education. 
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Mr. Raymond Zachender, Instructor, MDTA Vocational 

Education. 
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