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Part 1 of this conference report on employing the hard-core unemployed asserts
the urgency of action by business and industry to meet employment problems, and
presents examples of more active recruitment and liberalized hiring and placement
practices, employer-sponsored education and training, efforts by employers to take
action on transportation, housing, vocational education, health and welfare, and other
community social problems. An action program IS recommended, with emphasis on
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THE BUSINESS-CIVIC LEADERSHIP CONFERENCE
on Employment problems, held June 5-7, 1967, in
Chicago, brought together 250 employers, educators,
and other civic leaders who are pioneering programs
to meet our most crucial domestic problem: how to
put hard-core unemployed and underemployed mi-
nority group members into jobs.

The conference was how-to-do-it meeting, bringing
together employers and other leaders who are con-
vinced that a successful attack on this problem
brings berefits not only to minority group members
but to industry, the community, and the Nation as a
whole.

The conference was sponsored by the National Citi-
zens' Committee for Community Relations (NCC), a
group of more than 400 leading Americans appointed
by President Johnson following passage of the Civil
Rights Act of 1964. Its purpose: to enlist the skills
and strengths of these ieaders in supporting the Na-
tion’s efforts to assure equality for all Americans. The
NCC functions as an adjunct of the Community Rela-
tions Service, which was created by Congress to heip
communities cope with disputes and difficulties
rooted in racial and ethnic discrimination. Its basic
concern is to help cities overcome minority group
deprivations which lead to conflict.

More than 70 specific projects and activities—some
being undertaken by individual companies and oth-
ers by community-wide organizations—were de-
scribed and discussed at the conference. Most
persons attending the Conference, including those
who are deeply involved in projects to put the hard-
core unemployed into jobs, were impressed with the
scope and creativity of these projects.

This report on the Conference is offered to assist
employers and other community leaders who are
considering starting or improving employment, re-
cruitment, or training projects in this field. Part | is
a summary of presentations. Part Il contains specific
tools and techniques. For additional copies, or further
assistance and information, write to:

National Citizens’ Committee
for Community Relations
Community Relations Service

Washington, D.C. 20530
Tel. 202-386-6422

For sale by the Superintendent of Documents, U.S. Government Printing Office
Washington, ).C. 20402 - Price 65 cents
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“He didn't do well in the mechanical aptitude test.” . ............cccoiinens
“We'll hire any qualified applicant.” ... ... ... ... .o e e e
“This fellow looks like a job-hopper.”’. .. . ...... .. e ereeeee s
“But he doesn’t have any real experience.”. . ... .. ... oo
“He dcesn't look good on the application.” . .. ... ... o o
“Anyone who wants a job can find one.”. ..

“We have a beautiful plant at Meadow Park,
but we can't even get applicants.”.... . .. ... .o

National Citizens' Committee
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THE BUSINESS-CIVIC LEADERSHIP CONFERENCE
on Employment problems, held June 5-7, 1967 in
Chicago, brought together 250 employers, educators,
and other civic leaders who are pioneering programs
to meet our most crucial domestic problem: how to
put hard-core unemployed and underemployed mi-
nority group members into jobs.

The conference was a how-to-do-it meeting, bringing
together employers and other leaders who are con-
vinced that a successful attack on this problem
brings benefits not only to minority group members
but to industry, the community, and the Nation as a
whole.

The conference was sponsored by the National Citi-
zens’ Committee for Community Relations (NCC), a
group of more than 400 leading Americans appointed
by President Johnson following passage of the Civil
Rights Act of 1964. Its purpose: to enlist the skills
and strengths of these leaders in supporting the Na-
tion's efforts to assure equality for all Americans. The
NCC functions as an adjunct of the Community Rela-
tions Service, which was created by Congress to help
communities cope with disputes and difficulties
rooted in racial and ethnic discrimination. Its basic
concern is to help cities overcome minority group de-
privations which lead to conflict.

More than 70 specific projects and activities—some
being undertaken by individual companies and oth-
ers by community-wide organizations—were de-
scribed and discussed at the conference. Most
persons attending the Conference, including those
who are dee ly involved in projects to put the hard-
core unemployed into jobs, were impressed with the
scope and creativity of these projects.

This report on the Conference is offered to assist em-
ployers and other community leaders who are consid-
ering starting or improving employment, recruit-
ment, or training projects in this field. Part | is a sum-
mary of presentations. Part Il contains specific tools
and techniques. For additional copies, or further
assistance and information, write to:

National Citizens’ Committee
for Community Relations
Community Relations Service
Washington, D.C. 20530
Tel. 202-386-6422 -
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PREFACE

The Man on the
Street Corner

When you walk in a neighborhood and it's
men on the corner on Monday morning to the
extent that it looks like SaturdJay night in other
neighborhoods, watch out, because you're
watching the tomorrowless man. He’s on the
corner because he's not putting enough beans
in the pot * * * he knows he ain't putting down
what he's supposed to be putting down * * *
His kids don't have no tomorrow and if someone
comes along and brings some red wine or some-
thing, he's going to drink * * *, For a fellow like
this a riot is a pleasant break in his humdrum

existence.
Chester Wright, Watts, Los Angeles
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In July 1967, American cities across th- nation
burst into flame, in violent, tragic explosions of
frustration, bitterness, hate and lawlessness. What-
ever the immediate causes or incitements, whether
planned or sponianeous, whatever the culpability
for criminal action, sensitive and knowledgeable ob-
servers agreed that a major cause was long-time un-
employment, lack of jobs at a living wage, and
failure of America to deliver its promises to its
Negro citizens. And no one could question the vast
dollar loss and the physical and social damage to
the communities involved.

In June 1967, 200 business and industry execu-
tives who have been working to get hard-core un-
employed minorities into jobs met in Chicago with
representatives of public and private job programs
and social agencies for two hard-working days of
specific experience exchange on programs and
techniques.

These men were more aware than most of the
incipient danger ahead. Some very responsible
business leaders even suggested that such tragic ex-
plosions might be the only way to mobilize their
communities to do something meaningful about
jobs, education, housing, and other needed pro-
grams for ghetto slum dwellers.

A participant from Denver, Colo., grimly defined
what he saw ahead:

“We've got to solve some of these prob-
lems * * * . It isn’t a matter of whether we want
to any more, or not. We may be pretty late now.
This summer may show us some problems we hoped

we weren't going to have. But it's quite possible.
There’s a pretty good nationwide riot cli-
mate * * * and, unfortunately, as we meet with
the industrial and disadvantaged people * * ¥
our conclusion, reluctantly, is, there needs to be a
riot * * * and that’s a terrible thing, but un-
fortunately, this is what creates movement.”

A business executive from Minneapolis, Minn.,
admitted that job efforts of the Plans for Progress
Council there had not been making much progress
until “last year, in August, we had the first bad riot
in Minneapolis. We really got some jobs going
very quickly. The Plans for Progress Council got
busy and got this contract with the Bureau of Ap-
prenticeship Training * * *2

An industry representative from a midwestern
city who had been trying to get an employer job
program started was told by a fcilow businessman:
“Don’t expect them to make a move, unless you
have a demonstration * * * as long as everything
is peaceful they are not going to anticipate what is
beginning in practically every city.”

The gentleman from Watts also had a positive
suggestion for the conference:

“If you take the same men standing on the corner
the evening that Watts riot started, if they had come
in off a back-breaking job, somewhere, they would
have went in, eat their pork chops, turnip greens, sit
on a rickety couch, watch Wyatt Earp kill one cow-

boy. They'd have been so dead asleep that the old
lady would have to drag them in the bedroom. They
wouldn’t have been on a corner.”
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THE PROBLEM . . .
AND THE CHALLENGE

Excerpts from address of Roger W. Wilkins,
Director, Community Relations Service, U.S.
Department of Justice.

“American center cities are becoming blacker and
poorer * * * Between 1960 and 1965, 2 million
Negroes moved into center cities, whereas a similar
if not larger number of whites moved out of the
center cities. During the same period, 62 percent
of new plant development, by value, moved into
the suburbs where whites live, and where, by and
large, nonwhites cannot live.

“A recent Labor Department survey tells us that
fully 35 percent of the people in slum areas have
a serious unemployment problem: whether unem-
ployed, employed only part-time, or employed at
wages below poverty level. That means that these
people are in a perpetual economic state which is
similar to, if not worse than the great American
depression of the thirties.

“Despite all of our advances * * * today the
Negro median male income is still 51 percent of
the white median male income just as it was 16
ycars ago * ¥ ¥, Despite the advances which have
benefitted mainly middle class Negroes, the gap
between the quality of minority group life and ma-
jority group life is great and getting greater.

“It is our failure as a society to come to grips
with this gap that causes us to have * * * unrest
in our cities.

“The trend of the talented white Americans who
have the power and the training to solve problems,
who have the taxpaying power to sustain the
economy of the cities, moving out of the cities and

the trend of the poor Negroes, poor Mexican-
Americans, poor Puerto Ricans moving into the
cities, is accelerating.

“Unless we reverse current trends, we could well
have islands of enormous dependency, enormous
alienation, enormous hostility in the middle of the
United States of America, and I suggest to you that
if we permit those islands of alienation, hostility
and dependency to develop, that whatever else the
United States of America is in the year Two Thou-
sand, it will not be the kind of place that we want
our children and our grandchildren to live in. It
will be a place where the energy, the strength, the
spirit, and the dynamism which has animated this
country from its beginning will be gone.

“The question for us today is whether we will
make decisions and take actions now that will pre-
serve and enhance the richness of American life.

“The Federal Government cannot take this task
alone, nor, I am convinced, should it even try.

“The National Administration can and should
take the lead, and enunciate policies embraced on
broad national principles and purposes. It should
develop programs to help local people, local leaders
solve their problems, but in the field of race rela-
tions what is needed more than anything else is local
drive, local initiative, local effort, local success.

“I go to meetings in city after city after city. I
see sitting around the table, working on these prob-
lems, representatives of the city government, repre-
sentatives of the Federal Government, representa-
tives of the private organizations, representatives of
the churches, representatives of civil rights organi-
zations, sometimes evei representatives of the pri-
vate foundations, but only rarely representatives of
the great businesses of this country.

“I suggest tc you that now it’s time for all of
American business to become as fully involved in
this as you have become in saving our cities.

“The question for American citizens is whether
we need riots in every city in this country before we
begin to move as we should. The question for Amer-
ican business, is whether it will exercise the kind of
leadership in this field that it has exercised in so
many fields in making this country great in the
past.”




BUSINESS AND INDUSTRY
ACCEPT THE CHALLENGE

Excerpts from address by Richard C. Cornuelle,
Executive Vice President, National Association
of Manufacturers.

“After a generation of arguing about the conse-
quences * * * and expense of government action
on social problems (business) is beginning to realize
that there is much more promise * * * in forget-
ting * * * the arguments and allying themselves
directly to the solution of the problems * * *,

“We have a remarkable unanimity of opinion
among our (NAM) members that the great-
est * * * most important piece of business on the
agenda of American business today is to * * *
find out exactly what its total capabilities to solve

community problems are * * * and to get busy
and put them to work.

“Business has always had a sense of social respon-
sibility * * * but what is important is that con-
temporary business is finding ways to express that
responsibility directly rather than by writing checks
or supporting secondary social agencies.

“Gallup * * * found 51 million Americans
would like to go to work helping the problems
they see in their communities if they knew how,
and * * * they would be willing to contribute
more than 250 million hours.

“If we knew how to use that energy as well as
we know how to use human energy in commerce,
we could have a social production worth conserva-
tively 80 billion dollars a year.

“As we see our business leadership involving
themselves directly in problems of hard-core unem-
ployment, housing, delinquency and the rest * * *
we will see a unique talent for organizing human
energy applied to these community problems.

“I have never seen anything develop as fast as
top executive awareness of the importance of direct
industry-social action. We see it in the NAM in
less than 2 years’ time. The demands for advice
far exceed our limited capacity to give advice to
companies that want to act.”
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THE PROFIT AND LOSS
TO BUSINESS

Excerpts from the address of Frank Cassell,
Director, U.S. Employment Service, Former Vice
Presiaent, Inland Steel-Ryerson Foundation '’

“The social cost of poverty is not fully measured

by the statistics or the privation they suggest * * *,
The desperation and frustration that results from
poverty contributes to ill health, deteriorating citi-
zenship values and to other factors that weaken our
society. The social cost of poverty must also include
the goods and services that are not produced because
of the unemployment and low productivity of the
poor.
“Recognition of these costs to society has
prompted * * * many employers to accept the
challenge of breaking the cycle of poverty for sev-
eral million Americans * * * Many employers
have embarked upon this * * * on their own, and
some have done it with the assistance of government
financing. And in the process employers have learned
that:

—most people when given the opportunity to
work want to work,

—most people who are unemployed are employ-
able,

—most of the untrained people in our country are
trainable, and

—most uneducated people are educable.

“Employers have learned that their investment
in working with these people has resulted in gaining

! Mr. Cassell recently resigned as Director of USES and
returned to Inland Steel.

valuable new employees and opened new labor mar-
ket resources * * *,

“The late Douglas McGregor of MIT * * *
pointed out that most employers think of manpower
resources in the same way as they think of physical
and financial resources. He suggested that instead,
the essential task of management is a process * * *
of creating opportunities, releasing potential, remov-
ing obstacles, encouraging growth and providing
guidance.

“Where management has become involved in the
1960’s in hiring and training * * * of people re-
jected in the 1950’s, they are learning valuable les-
sons that they can apply to the management of their
companies. This far outweighs the extra costs
incurred in continuing special recruitment and
training programs conceived initially to tap previ-
ously unused sources of manpower * * * An em-
ployer who redefines entry level job requirements so
that they have relevance to the job to be done is
* # * in a better position to find people whodo a
better job at a higher level of performance than a
person over-qualified for the job. Over-qualified peo-
ple are a major reason for high turnover rates, job
dissatisfaction, low productivity and poor morale.

“Eliminating irrelevant requirements for entry
level jobs * * * was used for the purpose of pro-
viding jobs, but actually the technique is a pure and
simple matter of saving money now wasted because
of high turnover rates.

“It makes good dollars and cents to look for the
potential in presently employed personnel and to
provide opportunity for the potential to develop.

“The longer employers do not become involved
in improving their communities and their schools,
the more disadvantaged they become in competing
for and attracting the kinds of employees they need
to remain profitable.

“The employer who rather than becoming in-
volved personally in resolving problems of unem-
ployed people looks to sommebody else to do it * * *
pays an increasing tax burden. He has an increasing
crime rate, and he deplores the increase in the wel-
fare rolls * * * He may move his plant to the
suburbs and then * * * be confronted with the
fact that he has a labor shortage because the labor
that could be available to him is back in the inner

city.”




Commitment Can Pay Off .

. . Much More Is Needed

““The most important piece of business on the agenda of American business
today is to * * * find out exactly what its total capabilities to solve community
problems are * * * and to bet busy and put them to work.

“The inclination of the average business leader to act on community prob-
lems exceeds his understanding about how to act by a factor of 10 to 1.”

Mr. Cornuelle sounded a major theme of this
Conference which was expanded and emphasized
by many other participants. These men came from
companies and communities which have recognized
the urgent need for action and have made some
commitment to work directly on community prob-
lems. Many are actively involved in new and imag-
inative programs. They are excited and challenged
by the surprisingly high success rate of initial pilot
efforts to bring and keep hard-core unskilled,
minority men and women into jobs that need to be
filled.

They have made some mistakes and learned
some important lessons. Many have realized that
this job cannot be done by one company or even
by the joint employer efforts now starting in some
communities. Some have joined forces with other
community groups, building a broader organization
to tackle the complex, interrelated problems in-
volved in getting hard-core unemployed into jobs
and developing them into reliable, effective em-
ployees.

There is a real payoff for company and com-
munity from such programs, the conferees agreed.

—New manpower resources have been identified
in the community and within the existing work
forces; empty jobs have been filled; hard-core un-
employed have become highly motivated, steady
workers.

—Lower welfare costs have already been re-
ported in at least one community. Job programs
can help reduce the mounting tax burden which
business pays for police, welfare, and other social
services.

—New workers become new consumers; new
markets are created.

—The threat or actual experience of property
and business losses from ghetto .ots are high moti-
vation for employers’ constructive job activity.

4

Richard C. Cornuelle, Executive Vice President
National Association of Manufacturers

—Special training programs developed for new
“disadvantaged” workers have proved surprisingly
useful in improving job effectiveness of other
employees.

—Re-defining entry requirements for jobs and
restructuring jobs have helped companies get better
performance at the entry level, while moving experi-
enced personnel to more skilled jobs. This also helps
eliminate a frequent cause of high turnover—poor
morale from “overqualified” employees in low level
jobs.

—And, perhaps most important:

~—Business and industry are finding that their
financial contributions to community social services
bring more direct benefit when the company be-
comes actively involved in programs to which it gives
its dollars, and applies business “know-how” to get-
ting the job done.

But, against these encouraging notes were some
sober soundings. Most of the programs described are
still in the “pilot” stage, involving relatively few jobs
and people, compared to the serious statistics on un-
employed minorities. Those working in the most suc-
cessful programs were frankest to say that they and
other businessmen are doing fa: .oo little, far too
late; that much more involvement by business and
industry in the basic urban problems surrounding
jobs is urgently needed.

And no one working on these problems said that
it is an easy job. To make real progress, they said,
programs must have:

Priority commitment by top company officials,
communicated effectively and continuously down
the entire chain of command of their companies.

Jobs committed first by local business and indus-
try before training programs are started.

Intensive, special supportive services, counselling
and training provided by the company or an outside
agency, as hard-core unemployed are brought into
jobs.
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Effective and continuing organized communica-
tion between the business community, minority
ghetto dwellers, and all relevant public and private
social ager.cies.

Much greater involvement by business in school
systems and in other community programs of wel-
fare, health, housing, and transportation.

Active participation in the development of job
programs by genuine representatives of the minority
community.

“Instant Jobs”: Yes and No

In July and August political and business leaders
in many ravaged cities were trying to create “instant
jobs”—any kind of work to get youngsters (and
adults) off the streets and into gainful employment.

The job-program veterans at the Chicago con-
ference warned about such efforts, unless accom-
panied by much more massive, continuing and
coordinated programs to meet the total problem of
ghetto joblessness.

Newspaper headlines reported that “hundreds” or
“thousands” of jobs would be made available. Young
people streamed into employment offices and desig-
nated centers, often to find that relatively few ;>bs
really existed, or that these had already been filled
(sometimes by the sons and daughters of employers
and other nonpoverty families) .

Said Bruce Cole, who has worked with possibly
the most successful program in the country placing
unskilled “street gang” Chicago kids in jobs:

“Don’t con the kids * * * don’t promise them
anything you can’t deliver.”

This has happened all too often before. It can be
the last straw, kindling the emotions of a lifetime of
frustration and disillusionment literally to the burn-
ing point, perhaps to the point of no return to con-
structive community life. |

Some other warnings from participants at the
Chicago conference:

Training programs unrelated to available jobs
have recruited youth and adults with high expecta-
tions, then provided no jobs or effective placement
and supportive effort to help the graduate get a job.
Graduates who do not find jobs only develop deeper
bitterness, disillusionment, and hostility.

Dead-end jobs with no road leading to advance-
ment are often those produced for “instant job”
programs. Without opportunity or hope for some-
thing better, the already disillusioned minority
youth, who has seen his parents stuck in such jobs all
their lives, has little motivation to stay at work.

Low-wage jobs, unless related to opportunity for
further training and advancement, likewise fail to
give hope or motivation necessary to develop steady
workers or to solve the economic problems of ghetto
families.




What Business and Industry Are Doing

The programs described at the conference
included:

—individual company efforts,

—community job programs run by employer
councils,

—job prorrams run jointly by employers and a
broad coalition of community groups, including
minority representatives, and

—employer-community programs which have ex-
panded from job efforts to other employment-re-
lated community problems.

Companies were urged to review and expand
their own efforts, but many believe that really ef-
fective job programs must involve employers with
other community groups in their basic development
and operation.

A tragic lack of communication between busi-
ness and minority community, business and the
schools, business and the tax-supported social agen-
cies was reported from almost every city.

Building a broad-based community organization
to tackle job and other basic community problems
was seen as the best way to get this necessary com-
munication. This route may take longer than or-
ganizing a purely business effort, but experience has
shown that it helps avoid many common mistakes,
overcomes serious barriers, builds better understand-
ing, and produces more benefits for employer and
community.

Business-community organizations which initially
were organized to work on employment problems
have generally come to realize that they must also
become involved with education, housing, health
and welfare, transportation, and other problems
which affect employment.

Major Components of
New Job Programs

Company and community efforts may be roughly
separated into three main areas (with some un-
avoidable overlap) :

1. Outreach.—New ways to reach, motivate, and
bring minorities into jobs and prepare for jobs.

2. “Fitting the Job to the Man”.—New ap-
proaches—totally reversing the traditional concept
of “finding the man for the job”—to seek out and
utilize human potential. Innovations include:

6

—techniques of selection, interviewing, evaluat-
ing potential, and testing,

—restructuring entry-level jobs; better definition
of minimal requirements for these jobs,

—upgrading present low-level employees; finding
better ways to develop their potential for
advancement,

—“human relations” or “sensitivity” training for
personnel staff and supervisors to support these new
efforts, and help make sure they work, and

—administrative measures to assure that new
policies are carried out “down the line” from top
management throughout company operations.

3. Education and Training.—Development of
human resources, along with development of mate-
rials and products, has been accepted as a basic re-
sponsibility of industry by many companies.

A major key to successful development has been:
“Accentuate the positive” ; emphasize possibilities of
success throughout the selection and training
process. This produces results from people who have
lived in an environment of total failure and have
often already accepted themselves as failures.

Pre-work orientation, counselling, and special
kinds of training have been found necessary before
job training for many hard-core unemployed. With-
out this, regular skill-training programs often don’t
work.

Basic education (reading, writing, and arith-
metic) is another widespread need; some employers
are providing this themselves, others are cooperating
on programs with educational institutions.

“High support”, counselling, and continued fol-
low-through on the job has been necessary for
some of the “disadvantaged” to become good em-
ployees. This is being provided by companies and
by private agencies.

Surprisingly successful skill-training programs are
producing excellent employees from so-called “un-
employables.” Some are conducted by employers
on their own, iotally in-plant. Others are with Fed-
eral On-The-Job Training (OJT) or Bureau of
Apprenticeship Training (BAT) funds. Some op-
erate through institutional skill centers, supported
by business and Government. Still others combine
institutional and on-the-job training.

While methods of organization and funding dif-
fer, successful training programs have these similar
characteristics: (1) employers are deeply involved
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in development and follow-through, (2) a flexible
set-up allows needed changes, and (3) employers
are working with the right “mix” of community
groups to assure good communication and coordin-
ation of effort.

Following is an overview of the main activities
reported at the conference, illustrated with capsule
summaries. These are cross-referenced to part II
of the report where some of these programs are re-
ported in greater detail.*

OUTREACH

“Aggressive’ Recruiting

“The phrase ‘Equal Employment Opportunity
Employer’ in newspaper ads simply isn’t enough
* * * we need to push down into the ghetto, get
to the people. We need to engage in aggressive
recruiting.”’

Edward Hodges,

General Employment Supervisor
Michigan Bell Telephone Co.

These words were repeated by many others at the
conference, whose companies have recognized that
the ghetto resident—for a variety of reasons—will
not come into a company personnel office, or em-
ployment agency, but must be reached where he is.

The major “outreach” effort is now being done by
community agencies and new job programs, and
employers are learning to use these agencies as re-
cruitment sources. However, some companies are
doing their own “outreach”. Whatever the method,
it was generally agreed that one of the most effective
recruiting devices is the employment and, even more
important—the promotion—of Negroes into better
jobs; once this is done by a company “the word gets
around.” Until it is done, many minorities believe,
from past experience, that they will not be hired or
have no chance for a good job, and will not apply.

1Since conference discussions were largely ‘“‘ad lib,”
these reports are not necessarily full “case studies.” How-
ever, it is hoped that they will be helpful guides to other
employers. Names and addresses of conference participants
and other sources of information and assistance are listed
at the end of part I of the report.

E YL

“Aggressive” Recruiting
Efforts by Companies

Pacific Telephone & Telegraph Co. uses 6 Negro
and Spanish-speaking recruiters as walking employ-
ment offices. They go wherever people are, to bar-
bershops, poolrooms, bars, etc. A speakers’ bureau
of minority employees schedules talks to community
groups about company job opportunities.?

Illinois Bell Telephone Co. has set up a recruiting
office in the heart of the Chicago ghetto and regu-
larly informs community agencies about job oppor-
tunities and requirements. The company invites
youth gang leaders to its offices for talks and plant
tours.?

Michigan Bell Telephone Co. has sent recruiting
trailers to ghetto areas in several cities, and has
made special efforts to get information about job
opportunities to “grassroots” leaders beyond tradi-
tional contacts with Negro ministers, doctors,
teachers, and social workers. The company has con-
tacted officers of Negro PTA groups, block club
presidents, officials of Negro Elks and Masonic
lodges, scout leaders, barbers, and beauticians.
Beauticians (often the social center for many Negro
women) have been invited on plant tours and en-
couraged to broadcast job opportunities. In four
cities, local NAACP branches were invited to hold
their regular meetings in company plants, then
taken on tours and asked to refer job applicants.
While many of those referred do not qualify, “the
word is out. People know we will hire anyone who
is qualified,” said Ed Hodges.*

Employers Recruit Through
Community Agencies

Most employers do not have the staff to do the
intensive work required to find, motivate, screen,
and give preliminary job orientation to hard-core
unemployed. In many communities, existing or new
social agencies, usually located in ghetto areas, are
doing this job, with substantial help from Govern-
ment and business, and employers are finding new
manpower resources through these agencies. The
Urban League has been a major recruitment source
in many communities. In some cities the State em-
ployment service is now reaching out effectively into
the ghetto; in others it was severely criticized for
not doing this job.

3 See pt. 11, p. 15.
3See pt. I1, p. 13.
*See pt. I1, p. 11.




In Chicago, the Tri-Faith Employment Program,
supervised by an interfaith business advisory coun-
cil, has opened seven employment offices in areas
of highest unemployment, hired neighborhood peo-
ple as staff who go out to streets, houses, schools,
alleys, bars, or anywhere to recruit, interview, and
counsel prospective job applicants, 7 days a week,
day and night. The project expects to place more
than 10,000 . jobs in its first year of operation
(6,000 had been placed in June) .

The Jobs Now Project in Chicago has focused on
reaching street-gang youth. Thirty-nine public and
private agencies work with the Project; 20 of these
bring 100 youngsters to the project center every 2
weeks for a 2-week orientation course. Employers
have loaned top personnel officials to work full-time
on developing job openings for these boys. Some 150
companies have hired about 900 youths, with a
built-in “support program” to help them adjust to
the work world.®

In Los Angeles, members of the Employers Merit
Employment Committee are sending interviewers
to hire at new skill-training centers and State em-
ployment service centers located in Negro and
Mexican-American neighborhoods. They are also
cooperating actively to see that training is related to
job openings, and providing instructors and mate-
rials to be sure that trainees meet their needs.’

In the Boston metropolitan area, 93 employers
have contributed 300 personnel officials (including
some vice presidents) as volunieer interviewers 2
nights a week tc jobs Clearing House, a no-fee
agency set up to help minorities find jobs. About
4,000 jobs are currently listed with this agency.
Business also contributes financially to its support.®

In Houston, Tex., a pilot program (one of five
throughout the country supported by Department
of Labor grants) ran an intensive Louse-to-hous:
canvass in eight census tracts of highest unemploy-
ment, using neighborhood residents as interviewers.
Very high interest in training and jobs was found
among people who had never been to an employ-
ment officz. About 91 percent of those referred by
the neighborhood workers actually reported to
special “outpost” neighborhood offices for further
screening and referral. Houston found that different
techniques were needed for working with Negro
and Mexican-American disadvantaged; for exam-

% See pt. I, p. 33.
% See pt. I1, p. 27.
7 See pt. I1, p. 49.
*See pt. I, p. 102.

ple, women interviewers were used with the Spanish.

Although some 600 “disadvantaged” were placed
in job training programs, the original Houston
project suffered because it did not have training
programs or a job development effort to match its
successful outreach.

Youth Motivation

Many companies participate in annual “Career
Days” in schools to motivate minority youth toward
jobs in their companies. But some companies re-
ported more intensive and individualized programs:

In Los Angeles recently, employers helped or-
ganize a task force of 300 minority employees hold-
ing jobs at ali levels, who went into individual
classrooms—many in the schools from which they
had graduated—to talk and answer questions about
job opportunities and needed preparation.®

In a summer employment program, Illinois Bell
Telephone Co. hired a number of Negro high
schoolers. Before they returned to school, they were
urged to let their classmates know of job opportu-
nities at the company.°

Michigan Bell employed a small number of Negro
high school seniors on Saturdays. When they gradu-
ate, they will step right into jobs at the company. A
company representative will present a special certi-
ficate at the graduation ceremony. The company
believes this will make a big impression on others in
the school. The program has produced good em-
ployees and Michigan Bell will expand it.!*

Publicity

While participants said there is no substitute for
going into the ghetto neighborhoods to recruit,
publicity supplements this effort:

The Chicago Merit Employment Committee has
sponsored a “Merit Employee of the Week” news-
paper series, featuring “success stories” of minority
employees. These employees have also been placed
on minority disk-jockey programs for interviews.

The Los Angeles Merit Employment Committee
distributed 70,000 copies of “You Too Can Be a
Winner,” a handsome booklet featuring minority
employees in varied jobs at different area com-
panies with their own quotes stressing opportunity
and the need to stay in school. (By contrast, a con-
ference participant reported that recently a Phila-

®See pt. I1, p. 52.
1° See pt. 11, p. 13.
1 See pt. I, p. 11.
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delphia company, genuinely interested in hiring
Negro youth, distributed a recruiting brochure to
Negro high schools in which every employee pic-
tured “was a nice white boy ¥ * * nothing with
which the kids could identify * * %)

Employers in a number of cities said that they are
regu'arly sending word of job opportunities to the
Urban League, NAACP, YMCAs, settlement
houses, and other neighborhood agencies and youth
centers which regularly reach minorities.

The Job Fair, “Equal Opportunity Fair,”
“Career-o-rama”, or similar employer-sponsored
community effort is another method of establishing
communication between companies with unfilled
jobs and potential employees. Thirty-eight cities
were reported to be planning or holding Job Fairs
this year. Successful fairs have netted employers
badly needed employees at surprisingly low cost
compared to other recruitment methods.

Job Fairs are now concentrating on on-the-spot
hiring, rather than general promotion of company
opportunity. But this has only proved successful
when a well-organized program of publicity, pre-
liminary screening, and recruiting, in cooperation
with community agencies has preceded the fair.

In Indianapolis 20,000 people attended the Job
Fair, several thousand showed up for company in-
terviews. A check 2 weeks later showed 560 hired;
4 out of 5 had been unemployed. Companies who
sent their top officials as interviewers got the best
response, because too many people had been
turned away by personnel departments. “When they
found out that vice presidents and presidents were
interviewing * * * they felt freer to apply.”?

The Crane Co. in Springfield, Mass., hired 23 of
95 men it interviewed at a Job Fair this year. The
company learned from a previous Job Fair to send
its most skilled interviewers (including one who
spoke Spanish) to the Fair. Those hired are rated
very good employees.!3

The Third annual “Career-o-Rama” recently
held on Chicago’s West Side (one of several Fairs
held in different minority neighborhoods) is part
of a business-sponsored program to convince high
school students to stay in school, and dropouts to
return. The Fair was organized by business leaders
in cooperation with every possible neighborhood or-
ganization: schools, religious groups, etc. A follow-
up committee is now getting evaluations from these
groups to see how youth regarded the program.!*

?See pt. I, p. 96.
13 See pt. I, p. 97.
" See pt. I, p. 91.

FITTING THE JOB
TO THE MAN

“What's Right With Him"”

A surprising number of conference participants
advocated this radical reversal of traditional em-
ployment procedure as a necessary and beneficial
step for business as weli as for the hard-core unem-
ployed. 4 new perspective of the potential employee
is needed: “Instead of looking for what’s wrong
with him, we need to look for what’s right with him;
what are his aptitudes and potentials?”

Others warned against stereotyping the “disad-
vantaged,” “minority,” or “poor” as fit only for
assembly-type or low-skill laboring jobs. One job
program developer cited 2 man who “failed” on
three different industry jobs to which he had been
referred, now doing excellent work as a “coach”
advising and counselling other formerly unemployed
people on their job and family problems. Another
reported the case of a Negro man employed for 13
years as a night watchman, who is now a cracker-
jack manager of a busy employment office, display-
ing excellent administrative and managerial skills.
Both had talents in different areas from those they
had been placed in by employers.?®

Dr. Samuel Cleff, an industrial psychologist with
the Honeywell Corp., has been experimenting with
new methods of identifying positive qualities in peo-
ple and macching them to revised job descriptions.
He asks unemployed what they have done and what
they have done best—in work and non-work situa-
tions. He believes his findings will help companies
hire people who can best do the work required for
specific jobs.!®

Bernard Haldane, director of the Foundation for
Re-Employment,”” has developed a system of
“achievement pattern analysis” and 2 “reemploy-
ment program” also based on developing the “self-
image” of the unemployed from “failure” to

15 See pt. IL, p. 35.
1 See pt. II, p. 98.
17 See Participants List at end of pt. I.
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“achiever.” The program seeks out and builds on
the skills that the individual is motivated to use,
and helps him develop better job-finding techniques.
Haldane reports that more than 70 percent of the
unemployed he worked with found jobs in less than
60 days.

More creative use and development of man-
power was called for.—Several speakers cited the
amazing ability of industry to train totally unskilled
“Rosie the Riveters” with lightning speed for war-
time needs. Brooks Bernhardt of the Monsanto Co.
recalled training Italian goatherders for complex
chemical and petroleum industry operations in war-
time. Industry was urged to apply the same kind of
energy and initiative to train today’s unemployed.

A tendency to “‘overhire’’ was criticized by some
participants, defended by others.

“We only hire people we think are promotable,”
said one company official. “But you don’t promote
most of them,” replied another. “How many fore-
men do you need?”’

Henry Shor of KLH Co. believes that there is
a considerable number of people who will be satis-
fied and perform well at low-level jobs, and that
they should not be expected to meet higher require-
ments. However, Mr. Shor agreed with others that
employees hired at the lowest level should be given
encouragement and opportunity to improve skills
and advance.

Educational requirements are being greatly
modified and relaxed by employers who find that
a high school diploma is not really needed for
many entry-level jobs, and that the high school
product in their area often reads at a sixth-grade
level. Some companies are working with local boards
of education or developing their own programs to
allow employees to get a high school equivalency
while working.

In St. Louis, where almost every employer for-
merly required a high school diploma, a new busi-
ness-organized job program has persuaded em-
ployers to restructure jobs. A recent sample of 900
job orders showed that 82 percent did not require
high school education, and 55 percent would ac-
cept eighth grade or below.?®

The KLH Co. has no educational requirements
for its entry jobs. Employees go directly into a spe-
cial training program before they go on the job.
KLH relies on an exceptionally skilled interviewer
and references (where available) for hiring de-
cisions. The company has about 35 percent minority

#* See pt. I1, p. 59.
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employees, and is enthusiastic about their perform-
ance in turning out a very high quality product.?®

The Polaroid Co. has dropped former require-
ments for high school diploma, and conducts a
training program which allows employees to get
the diploma on company time and at company
expense.

The Thompson Ramo Co. in Los Angeles, which
formerly required a high school diploma plus 2
years of experience for electronic assemblers, was
persuaded to try hiring graduates of the Opportuni-
ties Industrialization Center (O.I.C.), a ghetto-
organized job preparation program, whose grad-
uates often lack much formal education. After a
3-week trial, the company told the center, “We'll
take all the trainees you can send.”

However, the high school diploma remains a
major obstacle to job opportunity. A Chicago job
program administrator cited companies which re-
quire a diploma for a “fork-lift operator and the
lowest kind of assembly jobs;” the director of a
Spanish manpower program reported that she
couldn’t place a man with 18 years of welding ex-
perience in Cuba because he didn’t have the re-
quired diploma.?°

Testing is a major area where changes are taking
place. Many employers now recognize that verbally
oriented tests do not accurately reveal potential of
Negroes and Spanish-speaking applicants. Psychol-
ogist Cleff reported that almost all tests now in use
focus on skills of working with “ideas and symbols,”
but his analysis reveals that most jobs require work-
ing with “things.” There are no tests to measure this
kind of ability, he said.

Many companies today use the General Aptitude
Test Battery (GATBY) developed by the U.S. Em-
ployment Service. This test is fine if you can read
at a sixth grade level, said Bruce Cole of JOBS
NOW, “but we have kids that can strip a car in
10 minutes who cannot pass the mechanics apti-
tude test.”

The Inland Steel Container Co. does no testing
before hiring. “We test after hiring, and find that
the tests are invalid,” said William Willard.

Pacific Telephone & Telegraph, Equitable Life
Assurance Society, Illinois Bell, Metropolitan Life
Insurance Co. were among companies who reported
successful pilot projects in hiring a small group of
applicants who did not pass regular tests, but indi-
cated good potential. Most have become excellent

¥ See pt. I1, p. 20.
?See pt. I1, p. 36.
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employees.?* Pacific Telegraph & Telephone gave
these employees a special remedial education pro-
gram; 39 of the first class of 42 are now permanent
employees, and the program is being expanded.

Carl B. Kludt, manager of personnel develop-
ment for Hughes Aerospace Co., took 120 hard-
core minority youth referred from social agencies
as people with good motivation for work, ignored
their test scores, and trained them successfully for
clerical and electronic assembly jobs. But, Dr. Kludt
emphasized, he did not tell their supervisors about
their test scores or lack of high school diplomas.
There was absolutely no difference in their achieve-
ment from others who met the usual requirements.

KLH uses no tests at all except a finger dexterity
test for jobs where this is essential; even this test
was developed and refined with present employees
to be sure it was valid. KLH is convinced that no
one without a high school education can pass the
Wonderlic test. When this test was given to Negro
supervisors who are regarded as excellent employ-
ees, they failed it. Said Henry Shor, “They never
would have been hired, so we said ‘to hell with
Wonderlic.’ 22

In New York, where Negro applicants regularly
failed the Sheet Metal Workers apprenticeship test,
the Workers Defense League gave special coaching
to a group of Negroes. These boys got nine of the 10
top grades in the next test. They didn’t need reme-
dial education:; they just had to learn how to take
tests. Several conference participants recalled that
they took cram courses on “how to take a bar
exam,” and agreed that helping Negroes learn how
to take tests and fill out application forms could help
open the door for good employees.

In most cases, employees hired without tests have
worked out well. Companies relied on good inter-
viewers, and worked with supervisors to convince
them that these people were worth special attention
and training.

Police records have been a major employment
barrier for many minority applicants. But conference
participants stressed that the frequency and causes of
anest differ greatly in ghetto and non-ghetto areas.
“It’s pure luck if you don’t get ‘busted’ (arrested) if
you grow up in the slums,” said one. Several com-
panies which have hired people with police records
(who otherwise showed good potential) reported
that they have caused no problems and some have
become superior employees.

a1 See p. I1, pp. 13, 15, 18.
1 See p. I, p. 20.
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Henry Boardman of Western Electric Co. re-
ported that a comparison of those hired with arrest
records and those without showed no difference at
all.

Pacific Telephone & Telegraph looks carefully at
the record, distinguishing between arrest and actual
conviction, and has gained several “superior em-
ployees” from among those with police records.?®

William Johnson of the Center for Independent
Action, who worked with Indianapolis employers
setting up a job program for hard-core unemployed,
said, “We ask employers to look at the kind of rec-
ord. If it’s not dangerous and the person is backed
up by his local volunteer counselor who can testify
about his home life and stay with him,” the em-
ployer is urged to take the chance?*

Restructing jobs, dividing them into simpler
and more complex parts has made it possible to
employ people with lower qualifications in many
companies, and provided advancement for em-
ployees working below their ability. It was generally
agreed that this kind of effort, which has been going
on in upper echelon jobs, can be done more exten-
sively at lower levels.

Dr. Kludt described an effort to determine mini-
mal requirements for gas company meter readers in
the Los Angeles area. The company required a
“knowledge of mathematics.” Breaking this down to
the precise operations required, Dr. Kludt finally got
the company to agree that they could hire men who
could merely add and subtract. Multiplication and
division were not really necessary and could be
learned in night school while the men were
working.2®

The Texas Division of the Champion Paper Co.
restructured a considerable number of entry-level
jobs last year, eliminating educational and test re-
quirements, and hired hard-core unemployed
referred by a job project which conducted a house-
to-house canvass in high unempioyment neighbor-
hoods. The company reports that it has gotten
“exceptionally good employees.” As a result, it has
since hired more through this program.

The Dieboldt Manufacturing Co. is among com-
panies that have hired Negroes and Spanish-speak-
ing workers at low-skill levels, and set up in-plant
training to upgrade their skills, teach English and
provide other remedial programs. The company em-
ployed no Negroes or Spanish-speaking people 3
years ago; today Negroes and other minorities are

¥ See pt. I1, p. 15.
* See pt. I1, p. 39.
3 See pt. I, p. 47.




18 percent of the work force. Many are already
moving up the ladder to higher jobs.

Upgrading present employees was recommended
not only as a way to open lower jobs but as a fre-
quently overlooked, major source of good talent,
particularly among minority employees who may not
have had opportunity or encouragement for
advancement.

The Polaroid Co. and Equitable Life Assurance
have instituted a job-posting procedure. All jobs
that open up throughout the company are posted.
Anyone who thinks he or she is qualified may ap-
ply. Polaroid works with supervisors, urges them to
encourage minority employees who may lack con-
fidence or need skill to take training courses to quali-
fy, cither in company programs or outside. Tom
Brown of Polaroid urged employers to emphasize
upgrading. “You have fellows in your stockrooms
that could very easily be running a line as a super-
visor, people doing jobs as clerks, typists who if
given an opportunity could move up in your com-
pany.”

Western Electric’s Kearny Works took a look at
its work force and wondered why there were no
Negro supervisors. “We put in a crash program and
interviewed every Negro male in the place,” said
Henry Boardman. “What we learned was fantas-
tic.” Negroes with college degrees and other quali-
fications were working at jobs far below their abil-
ities. Western Electric instituted a special training
program to prepare some of these men to be super-
visors, then went on to use similar techniques with
the total work force. As a result, the company has
found excellent new supervisors, black and white,
who had been overlooked by former promotion
systems.?¢

Equitable Life formerly hired only college grad-
uates for computer programers. Two years ago,
it offered everyone in the company the opportunity
to take two special exams for these jobs; one the
regular IBM exam, the other a specially developed
exam to indicate characteristics of thinking. Five
hundred employees took the exam, 100 passed it.
The company discovered that 60 percent of those
passing did not have college degrees. It is convinced
that a major source of higher level job talent is
within its present employee population.?’

Illinots Bell offers continuous training for em-
ployees, asks supervisors to be on the lookout for

® See pt. I1, p. 78.
¥ See pt. I1, p. 18.

talent, and encourage employees to take courses
for advancement. These are open to telephone
operators, clerical employees, and all others.?®

“Sensitivity” Training for
Personnel Officials and Supervisors

Human relations training and other preparation
of personnel officers and supervisors was held es-
sential for success of any program to hire and train
hard-core unemployed.

This is particularly important for the people at
the first point of contact. “You need your best—not
your worst—person at intake,” said one participant.
Many stories were told of companies where the
guard at the gate or the girl who hands out em-
ployment applications actually makes company em-
ployment policy—regardless of what the president
or vice president thinks his policies are. Reception-
ists and interviewers in State employment services,
private employment agencies, and companies were
all called guilty.

Employers were urged to carefully review present
“intake” methods. “Are personnel people courteous,
understanding? Do they give assistance or frighten
the hell out of the prospective employee?”

“In personnel, the name of the game is to ex-
clude,” said one personnel manager, who agreed
that this situation needs to be changed.

Dr. Kludt suggested rotating personnel people
from time to time, putting them in wage and salary,
training, or employee services because it “reorients
them to the fact that they are there to serve people.”

Apart from outright discrimination which still
persists, personnel people need special ability to un-
derstand and relate to the special problems of the
disadvantaged. The personnel interviewer dealing
with Negro, Mexican-American, Puerto Rican or
other minority persons should be “the most skilled
person in the company * * * should have knowl-
edge of different cultural backgrounds.” For ex-
ample: “In the Mexican-American culture, hu-
mility is a virtue. The Mexican-American is not
likely to sound his own trumpet.” His real abilities
have to be carefully sought out.”

“The silent ways we communicate * * * and
fail to communicate,” were stressed by Bruce Cole,
of Chicago’s JOBS NOW project.

For example: “If you wear your hat, you’re
crude if you’re middle class. (But) if you’re a lower
class Negro, wearing a hat means you’re 2 man.”

* See pt. I, p. 13.
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Or: “Many Latin-Americans like to talk about
a foot away from the interviewer while most North
Americans feel comfortable about 3 feet away,
so, what you have is the Yankee backing away and
the Latin moving in * * * and neither of them
is comfortable.”

Or: (on looking the other person in the eye):
“You can’t do it more than 10 seconds, until you
* # * are embarrassed * * * looking aivund the
room. But nobody ever tells a Negro kid, ‘don’t
stare.” He is going to look you in the eye (and)
say, ‘That white s.ob. He doesn’t like me * * *
He won’t look me in the eye * * * won’t trust me.’ ”

Personnel officials loaned by Chicago companies
to the JOBS NOW project are learning a great deal
about how to deal with the kids from Chicago’s
streets when they come for jobs and when they are
on the job.?®

In Boston, 300 company personnel officials who
have worked as volunteer interviewers at Jobs
Clearing House have learned a lot about the prob-
lems of Negroes in seeking, getting, and holding
jobs. “They are getting accustomed to interviewing
Negroes in a relaxed way, which is totally different
from the way they interview in their own com-
panies * * *  After they have gone back to their
company * * * they know the problem we have
on the other end,” said JCH President Tom Brown,?°

In Denver, Colo., psychologist Jack Yuthas be-
lieves that “you can’t really understand the dis-
advantaged unless you live with them for a while.”
With other University of Colorado professors, and
in cooperation with the Denver Plans for Progress
Council, he has been working with industry per-
sonnel people and school counsellors to give them
first-hand experience with the problems of the high
school dropout; his fears, frustrations, and hostilities.

Training for Supervisors and Foremen

Illinois Bell has run a series of “sensitivity train-
ing” courses for first- and second-level supervisors
to develop awareness of special needs of minority
and disadvantaged new employees. The company
reports an “overwhelming response” ; many of these
people wanted to go out and do more in the com-
munity. Some of them are now doing volunteer
tutoring of ghetto residents.!

Equitable Life placed its first group of employees

* See pt. I, p. 27.
® See pt. I, p. 101.
# Seept. IL, p. 14.

who didn’t meet usual qualifications under particu-
larly sympathetic supervisors. When the company
made clear to these supervisors that these employees
would not be charged against their regular budget
or efficiency rating, and urged them to take on the
special challenge of training them, results were
good.*

KLH has worked with Northeastern University
in Boston to develop a course for training
supervisors.3?

The Board for Fundamental Education, which
has concentrated on basic education for minority
and other disadvantaged employees, will soon put
on the market a series of tools for foremen, super-
visors, and interviewers to help them work more
effectively with a multicultural work force.*

Other administrative measures by top man-
agement to assure that new job policies are carried
out down the line have been found necessary.

There was resounding agreement that the best
policy or new approach from the president or vice
president’s office can get badly fouled up unless
specific additional steps are taken to work this policy
into all operating parts of the company.

When North American Aviation Co., which has
received plaudits for its policies in hiring and train-
ing minorities, analyzed employment statistics by
department and division, it found some without a
single Negro or Mexican-American employee. The
company has now shifted administrative responsi-
bility for equal employment policy from the person-
nel department to the line officials, creating a top
management committee of vice presidents of all
operating departments in the corporate structure,
and a similar committee in each branch operation.
These committees analyze minority employment
statistics, review qualifications of present minority
employees for promotion, and receive suggestions
from an advisory committee composed of minority
employees. There has ber~ a notable increase of
minorities employed in areas where they had been
absent’ before, and in those holding supervisory
jobs—even in plants in the South where “tradition
and attitude” was supposed to prevent such things.*®

Michigan Bell Telephone Co. keeps a monthly
running inventory of minority employment records
(which it is required to submit as a Government

3 See pt. I, p. 18.
¥ Gee pt. I1, p. 20.
% See pt. I1, p. 82.
®Seept. I1,p. 7.
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contractor) by district, division, and city. This is
circulated to every operating department head.
Looking at another city or department’s better rec-
ord spurs a manager to go out and do more on his
own “before the boss comes in and tells him to do
better.” The company has also tried FEPC-type
audits on its own personnel office operations, re-
viewing applications of minorities not hired, Some
of these have been called back for second interviews,
hired and turned out to be good employees.*

Education and Training

Orientation and counselling before training has
been found most essential for many disadvantaged
to become good employees. Such pre-training is now
being done in some cities by social agencies and gov-
emmment job programs. In others it is still lacking,
and as a result, employers are often disappointed
with job program trainees.

Pre-training ranges from very simple practical
things, like how to find the right bus or buying an
alarm clock to get to work on time, to complex and
subtle attitudes and emotional problems.

The important elements of pre-training are illus-
t- ated in the 2-week orientation course conducted by
JOBS NOW in Chicago. They are:

—Grooming and hygiene.

—Money management: (How to avoid getting
hooked on “credit terms,” etc.)

—Transportation: (How to get to jobs on the
public transportation system—something that is
totally new for many.)

—Job preparation: (Company personnel explain
what is expected from employees in the “work
world;” trainees discuss with them their worries and
concerns. )

—Human relations tratning: (Getting the youth
to examine their own attitudes toward jobs, them-
selves, their community, life in general. “We try to
provide them with an idea that there is a
tomorrow.”)

Similar courses were reported conducted by Op-
portunities Industrialization Centers (OICs) in
Philadelphia, Los Angeles and other cities, by the
Pulaski-Cavalry Rehabilitation Center in Hunts-
ville, Ala., by the Cook County Welfare Department
and others.%”

¥Seept. I, p. ...
¥ See pt. 11, section D, p. 84-85; also section C, p. 63.
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Special attention that continues into training and
on the job was also recognized as a necessity for the
severely disadvantaged. The employer frequently
complains that when he gives a “disadvantaged”
person a chance, the employee “doesn’t show,” is
tardy, or drops out after a short time.

Where a continuing “support” program has been
carried on, whether by the company or cooperating
social agency, results are much better.

JOBS NOW project clients get follow-up help
from project “coaches” who ask employers to give
them access to new trainees on the job, then follow
through at home or wherever needed. But the em-
ployers are also asked to develop “support” them-
selves, through their own “coach” or a “buddy sys-
tem.” The results: 83 percent of youth referred to
companies with “support” programs are still on the
job, but only 24 percent are still working in com-
panies where no internal “support” program was
established.

JOBS NOW tells companies that if an employee
has a problem the company should follow through;
it can be referred to the social agency which is sup-
posed to handle it, but too often the poor are merely
“bucked around from agency to agency.” If the
company checks up (“uses its muscle”) to see what
has happened, chances are much better that the
agency will do the job.®

The Polaroid Co. believes it is the company’s re-
sponsibility to find out why employees “don’t show”
and try to help. “It could be the person is trying to
hold down 2 jobs. It could be the babysitter didn’t
show. If one car breaks down, several people may
become absentees. You have to be concerned with
the total employee.”

The Opportunities Development Corp., a new
business-supported job program in Buffalo, trained
200 “tutors”—many from ghetto neighborhoods—to
work with newly placed trainees in the plant and
help counsel them on and off the job, while provid-
ing needed basic education in after-work classes.?®

In Indianapolis, a busincss-sponsored program
has recruited volunteer counsellors who work with
job trainees constantly on a 1 to 1 basis.#®

This kind of support is costly. But conferees
could not suggest any other program on a mass
basis that would work. So far, best results come

¥ See pt. I1, p. 27.
» See pt. I1, p. 25.
# See pt. I1, p. 39.
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from individual counseling. However, many said
that the high initial outlay would pay off in better,
steadier workers. Some companies have already
benefited from applying “support” techniques for
disadvantaged new minorities to their regular work
force, with resulting reduction of absenteeism and
other problems.

Basic Education

This is a crucial need for today’s unemployed, un-
deremployed and for many employees whose jobs
are being replaced with more skilled operations.
Whether school dropouts, or products of inadequate
schools, these people cannot meet industry’s cur-
rent requirements.

Some encouraging programs were reported, con-
ducted by industry itself in cooperation with school
systems, or by other agencies. There is strong evi-
dence that “the best place to train people is in the
world of work.” Employees respond better to pro-
grams conducted on company premises than in ed-
ucational institutions where they may have had
earlier failures, or which are difficult to reach after
work.

—The National Association of Manufacturers
started a pilot program (MIND) several years ago,
which raised reading, writing and arithmetic levels
of Harlem youths by 4 grade levels in 100 hours of
instruction.

—NAM’s MIND staff worked with the Corn
Products Co. in Argo, IlL., to develop a basic edu-
cation program for company employees who could
not qualify for new jobs. A pilot project for 38
employees was conducted 2 hours each day after
working hours on employees’ own time for an aver-
age of 79 class hours per employee. It helped raise
educational levels from 2 to 3!/ years. Although the
company had some difficulties with work schedules
and attendance, and did not get the full time
projected for instruction, it is enthusiastic about
results and is going ahead with a second program
for 59 other employees. Cost was estimated at $200
per student, chiefly for salaries of the director and
two “monitors,” not trained teachers but sympa-
thetic company officials who were able to give en-
couragement to the students. The Corn Products
Co. is now taking over the “MIND” program as a
commercial enterprise and will market it to other
companies.*!

4 See pt. II, p. 80. See also, Resources list at the end
of Pt. I.

—The Campbell Soup Co. developed a program
with the Chicago Board of Education in which the
board supplied teachers and materials for a course
conducted on company premises. Twenty-four em-
ployees completed a course covering grades 1-6.
Classes were held 2 hours daily, on employees’ own
time, before or after work. The company is so
pleased with results that it is now opening the pro-
gram to all interested employees. Ten percent of
the hourly work force have enrolled, and a second
course covering grades 7-12 is being prepared.

—The Board for Fundamental Education
(BFE), a nonprofit organization which has con-
ducted in-plant basic education courses for about
80,000 employees, designs special programs to meet
individual company needs. Courses are divided into
3 groups: from zero to grade 4; grades 4-8 and
grades 8-12. BFE recently embarked on a program
to upgrade 1,600 employees of the 12 largest steel
companies in Chicago and Baltimore.*?

Skill training programs

Some programs were severely criticized for train-
ing people without relation to or prior commitment
of jobs, but the most successful ones have had an
initial and continuing close relationship with busi-
ness and industry. Where the business community
has taken an active role in job programs, it has
concluded that jobs must be found and zommitted
first, then training programs developed and trainees
recruited.

—1In Los Angeles, the Merit Employment Com-
mittee and personnel and training experts from
The American Society for Training and Develop-
ment have helped organize, develop curriculum,
provide instructors and materials for federally-
supported skill centers and other programs which
are training residents of ghetto areas. About 99
percent of the graduates of the skill centers were
reported placed in jobs. This high placement rate
was attributed to an intensive followup program
by the Merit Employment Committee to assure
that a graduate is placed in one company if
another does not have a job for him. Many Los
Angeles employers see the best hope for future
training in more such “coupled” programs, where
the prospective employee gets institutional train-
ing first, then moves into OJ T programs in industry.

2 Gee pt. I1, p. 82.
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The Douglas Aircraft Co. has trained about 6,000
workers in this way.*?

—1In Minneapolis, a Plans for Progress Council of
70 major employers has entered into a new “cou-
pled” program. It has a contract with the Labor
Department Bureau of Apprenticeship Training
(BAT), for dropouts aged 17-22. The local Op-
portunities Industrialization Center and two other
agencies will recruit trainees and give them 20
hours of basic training weekly, for which they will
be paid $20. Employers will hire these trainees for
the other 20 hours weekly and pay them $30 per
week. (All funds come from BAT.) The program
allows 4-26 weeks for this initial training (OIC
believes it will take 11 weeks) then trainees will
automatically go into regular On-the-Job training
programs in the companies.

—Michigan Bell Telephone recently participated
in a special MDTA clerical training program for
30 hard-core unemployed women. After 26 weeks’
institutional clerical training, they spent an addi-
tional 12 weeks in alternate periods of 2 weeks on
the job at the company, 2 weeks back to school to
concentrate on weak points noted by company
supervisors, then back to the company for another
2 weeks, then back to school and so forth for the
12-week period. Fifteen of the women were hired
at the end of this period; the others needed more
training, but Ed Hodges of Michigan Bell said the
“most important thing was the confidence gained
by these women in their 6 weeks on the job. Most
of them had felt they were confirmed failures and
could never make it.” 4

—Aerospace companies in Huntsville, Ala., have
had remarkable success in pilot programs to train
unskilled rural Negroes for relatively high skill jobs.
Through an employer organization (Association of
Huntsville Area Companies) they have strongly
supported a local “rehabiiitation and study center”
which provides prework training, orientation and
counselling, screens and refers applicants to the
companies, which then provide skill-training under
MDTA programs.*®

RCA has trained 20 such candidates as repro-
duction technicians, electronic technicians, illus-
trator-trainees and file clerks, who now work at
wages ranging from $1.90 to $3.75 per hour. Said

@ See pt. I, p. 51.

“ See pt. IL, p. 12.

% See pt. I, p. 63.
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Paul Klein of RCA, “These are some of the best
employees we have. They have real motivation.” 4¢

—The Western Electric Co. in Kearny, N.J.,
opened its established toolmaker apprentice-training
program to the community by running a new pro-
gram at night on the second shift. A special curricu-
lum was developed for an initial 24-hour course in
basic shop math, followed by 24 hours of blueprint
reading, 24 hours of actual application, and 50
hours of direct shop learning on lathing, milling,
and grinding machines. Eighty men have graduated
from the course; all are now employed at wages
from $2.10 to $3.25 per hour. Students in the pres-
ent course are 80 percent Negro. Western Electric
has persuaded neighboring companies to help fur-
nish instructors.

Graduates of this course can enter some 1,000
firms in the area—many of which suffer serious
skill shortages. This course was totally paid for by
the company; the chief cost was instructor’s time.
Evaluating this cost, Western Electric’s Henry
Boardman noted that the company had spent
$10,000 advertising for machinists and toolmakers
in the previous year with no result. The training
program cost just about the same and produced
many skilled employees.*’

Apprenticeship training

Several participants reiterated charges that re-
strictive union practices keep minorities from
apprentice training for skilled trades. But this argu-
ment was countered by others. It was noted that
apprenticeship training is not a major route to em-
ployment for the current 63 million non-farm
employees in the United States. Even among con-
struction employees, only 16,000 have had appren-
ticeship training, said Otto Pragan of the AFL-CIO.

Charles Keller, president of a New Orleans con-
struction firm, urged industry representatives who
sit on joint apprenticeship committees to take re-
sponsibility to see that Negroes get applications and
equal opportunity to compete for apprenticeships.

In Baltimore, where a new USES Apprenticeship
Information Center and a Youth Opportunity Cen-
ter are trying to help Negro youth get into appren-
tice-type jobs, an employer organization discovered
that many boys could not afford basic equipment
required for an apprentice. (A carpenter needs

“Seept. I, p. 67.
4 See pt. II, p. 75, for other examples.
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$40-$50 worth of tools; fitters need more than $100
of equipment.) The businessmen set up a revolving
fund of several thousand dollars, told the Center
that when good candidates don’t have money for
equinment, the Center should sign an authorization
and send them to Sears or Montgomery Ward, who
have agreed to bill the fund. The apprentice pays
back the loan at $1 or $2 per week.

There was some criticism ahout the unnecessary
length of apprenticeships in craft industries. A car-
penter’s apprentice, for example, must work an
8-hour day, then go to school two nights a week
for 4 years before he can become a journeyman.
“With our modern educational know-how, why can’t
we design a program to train skilied mechanics in
2 years or less?”

17




had

T 0 SV ol i DI PRT W1- M.MM»“‘ AR PTG porih A :’ POt . corrtr a0, T

R gbain il il Ci ashaiins debomieii e Kbt b aslhc t

BT g e

Employers Take Leadership on Community

Social Problems

“If we can aciuaily sit down and talk with
community (minority) leaders we may have ac-
complished more than could millions of dollars
that we can conceivably throw into the com-
munity.”’

William E. Elston, American Airlines

“‘Remember that the poor have been foot-
stools for officialdom all their lives. Someone is
always doing something for them, to them. or
on them, and their great desire is to be a part
of the doing."”

Chester Wright, Watts, Los Angeles

“We have recognized a totally new concept of
how business must participate in community
life.”

William Boucher Ill, Executive Director
Greater Baltimore Committee

This “new concept” of participation is being
carried out by individual companies, by joint em-
ployer councils and by a growing number of joint
employer-community organizations, in which busi-
ness leaders work with a broad spectrum of citizen
groups, social and other civic agencies.

Joint efforts usually started as job-finding pro-
grams, inevitably discovered that training and edu-
cation were primary needs, and, therefore have
become involved with training, schools, and in some
cases, with housing, transportation, health and wel-
fare and other job-related problems.

How to establish communication, how to know
who are “real” minority leaders, how to get existing
agencies and programs to work together construc-
tively, were frequent questions raised at the confer-
ence. Those working on cooperative programs had
some answers:

—The best way to reach “real” minority leaders
is to contact the agencies who work in their neigh-
borhoods; social agencies, YWCAs, NAACP, Urban
Leagues, neighborhood and civic organizations. Be-
ware of thinking that you can deal with any one
“leader.” It may -2em easier, but it won’t reach all
the people you want to reach.

—Where cooperative programs have been estab-
lished, existing agencies and programs have been

meshed into the overall structure, without duplica-
tion, or stepping on anyone’s toes. Most existing
programs are struggling with inadequate resources;
use them for that part of the program they can
do best, then develop additional program where it
is needed.

—A coordinated community job program eases
the pressure on employers, particularly smaller em-
ployers, who have been beseiged by requests from
different job programs. It can provide the busy em-
ployer with a quick central source to find where to
go for what. Two community programs—Newa.k
and Baltimore—have published digests, summariz-
ing information, individual names and numbers to
contact on all job training programs in their areas:
(Newark’s BICC listed 43 such programs in its
Digest of Opportunities.) *

Most community job programs have raised local
funds first, then gone after government—or in some
cases foundation—grants for large-scale training
programs. This process has been long and sometimes
discouraging, but the “pioneers’ ” experience should
help ease the way for those who follow. Some sources
of technical help were suggested at the conference.?

Community Job Programs

Some cities, notably Indianapolis and Los An-
geles, have started job programs as a purely business
effort on the theory that if business bears full respon-
sibility it will do the job better. However, these
programs have relied heavily on cooperation with
a network of social and commvnity groups.

More citiess—among them Newark, Rochester,
Buffalo, St. Louis, Baltimore, Huntsville, Ala., and
Oakland, Calif.—have involved a broad cross-sec-
tion of the community (minority groups, social and
government agencies, religious and civic leaders
and others) from the start in developing and op-
erating their programs. They believe that the
urgent need for communication between these
separate groups can only be met through this kind
of organization, which enables constant communi-
cation of problems, assessment of resources and as-
signment of specific responsibilities.

!See pt. I1, p. 72.
2 See Resources listing at end of pt. 1.
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—In Indianapolis, the business-sponsored project
got substantial job commitments from employers,
recruited and trained hundreds of volunteers to
work with unemployed as individual counsellors,
helping them through screening, training, job place-
ment and follow-up on the job. Major business
firms contributed interviewers, experimentally hired
people who didn’t meet regular standards, and
wound up keeping many of them as permanent
employees. The Chamber of Commerce plans to
continue sponsoring the program.3

—In Los Angeles, a major effort involving thou-
sands of employers was started by the Chamber of
Commerce following the Watts riots, to work in-
tensively on hiring, training, placement, counsel-
ling, motivation and other problems, in cooperation
with government and private job programs.*

—In Newark, N.J., a working federation of
business and industrial leaders, civil rights and
other community groups already has placed more
than 5,000 Negroes in jobs and is moving out from
initial job placement into more complex problems
of education, training and basic community needs.’

—Rochester Jobs, Inc., is a recently formed
corporation with a similar broad representation of
business and civic groups (including the militant
Negro “FIGHT” organization which has shaken
up the community). It has secured an initial com-
mitment of 1,500 jobs and initial funds from in-
dustry, and is using members of civil rights and
neighborhood organizations to recruit, counsel and
help steer unemployed to training and jobs. While
starting with jobs, the Rochester organization is
already committed to work on schools, housing and
other community problems.¢

—In S§t. Louis, Work Opportunities Unlimited
(WOU) has the presidents of the city’s largest
corporations on its board of directors along with
leaders of minority groups, unions and other com-
munity agencies. It has 5,000 job orders in a “Job
Bank” and has placed about 1,800 people in 1 vear
of operation. The gap between the two figures illus-
trates the extensive programs of recruiting, screen-
ing, testing, counseling, training and supportive
services needed to place most hard-core unemployed
in jobs. WOU is using several government pro-
grams (particularly those of the Bureau of Appren-
ticeship Training, U.S. Department of Labor) and

)
3See pt. I1, page 39.

4 See pt. 11, page 43.
§ See pt. I1, page 72.
¢ See pt. I, page 55.

a number of closely coordinated local agencies for
this complex job.’

—In Buffalo, the Opportunities Development
Corporation is another broad, representative com-
munity organization, brought together by the city’s
Chamber of Commerce. It got an initial commit-
ment of 1,000 jobs and $40,000 seed money from
local industry, then developed a job training pro-
gram which has received $3 million in Federal
grants. Of the first 400 people placed in jobs, 110
came directly off relief rolls.®

—In Oakland, Calif., business leaders helped
form a tripartite organization of business, labor and
minority representatives, which in ccoperation with
the State Employment Service and other govern-
ment programs has placed 3,000 people in jobs in
the past 3 years.

—In Baltimore, the Voluntary Council on Equal
Opportunity, an interracial group composed of
heads of business and industry, education and other
civic groups, finds that the “interlocking” organi-
zational memberships of its board provide needed
exchange of information and project it into action
on many community needs. Employer members
started with equal employmeant and training pro-
grams in their own companies, then started visits of
“teams of two” substantial executives to other
major executives to promote the program. The
Council has sponsored workshops for school coun-
sellors and teachers, motivational programs to pre-
vent dropouts, and is moving toward further
cooperation with public schools, and vocational
training programs. It also aids “self-help” programs
in the ghetto, and provides liaison for its members
with all employment and training programs in the
area.’

—In Huntsuville, Ala., in the heart of the South,
an employers’ association has formed a working
alliance with Negro and other citizen groups, public
and private agencies to train Negroes for jobs, im-
prove education at all levels, and support other
basic community programs which contribute to
making disadvantaged people employable. Top
executives of major aerospace companies are active
members of this association, which carefully
analyzes and involves existing resources and pro-
grams, and continues to support and encourage
these before it develops new programs for unmet
needs.?

7 See pt. I, p. 59.

$See pt. I1, p. 25.

* See resources listing at end of pt. I.
10 Cee pt. I, p. 63.
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Other Community Programs

Following are activities indicating new business
involvement in job-related community problems in-
cluding education, transportation, housing, health,
and welfare:

Schools

“Educators say, ‘We don't know what to do
with business; they don't cooperate. They don't
talk to us.’ You say to them, ‘When was the last
time you talked to business?’ ‘Well, we're waiting
for them to come to us,’ and business groups
say ‘Damned educators * * * they don't un-

derstand.’ "’

William Flynn
National Association of Manufacturers

The growing conviction that business must take
the initiative to bridge a great communication gap
with the schools is reflected in NAM’s recent estab-
lishment of a special education committee.

Job training programs were called only
“remedial,” “treating the symptom and not the
disease,” or as one conference participant put it:

“It is impractical to allow public schools of this
country to produce a product which you cannot use
while you are paying for it.”

The most frequent complaints voiced at the
conference:

-—Elementary and secondary school graduates do
not have basic skills for present and future job
needs. (In many cities high school graduates were
termed *'sixth-grade readers.”)

—Vocational education is still training “buggy
whip makers” and similar outmoded skills rather
than for industry’s increasingly technical needs.

—School counsellors and other school personnel
are often totally uninformed about actual job oppor-
tunities in neighborhood communities. Also, they are
frequently prejudiced and hold unfair “stereotypes”
about industry or factory type jobs.

Beyond these criticisms is recognized a funda-
mertal mutual need of schools and industry to find
new ways to identify potential skills and adapt them
to changing situations.

Some specific recommendations made to business:

—Get on local school boards; become actively
concerned with the quality of elementary and sec-
ondary education in communities from which you
expect to draw employees.

—Investigate your local vocational education

programs; find ways to help develop curriculum,
provide instruction and materials to relate these
programs to your needs.

—Find a systematic way of sharing the business
world with educators, rather than the once-a-year
“Career Day” type of operation.

Traditionally, business has not been active on
local school boards. It was suggested that “com-
panies don’t want executives taking strong political
positions because it might interfere with public
relations.”

But this attitude is changing:

“] think we’re going to see more businessmen on
school boards; we do have accountability in this
area,” said Randall Klemme, vice president of
Northern Natural Gas Co., of Omaha, who has just
become the first businessman on the Omaha School
Board.

Some examples of successful cooperation of busi-
ness and education:

—Several years ago, the employment manager of
Western Electric Co., Kearny Works, looked at the
“general” high school curriculum. He found only
1 year of science, 1 year of math, and industrial arts
courses featuring “woodworking” and “leather-
craft.” His investigation led to a program called
“Narrowing the Distance.”

First, principals of six high schools were invited to
tour the plant and participate in extensive evalua-
tion sessions, exploring present and future job needs.
The immediate payoff: several new courses intro-
duced the following fall in basic technology, applied
physics, applied chemistry, and a new electronics
lab.

Western Electric then set up an 8-week intern
program for school guidance counsellors, exposing
them to industry at work and needed educational
preparation. The company paid them the equivalent
of their school salaries. Evaluations of the counsel-
lors (like those of school principals) at the end of
the session revealed immense changes in attitudes
and concepts about industry job opportunities. Said
one:

“I’m still in a state of shock after my visits to the
Princeton Research Center and Clark Plant where
I viewed new technology and became aware of the
tremendous implications that these developments
have for the world of work.”

One “intern,” the head of an industrial arts pro-
gram at a nearby high school, has started to develop
a radically new curriculum for his school, in which
realistic vocational training is incorporated and re-
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lated to the entire academic program. The school
expects to get help from industry through provision
of expert speakers and a cooperative work-study
program for senior students.™

—The Jersey City Chamber of Commerce has
conducted an in-service training program for
teachers (for which they get regular credit) in which
business and industry representatives describe varied
vocational requirements in area industries.

—Pacific Telephone & Telegraph Co.’s “Bridging
the Gap™ program brings high school counsellors
and teachers to the company for workshops and up-
to-date information on jobs, conducts plant tours,
and workshops for high school students and provides
exhibits, films, talks, and discussion materials for
schools. Illinois Bell Telephone Co. has also con-
ducted summer programs for counsellors and
teachers at the company.

—Denver’s Plans for Progress Council and the
University of Colorado sponsored a unique program
in which high school counsellors spent 1 week in the
streets experiencing daily problems of minority kids
seeking jobs, then joined in seminars with industry
personnel people to jointly explore job needs and
job counselling problems.*?

—1In Huntsville, Ala., AHAC (an association of
major employers) has become deeply involved in
programs to improve schooling at all levels. AHAC
has worked with local and state vocational educa-
tion officials to develop new curriculum, and has
provided instructors and teaching materials. It
helped develop and write a proposal which won a
$2.7 million Ford Foundation grant to fundamen-
tally improve preschool, first-, second-, and third-
grade instruction in Huntsville schools. AHAGC
members see this as a “long-term investment.” “It’s
hard to get qualified people to come South. We are
growing our own,” said Paul Klein, manager of
RCA Service Co.*®

Some questioned whether it was proper for busi-
ness to “invade” the “ivory tower of educators” or
whether it was possible to breach these “impregnable
walls” of education. Businessmen who have been
actively involved dismissed these fears.

“The whole idea is so simple—it merely means

11 A detailed report on these activities is given in
“Patterns of Participation,” published by Western Electric
Co., Kearny, N.J.

2 A report on this program s available in a reprint of
“Maybe Tomorrow,” published by Monitor, Mountain
States Telephone Co., Denver, Colo.

# See pt. I1, p. 63.

getting together people who should be talking to
each other.” In Huntsville, for example, business
relations with school boards and city and county
education officials have been excellent.

“Their reaction was, ‘Oh boy, industry people are
taking an interest in education; they are going to
tell us what they really need and are going to help
us;’” said Clinton Grace, IBM manager in
Huntsville.

If educators try to defend outmoded systems, it
was suggested that a few corporation heads spon-
soring a study of local education could provide a
most effective means of getting change.

Transportation

“The Jobs Are Leaving the People.”

“The city of Philadelphia is losing 9,000 jobs
a year. * * * But metropolitan region employers
are crying for workers at skilled and semiskilled
levels. * * * How does the man in the ghetto get
to the jobs? * * * Regional transportation sys-
tems are oriented toward getting the suburban
workers into the city to work and then back at
home at night. * * * The ghetto dweller may
have to spend 2 to 4 hours covering the same
map distance his suburbanite brother covers

in 45 minutes.”
Alvin Echols, Executive Director
North City Congress, Philadelphia

This “Philadelphia story” was reported as a basic
pattern throughout the country. For example, in
Chicago, job programs find it very hard to get un-
employed youth to travel 3 hours daily to jobs
offered at $1.90 per hour.

Some urged that industry consider locating or re-
locating operations in the cities where workers live.
Others said this is not feasible, because industrial
development would displace homes of poor minor-
ity families, or be prohibited by zoning and other
restrictions.

One participant said realistically: “We move
where it’s economic.”’ Another added, “and where
there are good schools.”

In New Orleans, reported Charles Keller, a
countywide government has started to revise zoning
to provide industrial locations close to the central
city, coupled with improved local transit. But most
cities must contend with multiple political jurisdic-
tions at their borders, making it much more difficult
to plan comprehensive zoning and transportation.
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A few examples of employer efforts to improve
transportation:

—1In Los Angeles, North American Aviation and
several other large companies, individually or jointly,
are providing bus transportation to bring central city
ghetto residents out to jobs.**

—In Long Island, N.Y., a company located in an
industrial park with 134 other firms which employ
10,000 people and suffer a chronic shortage of un-
skilled and semiskilled workers has helped start a
pilot program of bus service from areas of high
unemployment, aided by a Federal grant. So far,
employers, employees, and bus company are very
pleased with the results.?®

Better transportation systems were recognized as
an urgent short-term need. However, some partici-
pants felt that the only long-range solution is avail-
able housing for minority workers, and all workers,
at prices they can afford, near their jobs.

“Business is becoming very aware * * * that
the question of jobs and education and housing
are not separate problems. They are related.”

W. Paul Stuber, Employment Practices
Manager, Reynolds Metals Co.

“As we move to the suburbs and surrounding
communities * * * housing must be found

where jobs are.”’

Edward W. Siebert, Civic Affairs
Manager, Caterpillar Tractor Co.

A number of large companies first became in-
came involved in housing discrimination problems
when badly needed professional Negroes turned
down job offers because they could not find suitable
housing for their families. But a few companies and
employer groups are now more actively involved in
the problem of housing for workers at all levels.

—When North American Aviation moved a large
operation to Palmdale, Calif., “the only place Ne-
groes lived was a little shantytown way outside.
% * * We had to talk to local business people,
bankers, and real estate people. We said, ‘We’re
coming up here, we’ve got this kind of a work force,
what are you going to do about it? Well, they be-
gan doing something about it. If whites can move
to the suburbs, Negroes ought to be able to move

1 See pt. II, p. 52.
3 See pt. IT, p. 106.

there,” said Dwight Zook, Corporate Director, Per-
sonnel Services, of North American Aviation.

—The Caterpillar Tractor Co., largest single
employer in the State of Illinois, has actively sup-
ported local and State fair housing legislation and
has worked to involve other business and industry
leaders in programs for open housing and elimina-
tion of slum housing. The company also assures
that housing listed by its transferred employees is
available to all.*

—When the Boeing Co. in Seattle radically in-
creased its employment last year {rom 60,000 to
90,000, it recognized that housing discrimination
was a barrier to minority employment. The com-
pany set up its own listing service, permitting any
house, apartment, or lodging to be listed without
fee providing it was open without discrimination.
The company got about 2,000 listings. Major ex-
pansion is finished, but the company is continuing
the service.

—Reynolds Metals Co. opened a new plant in a
Deep South area where no Negroes lived. The com-
pany first explained to the city government and
real estate people that Negro workers would be com-
ing and asked their support and cooperation. “We
are pleased to say that we got it,” said Paul Stuber,
Reynolds employment practices manager. Negroes
at various job levels were able to find suitable hous-
ing. “We think the preplanning that went into this
paid direct dividends.”

—AHAC in Huntsville, Ala., has also helped
Negro employees get housing in white areas. The
Association has worked to get more low cost rental
housing and public housing, to rehabilitate sub-
standard housing, and to relocate displaced families.
It organized a committee representing the Home
Builders Association, Board of Realtors, Mortgage
Bankers, Housing Authority, and others concerned
to get action on these problems.*?

—In Chicago, as the conference was meeting,
thousands of businessmen were participating in a
Good Neighbor project, holding workshops in sub-
urban and metropolitan Chicago areas to debunk
myths and fears about falling property values upon
entrance of minority families into neighborhoods.
The project was sponsored by the Leadership
Council for Metropolitan Open Communities
headed by Joseph Cook, president of the Illinois
Bell Telephone Co.

16 See pt. IT, p. 89.
7 See pt. I1, p. 63.
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But a participant commented that the involve-
ment of business in housing problems appears to
be still fairly limited, and not recognized as an
essential, economic business factor. When General
Electric Co. took the case of a Negro engineer who
had not been able to get a house in the Philadelphia
area to the State Human Relations Commission,
“We were told that this was the first time an em-
ployer in the State of Pennsylvania had made any
statement * * * in the interest of fair housing,”
; said George Lehman, of General Electric.
| Fair housing is not the only problem for minority

workers. First and foremost, the Negro needs hous-

ing he can afford.

Employers were urged to be more actively in-

volved with basic land-use policies, zoning, and
: other political decisions in communities surrounding
their plants.
f Alvin Echols, executive director of the North
; City Congress in Philadelphia, challenged business-
men to look at the inefficient way their tax dollar is
used:

“High-rise public housing is constructed in the
ghetto at a cost per unit of $21,000 or more, for
which you can build at least two $10,000-$12,000
houses in suburban areas in this region.”

Mr. Echols warned that if suburban areas are
zoned so that it is impossible to build low or middle-
income housing, fair housing laws will be meaning-
less. Local political units pass restrictive measures
making it impossible to build lower cost housing.
Also, local mortgage requirements demand that a
man have a minimum income of $6,000 to afford
the lowest priced currently available housing. “That
is a little less than $3 an hour. Can housing be built
for lower income workers?. Is rental housing avail-
able in your area?” he asked.

Health and Welfare

In communities where joint employer, or em-
ployer-community job programs have been estab-

lished, health and welfare services have been in-
volved in their organizational set-up, and used to
help provide counsel and prepare disadvantaged
for jobs.

In Illinois, the State Chamber of Commerce ac-
tively supported a major increase in funds for the
State Department of Public Aid, which has helped
reduce relief case loads by providing needed coun-
selling, training and supportive services for welfare
clients to become self-sufficient workers. Employers
have cooperated with the Department on job-
training projects.!®

Health problems remain a major obstacle to
reducing unemployment. William Robinson, direc-
tor of the Cook County Department of Public Aid,
reported that the majority of those now on “Gen-
eral Assistance” in Chicago are there because of
“emotional, physical, and psychological reasons.”
Therefore, the work-training programs which his
department has developed must have very intensive
physical and mental health and other supportive
services, and this means more staff, and more
funds.?®

Day Care for preschool children of unemployed
women who want to get training and work is
another major need. Some employers recalled the
in-plant day-care centers provided by industry dur-
ing World War I1, when women were a vital labor
source, and suggested that similar efforts might be
considered again.

—The KLH Co. in Cambridge, Mass., with a
high percentage of women employees, discovered
that child-care problems were a major cause of ab-
senteeism. The company has just started an in-plant
day-care program and is receiving funds for this
pilot project from the Children’s Bureau of the U.S.
Department of Health, Education, and Welfare.?°

¥ See pt. I1, p. 84.
* See pt. II, p. 84-86.
® See pt. I1, p. 22.
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The Business Community Organization

Business is becoming increasingly involved in
community social problems. Business-community
job organizations are helping business meet its job
placement problems. Such broad-based groups were
seen as the most effective means to assure effective
employment for the hard-core as well as effective
community action on social problems obstructing
such employment.

—1In Huntsville, Ala., and Newark, N.]., the
business-community organizations originally formed
to work on jobs are already deeply involved with
education, health and welfare, and housing.?

—In Rochester, N.Y., the new community job
program recognizes that its activities must be
broadened in the future. A similar trend was re-
ported by the Voluntary Council on Equal Oppor-
tunity in Baltimore. The Community Relations Pro-
gram of the statewide Associated Industries of
Massachusetts has established liaison with, and
helped coordinate, employment programs, and is
now starting to work in other areas.

Once communication among business, minority
groups, schools, and social agencies is established
through a regular working channel, the need for

1 See pt. II, p. 63 and 72.

broader action becomes evident, and it is easier to
start cooperative programs.

Business-community organizations have started
in different ways, but all appear to have these com-
mon essentials:

—An initial core of dedicated, committed top
business leadership, men who will go out to sell the
idea to others. In some communities Plans for
Progress firms supplied this core, in others the
Chamber of Commerce; sometimes leadership was
provided by just 1 or 2 top businessmen.

—Effective communication and working involve-
ment with genuine representatives of the minority
community, and the complex of private, local,
State, and Federal Government agencies working
on community social problems.

—Full-time staff and budget. Although many
groups started with volunteer services of business
and community agencies, such as the Welfare Fed-
eration, all have found it necessary to provide full-
time staff once the program gets going.

—Flexibility in organization and structure, en-
abling quick and effective response to problems as
they arise, rather than fixed commitment to a single

program.




An Action Program for Business and Industry

Business and industry should be doing much
more, right now, on job programs for unemployed
and on related community problems, said confer-
ence participants. Their sense of urgency was borne
out by the summer’s upheavals in cities across the
Nation. What needs to be done, and how to go
about it, may differ from community to community,
and can best be developed by local leadership, par-
ticipants said, but certain basic actions were sug-
gested. Your own company or corporation can un-
dertake at least some of these activities reported at
the conference:!

Concentrate recruitment on the 80 percent in the
ghetto who can be made employable and provide a
real reservoir of talent and ability, rather than the
10 percent who can find employment for itself, or
the 10 percent representing chronic problems.

Develop new recruitment systems. Let opportu-
nities be known through the use of recruiters and
organizations in the ghetto.

Develop new methods of screening and testing
prospective employees, taking into consideration the
life experiences of the applicant.

Expand on-the-job training. Downgrade job de-
velopment programs which demand long periods of
training prior to job opportunity.

Consider allowing for a certain percentage of
“higher risk” employees.

Develop a counselling program for new employees.
Initial counseling is important to help avoid pitfalls
of high interest credit buying. Ghetto employees also
face multiple problems in their lives which affect
job performance. Housing, health, legal, and other
problems could be brought to an on-the-job coun-
selor who could refer employees to appropriate
service agencies in the community. The counselor
should monitor the way in which these agencies re-
spond. This monitoring would have great impact on
how agencies deal with the problems. Business con-
tributions to community agencies justify active con-
cern about the way they provide service.

Help develop credit unions, cooperative purchas-
ing clubs, etc., which reduce employees’ need to rely
upon exorbitant credit demands often prevalent in
the ghetto.

Develop “worker sponsors” already on the job to
help new workers master demands of their new

1 See pt. I1, p. 5, for reports of company programs.

job environment. Identify such worker sponsors and
give them status.

Institute rapid, short-step promotions where pos-
sible. Good performance should be rewarded quickly
rather than relying upon big jumps spaced over
longer periods.

Stimulate educational development of employers
and reward it where possible by bending rules and
employment policies.

Provide new programs for rapid and cheap trans-
portation to and from work.

Support the work of employees who attempt to
improve their own neighborhoods and communities
in their free time. Where appropriate, make small
grants to local institutions in which these employees
are involved.

Here are some suggested activities you can under-
take with others in the community:

Assist development of new business within the
ghetto.

Promote broader job efforts through trade asso-
ciations, which can concentrate on employment
problems common to their particular industry. Work
through associations of personnel administrators,
industrial relations managers. Communicate success-
ful action through publications of these groups and
through company house organs.

Urge schools of business administration to add
courses dealing with the specific problems of quali-
fying and employing disadvantaged minorities. (A
participant stated that no major business school has
such a course today.)

Become actively involved with the quality and
content of education—elementary, secondary, and
vocational—in your community. Serve on local
school boards; establish a continuous relationship
and interchange with vocational and counseling
programs.

Use business influence and “muscle” to get hous-
ing—at convenient locations and at prices they can
pay—for minority employees. Recognize that ade-
quate housing is an essential factor to get and retain
good employees.

Help organize a joint business community pro-
gram. Consider the experience of communities
which have found it most effective to start with a
broad-based organization including minority group
representatives, social and civic agencies, and others
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to plan and work on job and job-related programs.®

Specific groups will differ in each community,
but a program might start with:

Chamber of Commerce, Plans for Progress Coun-
cil, or other employer group.

Representatives of minority organizations, such
as NAACP, Urban League, CORE, and/or other
local action groups, and neighborhood organizations
which have real contact with minority residents.
In some areas representatives of Puerto Rican,
Mexican-American, or other minority organizations
should be included.

Social agencies with services and links to minor-
ity community: YMCA, neighborhood houses,
churches, etc.

Public agencies: local employment service, board
of education, welfare agency, youth opportunity
center, representatives of mayor’s office, local hu-
man relations commission, etc.

?See p. II, Section B, for reports on community job
programs.

Council of churches, ministerial alliance and
civic groups concerned with employment, training,
and jobs.

Some basic guidelines for a community program:

—Find out what is being done ; what needs to be
done.

—Organize to coordinate and support existing
programs.

—Develop new programs to fill major gaps.

—Use experience of other communities as a
guide; call on public and private resources for ad-
vice and assistance; ® utilize local resources.

For example: A local university’s urban affairs
department can help research basic community
needs in housing, transportation, health, etc. The
university can also help develop training programs.

Manpower resources for job programs might in-
clude retired executives, retired office managers and
supervisors, and retired foremen and craftsmen.

3 See following page for some suggested resources.
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Resources

The NATIONAL CITIZENS' COMMITTEE for COMMUNITY RELATIONS of the Com-
munity Relations Service is a central resource for information about community job programs and
technical and financial assistance available from private and government sources.

The Committee will provide:

— Information about and referral to successful community programs.

—_Consultation and technical assistance by task forces of private employer and/or Federal experts.
—Assistance in forming 2 business-civic organization.

—Guidance in developing regional conferences on job and job-related problems.

—Information about relevant Federal programs.

— Direct contact with proper Federal aget.cy in Washington.

For assistance, contact Mr. Charles A. Tuller, program director, National Citizens’ Committee,
Community Relations Service, Washington, D.C. 20530. Tel: 202-386-6422.

A number of other resources for technical assistance on job programs and job-related social problems
were identified at the conference. Following is a brief list, by no means all inclusive: !

Private National Organizations

American Society for Training & Development

Carl B. Kludt, Director of Community Affairs Program
6135 S. Central Avenue

Los Angeles, Calif. 90001 Tel: 213-232-2459

This professional society of industrial training experts has provided staff and technical assistance to
community job programs in the Los Angeles area. It now offers to help other communities organize effective
programs and get financial support from private and government sources.

The Board for Fundamental Education

Dr. Cleo W. Blackburn, Executive Director

146 E. Washington Street

Indianapolis, Ind. 46204 Tel: 317-639-4281

A non-profit institution. Designs in-plant basic education programs geared to company needs.
(Courses from illiteracy level to high school equivalency.) Provides other services to help disadvantaged
help themselves, such as prevocational counselling, education in consumer economics.

Chamber of Commerce of the United States

Mr. Richard L. Breault, Manager

Community & Regional Resources Development Group
1615 H Street, NW.

Washington, D.C. 20006 Tel: 202-659-6170

Consultation on job programs, community development programs and creating the business-civic
organization.

1 For information on other programs mentioned in text, refer to Participant List at the end of pt. L.
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MIND (Methods of Intellectual Development)
Mr. L. T. Knauff, Vice President

18 W. Putnam Avenue

Greenwich, Conn. 06830 Tel: 203-869-1350

Originally developed by the NAM as a pilot basic education program to upgrade employees, this
program is now a subsidiary of the Corn Products Company. It will conduct training programs or provide
consultant service to help companies set up their own programs.

Plans for Progress
1800 G St., NW.
Washington, D.C. 20006 Tel: 202-961-5556

A small staff, loaned by member companies, assists in organizing local merit employer councils and
conducts local manpower development seminars.
Literature on company “Plans” for equal employment opportunity.

STEP (Solutions to Employment Problems)
William Flynn, Director

National Association of Manufacturers

277 Park Avenue

New York, N.Y. 10017 Tel: 212-826-2100

A continuing series of written case studies detailing how companies are meeting specific employment
problems: training, retraining, upgrading, basic education, recruiting, etc.

Staff assistance to aid businessmen and business-community organizations on job programs.

Film: “The Bridge” (20 mins.) What Business Can Do To Help on the Dropout Problem.

The Urban Coalition

Christopher Mould, Staff Director

1819 H St. NW.

Washington, D.C. 20006 Tel: 202-293-1530

Urban Coalition is a national effort to encourage the creation of the local level of trans-community
bodies to provide communication and action in employment, education, housing, welfare, and other urban
problems.

Community Job Programs

Listed are some of the organizations referred %o in the report which should be able to provide details
on their structure, organization, and program. Some may be able to give further assistance.

Associated Industries of Massachusetts, Association of Hu: tsville Area Companies,
Walter Palmer, L. C. McMillan, Dir>ctor,

Director of Human Relations, 2205 E. University Drive,

4005 Prudential Tower, Huntsville, Ala. 35805, Tel: 205-539-8174

Boston, Mass. 02199, Tel: 617-262-1180
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Business & Industrial Coordinating Council, Opportunities Development Corporation,

William A. Mercer, Coordinator, Dr. Allan H. Bush, Executive Director,

46 Branford Pl 121 Ellicott St.,

Newark, N.J. 07102, Tel: 201-622-3750 Buffalo, N.Y. 14202, Tel: 716-854-4060
Employment Opportunities Committee, Rochester Jobs, II}C-,

Indianapolis Chamber of Commerce, Edward Ciroft, Director,

Carl R. Dortch, Sibley Tower Bldg.,

Executive Vice President, 25 North St.,

3920 N. Meridian St., Rochester, N.Y. 14604, Tel: 716-232-2600

Indianapolis, Ind. 46209, Tel: 317-635-6423 Tri-Faith Employment Project,

Monroe Sullivan, Coordinator,
116 S. Michigan Ave.,
Chicago, Ill. 60603, Tel: 312-263-2558

JOBS NOW Project,
C. Joseph Ehrenberg, Jr.,
Executive Director,

1020 S. Wabash Ave., Voluntary Council on Equal Opportunity,
Chicago, Ill. 60605, Tel: 312-922-3414 Alfred P. Ramsey, Chairman

. ) 1901 Gas & Electric Bldg.
Los Angeles Merit Employment Committee, . >
Merl R. Félker, Chairman, Baltimcre, Md. 21203, Tel: 301-752-5260
Douglas Aircraft Co., Work Opportunities Unlimited,
3000 Ocean Park Blvd., Mr. Fred Karches, Director,

Santa Monica, Calif. 90406, Tel: 213-399-9311 1700 S. Second St.,
St. Louis, Mo. 63104, Tel: 314-MA. 1-0929

Federal Agencies for Assistance and Funding

I. DEPARTMENT OF LABOR, Manpower Administration, Washington, D.C. 20210 (AC 202)

A. Bureau of Apprenticeship and Training. Administers programs for the development, expansion and
improvement of apprentice and training programs to pro ide employees in the skilled crafts and
trades. Program grants, technical assistance and printed materials are available to employees.

CONTACTS: Mr. Hugh C. Murphy, Administrator. . . .........ccoovenenenens 961-2644
Mr. George W. Sabo, Deputy Administrator. . ..........ccooee.e. 961-2483
Mr. Robert C. McConon, Director, Office of On-the-Job Training. . . 961-5244

B. Office of Manpower Policy, Evaluation and Research. Provides grants for experimental and demonstration
programs involving new approaches and innovative techniques in such areas as recruiting, counsel-
ing, training and placement, which are suitable for action programs; includes basic education and
occupational training.? Grants, technical assistance and printed materials are available.

CONTACT: Mr. Judah Drob, Chief, Division of Program Utilization, Office of
Special Manpower Programs. ... .........oouviuiiiiiiaannenens 961-2232

C. Bureau of Work Programs. Administers several employment-training programs through which em-
ployers can hire “*participants” or serve as sub-contractors:

Neighborhood Youth Corps—Provides part-time work and on-the-job trair:ing for high school
age youth from low-income families, through grants to local sponsoring groups; also pro-
vides for training costs to private employers for OJT projects in which employers pay wages.

2 OMPER also administers programs of indirect assistance to employers: a pilot program of relocation assistance allowances’
of grants and loans, to involuntarily unemployed workers who can obtain jobs from employers in other localities; and a pro-
gram of occupational training and retraining of persons in designated redevelopment areas, to qualify them for existing job
vacancies, among other positions. Grants, technical assistance and printed materials are available.
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Special Impact Program—Provides a work-training experience for persons 16 and over who
are unemployed or members of low-income families, via projects in and for poverty-stricken
urban communities and neighborhoods, through grants to local sponsoring ,coups.

New Careers Program and Operation Mainstream—Adult work-training employment programs
geared first toward position in public service and ultimately to permanent positions in
private industry as well, through grants to local sponsoring groups.

(These programs are generally sponsored by public agencies, community action groups or

private non-profit organizations.)

CONTACTS: Dr. James F. Tucker, Director, Office of Operations............ 961-5545
Mr. Leonard Burchman, Director, Office of Public Affairs....... 961-3784
(The best contacts for specific information on these programs are
the 7 regional directors of the Bureau, since grant decisions are
made at this level, not in the Washington office.)

D. Bureau of Employment Security. Provides several information and technical assistance services to
private employers through the United States Employment Service, operating through the state
employment agencies: Community Employment Programs, Industrial Services, Farm Labor
Services, Job Market Information, Smaller Community Programs, and Youth Opportunity
Centers. Employers should contact the individual state employment agencies which operate these
programs or

CONTACT: Miss Ruth Barth, Acting Director, Office of Information.......... 961-2822

II. DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE, Washington, D.C. 20201 (AC
202).

A. Office of Education
Division of Manpower Development and Training. In conjunction with the Bureau of Apprenticeship
and Training, Department of Labor, administers grants, contracts, and technical assistance for
basic education programs to accompany on-the-job training projects, to state agencies and to
private industry.

CONTACT: Dr. Howard A. Matthews, Director, Division of Manpower Devel-
opmentand Training............ooiieiiiniiiieiiiiinii., 963-7132

B. Social Rehabilitation Service
Bureau of Family Services. Administers the Work Experience Program through which actual and
potential welfare recipients are provided with a comprehensive range of work experience and train-
ing, and social and educational supportive services. To hire trainees from this program, employers
should contact their local or state welfare agency through which grants are administered, or for
basic information,

CONTACT: Mr. Andrew Truelson, Chief, Office of Special Service, Assistance
Payment Division. . . .. ....oviteiiiiiii e 963-3157

C. Welfare Administration
Children’s Bureau. Administers several grant programs appropriate for child day-care centers, to
local and state welfare agencies. Employers can use these programs for the care of children of
employees who cannot otherwise obtain care for them during working hours. (The local welfare
agencies can also obtain funds from other sources; e.g., Headstart, appropriate for day-care centers.)
Employers should request assistance directly from the local welfare agency. Program information
is available from the HEW Regional Offices or

CONTACT: Miss Gertrude Hoffman, Specialist on Day-Care Services ........ 963-5045
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III. OFFICE OF ECONOMIC OPPORTUNITY, Washington, D.C. 20506 (AC 202)

A. Community Action Programs. Administers a grant program for demonstrations and unique experi-
mental projects, appropriate for private industry participation, in the areas of manpower and edu-
cation, among others. Employers should submit specific proposals and programs. (Regular
manpower programs in OEO are administered through the Department of Labor.)

CONTACT: Mr. Gerson Green, Director, Research and Demonstrations Division.. 382-2737

B. Job Corps. Provides a program of basic education, skill training and work experience for men and
women ages 16 through 21. Employers can participate in the program by hiring ‘‘graduates” of the
Corps, or by contracting to establish and operate a Corps Center. For hiring, employers with a
single-plant operation should contact their Regional OEO Office; those with larger operations,

CONTACT: Mr. David Oestreich, Chief, Placement Division. . ................. 382-5312
For submitting proposals for operating Centers, employers should contact
CONTACT: Mr. John Donohue, Chief of Procurement, Contracts Division. ..... 382-3751
IV. DEPARTMENT OF HOUSING AND URBAN DEVELOPMENT, Washington, D.C. 20410
(AC 202)
Metropolitan Development

Urban Transportation Administration. Administers a demonstration grant program and a capital grant
program for studies and projects on the transportation needs for employment. Employers can par-
ticipate in these projects by submitting proposals and requests to their local public transportation
authorities which are the official grant recipients in the programs.

CONTACTS: Mr. Robert H. McManus, Director, Division of Project Development

(for capital grants). .. .......c.virniiiiaiiiiiiiiiiiiiii e 382-5374
Miss Hartley Campbell, Division of Demonstrations Programs and
Studies (for demonstration grants)............oovvveeeriiareenn. 382-3783

V. DEPARTMENT OF COMMERCE, Washington, D.C. 20230 (AC 202)

Economic Development Administration. Administers two programs in which employers can participate:
business loans are available to firms for building or expanding in designated EDA areas; and
technical assistance grants are available on a limited basis to employers for funding certain employ-
ment projects. Loans and grants are awarded by the EDA Regional Offices; for general information,

CONTACT: Mr. Morton Baill, Chief, Industrial Projects Division, Technical Assistance
[0::1< T P R R R R R 967-2812
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Chicago, lll. 60604

Samuel M. Convissor, Administra-
tor, Community Relations,

Radio Corporation of America,

30 Rockefeller Plaza,

New York, N.Y. 10020

Richard Cornuelle,

Executive Vice President,

National Association of Manufac-
turers,

277 Park Ave.,

New York, N.Y. 10017

Joseph L. Costin,

lllinois Bell Telephone Co.,
422 Fayette St.,
Hammond, ind. 46320

Richard C. Croy,
Armour &Co.,
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Mrs. Lois Hart, Director,
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Job Corps,
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Mrs. Cecelia Jakubowski, Area Coor-
dinator,

Porgram for Educational and Cul-
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George A. LeMaistre, President,
The City National Bank,
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Portage, Ind. 46368

William C. Linscott,
The Boeing Co.,

1001 S.E. Mira Vista,
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Westinghouse Electric Corp.,
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Jacksonville, Fla. 32201
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1943 W. 84th St.,
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Richard McMahon,

Associate Director,

Educational Programs, .

Equal Employment Opportunities
Commission,

1800 G St. NW,,

Washington, D.C. 20006

L. C. McMillan, Executive Director,

Association of Huntsville Area
Companies,

2205-E University Dr.,

Huntsville, Ala. 35805

J. A. Men e,

Shell Qil Co.,
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William Mercer, Coordinator,
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Post Office Box 2197,
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John J. Millea, Personnel Manager,
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Clarence H. Montgomery,
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1403 Davis Ave.,

Mobile, Ala. 36603

Dionicio Morales,

Mexican-American Opportunity Foun-
dation,
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Jack L. Murdock, Manager,
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William G. Murphy,
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Westinghouse Broadcasting Corp.,
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Marvin Oberg, Vice President,
Northwestern Bell Telephone Co.,
100 S. 19th St,,
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Miiton F. Oldham,

President’'s Commission on Man-
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U.S. Dept. of Commerce,

14th & Constitution Ave. NW.,

Washington, D.C. 20230

Jerry C. Olson, Director,

Occupational, Vocational & Techni-
cal Education,

Pittsburgh Public Schools,

635 Ridge Ave.,

Pittsburgh, Pa. 15212

Walter H. Palmer, Director, Human
Relations,

Associated Industries of Massachu-
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2206 John Hancock Bldg.,
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Ben Parker,
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Todd H. Pavela, Executive Director,
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J. H. Percival, Personnel Consultant,
The Proctor & Gamble Co.,

Post Office Box 599,

Cincinnati, Ohio 45201

Robert J. Peters,
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722 N. Broadway, Rm. 301,
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Dr. Lloyd Peterson, Chairman,

Interfaith Committee for
Rochester Jobs, Inc.,

1110 S. Goodman St.,

Rochester, N.Y. 14620

Paul W. Petterson, Executive Secre-

tary,

Metropolitan Employers Voluntary
Plans for Progress Council,

510 Mobil Qil Bldg.,

Minneapolis, Minn. 55402

E. L. Pfeifer,

Pacific Northwest Be.ll Telephone Co.,
421SW. Oak St.,

Portland, Oreg. 97204

Duane M. Phillips,

United llluminating Co.,
80 Temple St.,

New Haven, Conn. 06506

R. O. Porter,
Worthington Corp.,
4751 Broadway,
Denver, Colo. 80216

Robert L. Potts,
Citizens Committee for
Equal Opportunity,
4864 Woodward Ave.,
Detroit, Mich. 48201

Otto Pragan, Assistant Director,
Department of Education,

AFL-CIO,

816 16th St. NW.,

Washington, D.C. 20006

P. F. Prince,

Lend-Lease Executive
(Sears, Roebuck & Co.),

Jobs Now Project,

1020 S, Wabash Ave.,

Chicago, lll. 60605

C. E. Puckett,

Plans for Progress,
1800 G. St. NW.,
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Walter Radebaugh, Personnel Man-
ager,

Western Electric Co.,

2300 S. Cicero,
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Michael B. Readdy,
American Airlines, Inc.,
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Chicago, lll. 60666

Allan M. Reece, Assistant Vice Presi-
dent,

Blue Cross of
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1 Smithfield St.,

Pittsburgh, Pa. 15222

Paul E. Reinken,

Indiana Bell Telephone Co.,
240 N. Meridian St.,
Indianapolis, Ind. 46204

Clark G. Roberts,
Jobs Now Project,
1020 S. Wabash Ave.,
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E. F. Roberts,

H. J. Heinz Co.,

Post Office Box 57,
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Gene Robinson,
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225 W. Randolph St.,
Chicago, lll. 60606

William H. Robinson, Director,

Cogkd County Department of Public
id,

318 W. Adams St.,
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Ernest A. Rueter,

Gary Human Relations Commission,
401 Broadway,
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Brewster Rundlett,
The Coca-Cola Co.,
310 North Ave. NW.,
Atlanta, Ga, 30313

Glenn L. Samuel,

Industrial Relations Manager,
Zenith Radio Corp.,
1900 N. Austin St.,
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D. M. Sannit, Corporate Staff,
Midland Ross Corp.,
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Cleveland, Ohio 44113




Paul Schember, Associate Director
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2602 N. 4th St.,

Clinton, lowa 52732
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1615 H St. NW.,
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Stanley W. Smith,
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100 S. 19th St.,
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224 S. 5th St.,

Minneapolis, Minn. 55402

Gregg E. Stover,

Kalamazoo Community Relations
Board,

3328 Parkview,

Kalamazoo, Mich. 48001

John L. Stritter, Manager,
Industrial Relations,
Chapman Division, Crane Co.,
Indian Orchard, Mass. 01051
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116 S. Michigan, Ave., Rm. 903,
Chicago, lil. 60603

Edward Sussman, Production Man-
ager,

Polyprint Packaging Corp.,

170 Express St.,

Plainview, L.I., N.Y. 11803

Harry G. Taylor,

Humble Oil & Refining Co.,
Post Office Box 2180,
Houston, Tex. 77001

Mrs. Nettie W. Taylor,
North City Congress,
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E. J. Verlie,

General Electric Co.,
Nela Park,

Cleveland, Ohio 44112

Miss Delia Villegas, Director,

Manpower Development & Training
Program,

Archdiocesan Latin American Com-
mittee,
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PUTTING THE HARD-CORE UNEMPLOYED INTO JOBS
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COMPANY PROGRAMS: IMPLEMENTING EQUAL EMPLOYMENT POLICY THROUGHOUT

A LARGE CORPORATION

A leading "Equal Opportunity" and "Plans for Progress' employer
discovers that it is not doing as good a job as it thought, and beefs
us its affirmative action program by shifting responsibility from
personnel to line supervision with staff responsibility in every

division.

"We talk to ourselves and everybody tell us what great
people we are because we make nice contributions and
we spend all this time on committees and so forth, but
somehow it isn't getting down to the grass roots in
Watts. What they really think of us makes our face
red."

Dwight R. Zook, Manager
Corporate Personnel Services
North American Aviation

North American has considered itself and is considered by others as
a leader in employment of minorities. Its minority employment
statistics have mounted. The company has worked hard to convey to
the minority community that it is an equal opportunity employer,
and has participated in many advanced programs.

However, when the company broke down its overall minority employ-
ment by jobs, departments and geographical areas, "it really has
been an eye opener...to see how little we've accomplished..in some
areas, even though...overall we look as good or better than
anybody", said Mr. Zook.

Public relations policy was also found to be missing the mark with
a considerable part of the Negro community.

"As far as our Anaheim plant out there in Orange County,
they don't consider us the great employer of minorities.
They consider us merely as part of the Orange County

area, a community that has a reputation for excluding
minorities. This idea is generated and re-generated in

in the Watts area community, so whatever good image of
North America we have is completely lost. This kind of
thing we have to work on and see what we can do to change."




Re-organization of equal employment program to involve line
supervision. As Director of Corporate Personnel Services, Mr. Zook
has implemented North American equal employment policy through
personnel operations. However, he recognized that not enough
progress was being made and could not be made until top management
gave the program more priority and better organizational implemen-
tation throughout the company's operations.

"Better than a year ago I got the president of our
company, who has a very good attitude basically but has
a lot of other problems facing him, to give this problem
priority attention. He issued directives that greatly
re-emphasized our program."

Top-management committee for equal opportunity and affirmative
action created at the corporate level., North American's president
appointed a top-management committee composed of vice-presidents of
all major functional groups, (engineering, sales, public relations,
contracting, etc.) to function as a policy and decision-making
Committee for Equal Employment Opportunity and Affirmative Action.

A similar top-management committee was set up in each major
division. Each vice-president assigned a staff assistant to work
on affirmative action; these assistants form a working committee.
Each major division has one full-time equal opportunity staff
member whose responsibility is to get the program going through
the line supervisors.,

Some specific activities:

- review of qualifications of minority employees
already on the payroll;

- review an analysis of minority employment statistics
to see where employment is weak; and ‘

- review of discrimination complaints.

A minority advisory committee with Negro, Mexican-American and
Oriental representatives was appointed by management and the
variocus unions. It has no authority to handle grievances but
serves as a communication link, informs management committees of
"mistakes," "misunderstandings,' and 'tells us what is not being
done." This committee has produced some real '"eye-openers,"
said Mr. Zook.




Results. The stepped-up program is too new to have produced marked
statistical results. Mr, Zook believes that the great gain is the
shifting of responsibility from personnel to line supervision,
because this is where changes can be made, particularly in
promotions. "Personnel can bring minorities into jobs, into
training, but unless something is done beyond that, that is where
they will stay for the most part. That has been the experience of
my company, and I would bet most other companies...'

A few examples of how the new approach is wo;king:

Summer youth employment program, For the past two years
North American hired more than 1,000 youths each summer
and has received high praise for this program. But

when statistics were broken bown by division and function,
"Lo and behold, in some of our largest divisions, where
we had hired hundreds for the summer we had zero Negroes,
and in one or two divisions zero Mexican-Americans. Why
is this so? Because we just let nature take its course.
In summer employment or full-time employment, the people
that get the jobs are people from families of influence.
There were many, many summer employees who were sons and
daughters of supervisors and vice-presidents.,

"This year we went back and in those divisions where we
had zero, as well as all others, we have had from 20 to
25 percent higher minority employment...The only way we
were able to do it is to go right out there (to Negro
neighborhoods) and recruit and hire in that location,
We couldn't just open the door and wait for them to
come in,

"We did encourage our minority employees to do some
referring. It would seem amazing that in a division
where you already had 10-15 percent minority that you
didn't have any minorities coming in for the summer
program. Well, it was because the supervisors and
other employees with influence got there first."

Integration of divisions in the South. North American
has divisions in Texas, West Virginia and other
Southern locations where the local employment pattern
is exclusion of Negroes.

"In one case it was the union policy to
keep them out and they so warned us. Well,
we had to go against the so-called 'local
policy.'
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In another case the local power structure

was referring all applicants and it tended

to be all white. In both of these situations,
we moved right in, took the bit in our teeth
and without being difficult or obnoxious, we
got as good a record (of minority employment)
in those two locations as anywhere else in our
company, partly because there is a large per-
centage of Negroes that live there and also
these two particular divisions had a large
proportion of entry level training type of
jobs."

"We have made some of the best progress in
West Virginia (putting Negroes in supervisory
positions) where we are supposed to have all
of the attitudes and traditions against that
kind of thing."

Assistance on transportation and housing needs of minority
employees. North American has contracted for bus service
to enable Negro ghetto dwellers to get to its plant in one
outlying suburban area 1/ and has worked successfully to
get adequate housing for Negro employees in another such
area. 2/ In both cases, the company has retained and in-
creased its minority employment because of these efforts.

1/ See Section D, Page 108, Transportation, for another bus program.
2/ See Section D, Page 89, Housing, for a company housing program.
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COMPANY PROGRAMS: RECRUITING

Traditional recruiting methods

simply will not bring the hard-

core unemployed into the personnel office. Michigan Bell
Telephone Company has developed a number of creative ways of

recruiting these persons, repo
General Bmployment Supervisor.

rted Edward N. Hodges, III,

npggressive" recruiting. The company is now using minority contacts

far broader than the usual doctors,
ers, teachers, to get to the grass

lawyers, ministers, social work-
roots: PTA officers, block club

presidents, rulers of Elk Lodges, scout leaders, barbers and beau-

ticians (the Negro beautician is a
many womenh regularly). Beauticians
tours, showing them kinds of jobs,

prime social center and reaches
clubs have been taken on plant
telling them of the qualifi-

cations needed.

The local NAACP was invited to hold monthly meetings at Michigan Bell.
After the business meeting, the company took members on a plant tour,
showed them jobs, talked about kinds of qualifications and tests
necessary, asked them to get members, friends, and relatives to apply.
Many were referred through NAACP. Many were re jected, but some were
hired. These people now know that Michigan Bell will hire anyone who
meets the qualifications. Previously, they were disillusioned about
equal opportunity.

Mobile employment trailers were sent to the heart of the Negro areas-
In Jackson the results were disappointing. In Grand Rapids there
were a large number of applicants, 10-11 hired at a time when Grand
Rapids had an unemployment rate beiow 1 per cent. Negro residents
were tremendously enthusiastic that Michigan Bell, one of the largest
employers, had come down to bring jobs into these neighborhoods.

MotivatiggﬁYouth: Project TEAM (Telephone Experience and Motivation).
The company selected 11 seniors in high school (six Negro, five white)
gave them training in basic telephone work on Saturdays, at $2.20 per
hour. Their training will end at the time they graduate; those who
satisfactorily complete it will be offered jobs in the Plant Depart-
ment. There will be a great impact when boys graduate and the next
day can go into a fully-paid job. When they get their diplomas, the
district commercial manager of Michigan Bell will also present a
certificate of achievement. This should motivate other kids as well.
The company expects to continue this project next year with a much

larger group of boys.
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A c erical training program has been set up with MDTA for 30 women
who hadn't been able to find jobs. First they got 26 weeks of
clerical training in an institutional setting. They then came to
Michigan Bell to work under specially selected supervisors (similar
to Equitable Life) for two weeks. Supervisors reported strengths
and weaknesses to MDTA coordinators and girls went back to school
to concentrate on weak points. Then back to Michigan Bell for two
weeks, again back to school for two weeks. Total: six weeks at
Michigan Bell and six weeks (plus original 26 weeks) in school.
After this, Michigan Bell hired five. Ed Hodges said: "We should
have hired more, but our personnel people were too slow and others
got them first." Ten were hired by other companies. Thirteen
still needed more training. The most significant point is the con-
fidence gained by the women in six weeks on the job. Most had felt
they were failures, couldn't make it.

Internal company practices support equal opportunity:

Monthly inventory of jobs held by non-whites. Michigan Bell, like
other Federal contractors, has to file annual reports showing the
number of non-white employees. Michigan Bell keeps a monthly run-
ning inventory, by department, by district, by division and by city.
All of these reports are sent to every district level or higher
person in the company. This serves as a positive tool, said Mr.
Hodges, because the man in Lansing sees what is being done in
Jackson, and knows that the boss is going to come to him and tell
him to do as well. It spurs him to take action first.

Audit of employment offices. Mr. Hodges suggests that companies
conduct an FEPC type audit on their own employment offices periodi-
cally. Look at all applications over the past six months ("they
don't have to be coded to know who is white and non-white; name,
address, references and schools give 99% accurate indication").
Then examine why people weren't hired. Michigan Bell found that
there were many instances where non-whites should have had differ-
ent treatment. The officers of the company did not accuse the
employment office of discrimination; they just suggested that
these persons be called in for another interview. Many times,
these people were subsequently hired.

Michigan Bell statistics: Three and a half years ago, the non-
white work force was 3.5 per ®nt of the total; at the end of
April, 1967 it was 8.6 per cent. In Detroit, hiring of non-whites
over the past year has averaged from 32 per cent to 52 per cent
each week.
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COMPANY PROGRAMS: RECRUITING, TESTING, TRAINING

Here are some other ideas, reported by Robert Bushelle,
Public Relations Manager, Illinois Bell Telephone Company,
and Edward Hodges, General Employment Supervisor, Michigan
Bell Telephone Company.

Recruiting. The company has opened an employment office on the West
Side, in the ghetto area; it is contacting all the agencies in the
area to get people to come in. It is hiring people from JOBS NOW 1/
and other Chicago job projects.

Testing. "We are going to begin to use the interview as the primary
basis for the (employment) decision rather than all of the tests that
have been used in the past.”

The company is participating, with other members of the Bell
System, in a program comparing people who pass tests and those who
don't, to see if testing procedures are valid.

Training. Small groups of men who met all company standards but did
not pass tests were hired as temporary full-time employees. They were
given an opportunity to take a short training program to learn funda-
mentals of telephone work. They were told that although they had
failed the test they would have an opportunity to qualify for a job
through the training, but with no guarantee of employment. Many of
those chosen completed their training satisfactorily and have been
hired as permanent employees. It took a great deal of persuasion

to convince operating departments to consider hiring applicants who
didn't pass the tests.

Trainees from JOBS NOW. The company took ten boys from JOBS NOW
Project and gave them basic training in groups of five with one fore-
man for close supervision. Five of the boys are now on the payroll,
two returned to school, one was drafted. The other two failed to
complete the training.

Summer employment. For the past two summers, Negro boys from 14
Chicago high schools have been given summer employment as framemen,
office boys, etc. During the last two weeks on the job, there was
a personal follow-up with the boys and their supervisors. The boys
were asked, when they returned to school, to tell their experiences
to their classmates and let them know that Illinois Bell wants to
hire anyone regardless of race, creed or color. Said Mr. Hodges:

l/ See Section B, Page 27, Chicago, Ill., for further information on
JOBS NOW Program.




"You can't get better ambassadors to tell your equal
employment story, than if you get (such) kids, give

them a real meaningful job . . . let them go back to
school and tell other youngsters what happened to
them."

Illinois Bell has continuous training programs for its employees.
Said Mr. Bushelle:

"After a man is on the payroll, I don't think we have
solved the problem until he is moving upward . . .

this means training . . . this means promotion . . .

it means the recognition by supervision that they have
got some talent . . . worth developing . . . Once that
is recognized the employee begins to do something . . .
to call forth new strengths and resources and begins to
develop."

Operu.tors, typists and other employees have opportunity on their own
time to take training courses to improve their skills. "Sensitivity
training for supervisors," a series of all-day meetings with first

and second level supervisors has been conducted, to increase their
sensitivity and awareness of problems of disadvantaged youngsters
coming into the work force. Mr. Bushelle said, "The results were
amazing. We had an overwhelming response, and the participants

want to go further. They have indicated they want more participation
and more information, not only about the inside of the company, but
they have an interest in things outside, wanting to get involved in
community affairs and work with people in the community."

Community involvement. High-school counsellors and teachers are

brought in to spend the entire summer in special programs developed

by the company. The Public Relations Department has produced a
prize-winning f£ilm on "The Dropout.'" Employees have formed a volunteer
corps of tutors to work with minority children in the inner city. The
combany is participating with the Chicago Board of Education in a
work-study program, in which telephone operators and clerical workers
get school credit for 20 hours of work a week, paid by the company.
Leaders of Chicago youth gangs have been invited for plant tours,
conferences and discussions about jobs.
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COMPANY PROGRAMS: RECRUITING, TRAINING, MOTIVATION

A '"Plans for Progress'' company, Pacific Telephone &
Telegraph Company, was troubled by lack of minority
applicants. Equal opportunity ads didn’'t bring in
applicants. There seemed to be no communication with

the minority community, reported Vice-President E. D.
Maloney.

An_aggressive recruitment program was launched, using the Urban
league, churches, schools, other community sources. Much skep-
ticism had to be overcome. Most ef fective recruiting device:

a half dozen "native" recruiters; (Negroes, Spanish-speaking
people) who became "walking employment offices" in stores,
drugstores, barber shops, beauty parlors, pool halls, anywhere
people congregated.

A speakers' bureau composed of minority employees in various jobs
was set up and sent out to community groups to demonstrate that
they were employed by Pacific Telephone & Telegraph, and that jobs
were open.

But, when applicants came in, many could not pass tests. They
lacked understanding of the most basic skills.

Training courses were started for people who failed portions of
the tests, but who demonstrated intelligence and potential.
Courses included reading, math, personal appearance, general
orientation to the telephone industry, etc. These courses
covered a full eight-hour day. Eighteen of the 20 men and 21

of the 22 women in the first group trained became full-time em-
ployees. Trainees are hired as temporary employees if they pass
the employment test.

Work with schools. After this experience with "remedial" education,
the company realized its responsibility to be involved in preventive
work. It started a program called "Bridging the Gap," to motivate
potential dropouts in high schools by showing the real connection
between their studies and practical interesting jobs.

This program included:

- workshops conducted on company premises for high school
counsellors and teachers, to give them up-to-date infor-
mation on job needs;

-
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- workshops for students, to visit the company, see jobs,
talk to employees, and

- exhibits, films, tours, talks, discussions and surplus
equipment provided by the company to school administra-
tors and teachers.

For example: An employment manager of Pacific Telephone
& Telegraph became concerned at the large number of
minorit; young people applying for jobs who were high
school dropouts. He developed a slide presentation,
taking some youngsters from schools in his area into
company offices to pose for pictures as "employees'" in
different jobs: a teller, an installer, switchman, etc.
Then he showed these slides in the youngsters' classrooms,
with a description of the job, kind of training needed to
qualify, etc. Seeing kids from their own class in these

" jobs" made quite an impression on other students. At the
end of the slide presentation, he gave a sample employment
test, and flashed correct answers on the screen so students
could grade themselves. This presentation is now in great
demand for 9th and 10th grade classes throughout the area.

Revision of entry requirements. In the past, no one with a police
record was considered. Now the company takes a second look at
those who show good potential. "Was it a conviction or just an
arrest?”"” The company has had no problem with anyone hired so far
who had a police record, and has gained several superior employees
from this group.

Results to date. In 1962 the company employed slightly over 4,300
minority workers, 6 per cent of the total. Today, it has over 8,000
minority workers, 9 per cent of the total. Most important, the
number of supervisory, professional, sales and technical jobs held

by minorities has increased fivefold because of new emphasis on ‘ip-
grading those already on the payroll.

Joint Action with other Employers:

Management Council for Employment Opportunities, founded

by the President of the Pacific Telephone & Telegraph
Company and 17 other leading businessmen, is now concen-
trating effort on minority population centers in San Jose,
Alameda County and San Francisco (Patterned after the Man-
agement Council in Los Angeles).l/ From June 15 to August 1,

l/ See Section B, Page 49, Los Angeles, calif., for more inforwmation
on the Los Angeles Management Council.
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100 employers were scheduled to join in holding job
interviews in minority neighborhoods in the San Jose
area.

TIME (Time to Improve Minority Employment), a committee

| of 25 top business executives in the Sacramento area has

| been working to provide training for unemployed. It has
just started a half-hour TV program which will run two
days weekly at 7:00 a.m., announcing specific job openings
available on those days, telling where to go and who to see,
followed by discussion of problems, urging unemployzd to
enroll in available training cour “s. Minority leaders
and celebrities are helping to promote the program in the

' minority community among youth. Air time is donated by
the station.

- The Metropolitan Life Insurance Company, New York, runs

a program similar to that of Pacific Telephone & Tele-
graph for training clerical workers, Philip E. Jones
reported. Recruiting is done through the Urban League,
social agencies and Hzrlem neighborhood organizations.

1f girls flunk the employment exam but have character-
jstics that are felt to make them good potential employees
after 13 weeks'® training, they are employed and put into
training courses. The program is still in the early stages.
Out ot the first group only three have been lost. When
interviewers had selected the people who appeared to have
the best potential, they were given a "culture fair" test.
vUnder this test Phi Beta Kappas in the company couldn't
be distinguished from bright high school graduates."

284-808 O - 68 - 2
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COMPANY PROGRAMS: TRAINING

When Equitable Life Assurance Society of the U. S., New
York, N. Y., first hired dropouts, they had a high rate

of failure, reported Edward W. Chave, Vice-President for
Manpower Development. The company learned a lesson: more
than mere hiring was needed.

Encouraging supervisors. The second year, the company worked with
supervisors, picking those who were known to be sympathetic to this
special effort. It was made clear that the dropouts hired would not
be charged against their regular budget or their efficiency rating.
They were urged to take the challenge of preparing youngsters in one
year for a job in their own or other departments. There was con-
siderably greater success. The third year, the company told super-
visors to try to prepare the young dropouts for promotion and better
jobs within two years, but if they could not, Central Personnel would
take responsibility for them. A little better progress was made.

Basic education. By the fourth year, it was clear that basic edu-
cation was sorely needed. The company hired the Board for Fundamental
Education 1/ to teach the youngsters basic reading, writing and arith-
metic (after work) so they could pass high school equivalent exami-
nations. Seventeen boys are now completing this course. Two of these
are judged to be college material, six will be candidates for company
jobs, four probably will be candidates for jobs with other comparies.
The company has a 100 per cent tuition-refurd plan for all employees,
under which they can take courses up to and including a graduate
degree to prepare for a better career.

Recruiting source. First the State Employment Service was used, but
it could not give needed counselling support. The second year the
company used JOIN (Job Orientation in Neighborhoods}, an agency set
up by the city government to get slum kids into jobs, which can and
does do follow-up work. The company also has an internal counsellor
who works with youngsters. If a problem is an outside one, it is
referred to JOIN. (Two thousand companies in New York are now using
JOIN for recruiting. JOIN has placed 1,000 youngsters in white
collar jobs. There is a vast manpower shortage in this area).

Changing labor market. Forty per cent of young people hired by
Equitable who will come on the job in June and July, 1967 will be
minority; 25 per cent Negro, 15 per cent Puerto Rican.

1/ See List of Resources, Part I. Also Section D, Page 82, Basic
Education, for more information on the Board for Fundamental
Education.
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Supervisor training. Supervisors were thoroughly briefed about

special problems of disadvantaged kids. A series of training
courses were run for supervisors to give sensitivity to special
needs of marginal workers.

Job-posting -- inside promotion system. When good jobs come up,

present employees are considered first. Until a couple of years
ago, the company would only hire college graduates for computer
program operators. Two years g0, it offered an opportunity to
anyone who would take two special exams. Five hundred applied for
the exam, 100 passed it. Sixty per cent of those who passed did
not have a college education; they had been with the company from
six months to ten years. One examination was the regular IBM
exam, the other was a special company exam to indicate character-
istics of thinking. It proved very effective in selecting good
potential candidates.

Conclusion. Companies today need better definition of the family

of jobs, and more search for talent within the organization.
(Tom Brown of the Polaroid Company noted that this is also the
best motivation for other minorities to apply for jobs).

—o—
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COMPANY PROGRAMS: TRAINING "UNEMPLOYABLES'" FOR JOBS

The KLH Company in Boston is a relatively small
company producing high-quality equipment. It

has hired a large number of minority workers
referred by social agencies without educational
requirements or testing, and trained them for semi-
skilled and better jobs. The training program
developed for t%e "disadvantaged" has produced such
good workers that long-time employees are now being
"retrained" through this program. The company has
started a pre-school day-care center (with Federal
government funds) to help meet absentee problems of
working mothers.

Reported by Henry K. Shor, Director
Personnel and Organization
KLH Research and Development Corporation

The KLH Company manufactures quality hi-fi components. It employs
about 750 people. About 60 per cent of the employees are female,
and 35 per cent are "minority" (Negro, Puerto Rican, and other).
Negroes are employed at ail levels and in all phases of its
operations.

Recruitment. The company has had no difficulty in reaching the
minority community. Since its start ten years ago, it has hired
all qualified job applicants. Negroes know other Negroes have good
jobs there. To reach the "hard-core" unemployed, the company uses
the services of many community social agencies including Jobs
Clearing House (a non-profit employment agency which places
Negroes)l/, the Parole Board, and Alcoholics Anonymous.

Hiring standards and requirements. KLH has no educational require-
ments for its factory jobs. Very little testing is used. Said Mr. Shor:

"We have little faith in the ability of the so-
called tests to predict well what a minority group
person can or cannot do. We were using the Wonderlic
and some other tests, and we found we just couldn't
hire anybody without a high school education because
they weren't passing.

1/ See Section D, Page 101, Recruitment and Placement, for more
information on Jobs Clearing House.
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"We took some of our Negro supervisors, gave them
the Wonderlic. They never would have been hired.
We said, 'The hell with the Wonderlic.' We know
what these people can do. They have leadership
qualities. They have learned the jobs. They are
good people.”

A finger dexterity test is used for jobs where this is important.
But the test was specially developed and checked first for validity
with current employees before it was used to test new employees.

| A sensitive interview and references from social agencies are the

main basis for hiring most unemployed without work records. The

! company makes two reference checks where previous employment records

; are available, but still relies heavily on the intuition of a very
skilled interviewer who understands the minority community well,

: and on evaluations of the social agencies which refer applicants.

| Police records are not a bar to employment. The company works with
f the Parole Board and has hired a number of recommended parolees.
Experience with these men has been excellent.

Training. As a small company, KLH did not have resources to develop
the kind of training program it wanted. It went to the Polaroid
Corporation for help. A consultant was hired, who trained a training
manager and three trainers.

Training for unskilled. Every new employee goes directly to the
training department where, depending on his job, he gets from one
to ten weeks training. This includes:

- general indoctrination on company work requirements;

- instilling the spirit of participation in producing
high quality work, and

- specific skill training.

A T o, W+ i SO TE gy g

When the employee goes to his assigned department, the training
people follow up to see how he is doing, offer assistance, help
work out any problems. Mr. Shor said that the program - now just
about a year old - is working well:

"We have found that people coming in brand-new, who never
worked before, or who never worked in similar operations,
are out-producing people that have been in the company
three or four years. We are getting more production in
terms of quantity and our rejection rate from new employees
is going way down. We are getting better quality."”

P o BN
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As a result, the company is now putting some of its older employees
through the same training program.

Training technicians. Faced with a great shortage of trained
technicians, KLH hired a high school teacher who comes into the
plant after school and runs a three-stage program, training
electronic technicianse.

The company has also arranged with the city school system to supply
a teacher who teaches English and citizenship to non-English speak-
ing workers. About 75 employees are in these classes, on their own
time, after work.

Supervisor training. The company has worked with Northeastern
University to develop a course for training supervisors. KLH also
has an educational reimbursement program and encourages employees
to take outside courses to upgrade themselves for semi-skilled

and higher jobse.

Attacking Absenteeism: a pre-school day-care center. Although

it has a low job turnover rate (less than 2 per cent a month),

the KLH absentee rate ranged from 4-6 per cent monthly. In check-
ing on the causes of absenteeism it became clear that, with

60 per cent female employees, a breakdown of baby-sitting arrange-
ments was often the cause.

After considerable effort, in which wives of company officers
participated, KLH developed a proposal for a pre-school day-care
center for children of working mothe¢ /s, which has just been funded
by the Children's Bureau of the U. S. Department of Health, Education
Welfare. A $64,000 grant will support a pilot program to provide

a pre-school for 69 children.
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EMPLOYER-COMMUNITY JOB PROGRAMS

In Buffalo, N. Y., the Chamber of Commerce spearheaded
organization of Opportunities Development Corporation (ODC)
and "Project JET.'" Businesses, social agencies and civil
rights groups joined in the corporation to conduct a job
program for hard-core unemployed. Business committed an
initial 1,000 jobs and put up $40,000 seed money to develop
the program, which now has $3,000,000 in Federal grants.
The Chamber has promoted this program as a money-saver for
business to fill empty jobs, avoid property destruction
from riots and other disorders, and reduce the tax burden
caused by welfare, police and other social services.

Reported by Dr. Allan H. Bush, Director
opportunities Development Corporation
Buffalo, N. Y.

How it started. 1In 1965, the Buffalo Chamber of Commerce helped
organize a Job Opportunities Council, which held meetings and
made plans, but did little. Increasing pressures from the Negro
community and the threat of a flare-up over a police incident in
1966 led to closer talks with civil rights and other community
groups and a consensus that jobs were the most important issue.
Negro groups made it clear that they wanted a voice in the
planning of any job program.

The result of these talks was the Opportunities Development
Corporation (ODC), formed in early 1966. Of its 16 board members,
about one-half are from the Chamber of Commerce (these include

a major manufacturer, two major retailers, a banker, a Chamber
executive) and half from civil rights groups: CORE, NAACP,
community social agencies and the State Employment Service.

"Project JET." The board developed 'Project JET" (JOBS-EDUCATION-TRAINING)

as its first program. Forty-four members of the Chamber pledged
$40,000 to get it off the ground and seek Federal funding. Federal
agencies were excited by the program, but its very newness took

a long time to explain and tie in to existing grant programs.
Substantial funds ($3,000,000) have now been obtained from the

U. S. Department of Labor, Off ice of Economic Opportunity, and the
Department of Health, Education and Welfare.
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Project JET is directed at the hard-core unemployed person
with less than an eighth grade education. Employers have made
commitments to hire 1,000 such persons. Men are recruited and
placed on the job right away. They work six hours, then study
basic reading, writing and arithmetic in the plant for two
hours daily. The employer is paid $30 weekly through
government funds for providing plant space and time for the
educational training.

Training tutors. These men are getting high support on the jobe.
JET has trained 200 tutors, who go to the plant each workday
for two hours to teach and provide counselling help. Tutors
were recruited through the State Employment Service. Some are
teachers, collage graduates or students. Others are high
school graduates. They attended a six-week training program at
the state university, and will be supervised throughout the
44-week period in which they are giving instruction. There was
emphasis on getting tutors from ghetto communities, to whom
trainees could relate, and from whom they would more easily
accept counselling. The counsellor may go with the trainee to
his home, to ODC or anywhere in the community to work out
special problems.

Foremen on the job were prepared before these men started.
Special problems were discussed with them and an attempt made vo
enlist their help.

Results to date. About 400 men have been placed. Only 12 per

cent have dropped out of jobs. Of about 360 now on the job,
more than 110 came directly off welfare rolls.
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CHICAGO, ILLINOIS: THREE JOB PROGRAMS
“lo. 1: JOBS NOW

Chicago, with a rapidly growing Negro population, has had
severe unemployment problems stemming from many causes.,
The stockyards shutdown put thousands out of work who had
no skills for other job vacancies. As the northern end of
the main railroad line out of the South, Chicago still
continues to receive each year thousands of displaced
southern Negroes with poor education and no skills,

The business community has taken a very active role in
many jobs programs in Chicago. The NCC Business-Civic
Leadership Conference was scheduled in Chicago particu-
larly so that participants could see the JOBS NOW Pro ject
first hand and learn more about this project which is
pioneering important new techniques in placing street gang
youths in jobs.

Reported by Joseph Ehrenberg, Jr.
Executive Director
JOBS NOW Pro ject

P.F. Prince
Job Program Developer
JOBS NOW Project (on loan from Sears-Roebuck)

Bruce Cole

Director

Outreach and Employment Project
Metropolitan YMCA

Background, YMCAs in Chicago first started working with street
gangs in Chicago about 11 years ago. The Y quickly discovered
that training and jobs were the chief need. -Said Mr. Cole:

"We started originally talking employers into taking the kids,
and we set up a beautiful revolving door., They would go on
the job and be off the job, go on another job and off that
job. We had perhaps 100 per cent turnover in a year's time."

From this early experience, and several years of further experiments,
the "JOBS NOW PROJECT" has developed. As Bruce Cole says: "JOBS
NOW" is a beautiful title.” Its direct message and simplicity have
led to imitations all over the country. But Mr. Cole warns:

"It also spells'JOB SMOW" and a "snow job" is exactly what we
deliver if we don't come up with the jobs."
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The commitment of employers to come up with jobs for the street
gang youths recruited by the JOBS NOW PROJECT is essential to
the program's success. JOBS NOW has secured the cooperation

of 236 Chicago companies; 150 of them have hired more than 900
of its "clients" to date.

Thirty-nine private and public agencies work with JOBS NOW; 20
of these agencies bring 100 young people to the project every
two weeks. They do not just refer a youth; they bring him, to
be sure he comes.,

When he arrives, he starts out quickly, without delaying tests or
questionnaires, on a two-week orientation course. (Tests are
given later, throughout the course.) The important thing: "he
gets on board in a hurry.” The two-week orientation course covers

five general areass:
1. Grooming and hygiene.
2. Money management, consumer economics.

3. Transportation (learning how to get to jobs on the city
public transportation system),

4, Job preparation. Supervisors, personnel interviewers
from cooperating companies are brought in to help tell
the youth "what is expected of them in the work world,"
and the young people express how they feel about the
work world.

5. Human relations training; an opportunity for youth to
begin to examine their own behavior and attitudes not
only toward jobs, but "towards themselves, their
community, and life in gemeral. We try to provide them
with an idea that there is a tomorrow."

Job development. While the youth are undergoing their two-week
orientation, JOBS NOW staff job developers and executives on loan
from industry are out visiting cooperating employers to line up
jobs for them, This is not a simple process; it involves starting
with the top man in the company to develop a total support program
which will go down to the line as far as the supervisor and shop
foreman, Said Mr. Cole:

"We are asking them to hire underqualified people for more
than they think the kids are worth, on the gamble that a
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substantial number of kids after six months will be good
workmen. We start with the president of the company,
because this is a commitment, a definite change in policy.
There is a word in Chicago called relout’ and ‘clout’ we
have with the group. They get other businessmen to deliver.
They loan us businessmen to go out and talk to the companies,
: open the door for our job developers."”

Convincing business and industry. A business executive who helps

convince other executives to hire youths from JOBS NOW told how
he goes about it. Said Phillip Prince:

nThis is a selling job, a project in understanding which has
to be built in a series of steps: the demonstration of the
nead of the community, the methods of getting youngsters
properly interviewed and placed, the implications to the
company when they change policy--and the results that might
occur from this kind of activity.”

"The problem within the company is follow-through, more
extensive and more detailed than normally flows from the top
executive down through personnel to the employment interview-
er and down through the line organization to the foreman."

rAttitudes don't communicate quite as easily as policies and
the sabotage of a good policy as it fans down the line can
very easily take place if attitudes are not consistent. So
we ask top management to make special effort to provide strong
communication.

"The second important point is for the top executive to
communicate this concept to the union. The unions are
cooperating--but the need has not been communicated through
the union channels to union steward in the respective company.
Therefore, it is a responsibility of management to explain
how it will effect the union with this company and gain
cooperation and support.”

mJaive all normal standards." Among the standards which JOBS NOW
asks companies to waive for its clients:

The high school diploma. "you can graduate from a high school
in Chicago and still Tead below the 6th grade level."

Police records. A high percentage of JOBS NOW kids have some
kind of police record. "It's pure luck if you don't get
busted if you grow up in the slums of Chicago.”

Aztitude tests. "These kids cannot show their very real
potential on the kind of aptitude tests we have. We have
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kids that can strip a car in ten minutes who cannot pass
the mechanics aptitude test.”

"We ask them to give the kid a good job,not a dead end job but a
job with a potential to advance. Two dollars an hour is what will
get them off the street. In point of fact, they'll go to work for
less, after some orientation.”

Wages paid to JOBS NOW clients have ranged from $1.40 to
$3.08 an hour; the average for males is just under $2.00
an hour; for females, $1.78 per hour.

A "coach and high support.” Mr. Prince and all the JOBS NOW staff
stressed the essential role of the recoach” from the project who keeps
in touch with each client, on and off the job. Sometimes this
neoach” actually works in the company; sometimes he comes from
outside, but he always has access to the trainee on the job.

Absenteeism and tardiness are the two most frequent problems with
JOBS NOW clients-and many other employees. JOBS NOW asks each
company to let the neoach” know about these problems the minute
they start: '"He can otten do ‘things that tie up and strengthen
the intention and attitudes of the youngster."

Mr. Prince stressed that experience with each company is different,
"running the gamut from 14, 2warm acceptance to 100 per cent
cooperation,” It may take three to five months to get a satisfactory
program going.

Employers get bonus. Mr. Ehrenberg said that when a good program
is developed, "'we frequently get personnel or industrial relations
managers saying, 'l ought to be doing this for all my employees;
because we are talking in strict economic terms,' There are very
high turnover rates in industry and we are suggesting some possible
ways in which some of these can be cut down."

Results to date. The demonstration JOBS NOW PROJECT at the end of
Six months had this record: about 50% of the 1,000 "gang oriented”
youth handled were either working on jobs to which they had been
referred or returned to school or training programs (12 per cent).
This is considered a fairly good record.

Most important finding to date: 83% of the youth referred to
companies which had developed "high support"” internal programs
were still on the job. In companies where little or no support
was provided, only 24 per cent were still working. About 77 per
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cent of the companies have developed ''support" programs which JOBS
NOW staff feel are satisfactory. |

Staff and budget. JOBS NOW is funded by the Office of Manpower
Evaluation and Research (OMPER) of the U.S. Department of Labor,

in cooperation with the United States Employment Service. It makes
use of existing contracts from the Bureau of Apprenticeship Training.
Its board of directors includes top officials of Chicago's major
businesses and industries, plus key social agencies and educators.

There is a total staff of more than 90 people, some employed
directly by the project, others from staffs of the Illinois State
Employment Service, and the other 39 co-sponsoring public and
private agencies. Top executives are lent by their companies for
job development work.

Some questions asked of JOBS NOw staff:

.

Q. Do the clients go into new jobs, created for them, or
are these unfilled jobs?

A. No firm has created special jobs. We have helped create
special situations for special people to go into jobs
that would go unfilled.

Q. What kinds of jobs are these? Are they all factory jobs?
Any white collar jobs?

A. There have been white collar jobs. Banks, for example,
have hired clients as check machine operators, messengers,
mail clerks, clerical workers. One bank has a tuition
plan which will allow a JOBS NOW client to go to school
and get a higher level job. But most important:

"Don't stereotype the 'disadvantaged poor' unemployed
person. Don't think because he is poor he has to have
a certain type of job. What he really lacks is skill."

For example: "We had one young client about as hard-core

as they come. Over the period of six months he had been
referred to three different kinds of jobs and had not been
able to hold one. We got to investigating his case and
decided we would hire him as an assistant coach and let him
work with people. He has done a complete about-face. He
has been in perfect attendance, on time for everything. Some
people need 'people' work rather than ‘assembly line' work.

We need to begin to explore, rather than stereotype and put
them into assembly job, laboring jobs, etc.”
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Our experience demonstrates that it is possible to reach
strzet groups and redirect them into positive channels.

The problem is to cut through the scar tissue of repeated
failure that their experience with organized society has
created, to provide educational experience in a setting
distinet from the traditional school atmosphere, and to
orient them to what is for them the bizarre and frightening

world of work."
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CHICAGO, ILLINOIS: THREE JOB PROGRAMS
; No. 2: Tri-Faith Employment Program

An interfaith team of businessmen is supervising seven

| neighborhood employment centers which have placed 6,000

| men and women in full-time jobs in the past year. The
Chicago Conference on Religion and Race (comprising the
Catholic Archdiocese, Protestant Church Federation and

? Board of Rabbis of Chicago) spomsors this major employ-

ment project administered by its business advisory

committee, and provides 50 per cent of the cost. The

other half comes from the Office of Economic Opportunity.

Reported by Eugene Callahan
Executive Director
. Chicago Conference on Religion and Race

Monroe Sullivan
Coordinator
; Tri-Faith Employment Project

Basic philosophy. The Tri-Faith program is built upon three major
premises which have proved out in practice:

l. Most unemployed or underemployed people, whatever
their other problems, primarily want a job=--or a
different job--and want it now.

2. ™-ese people are reluctant because of past
experience to go to a "downtown" employment project.

3. They will be most responsive to an interviewer
from their own community, Ssomeone with whom they might
have had prior contact.

Recruitment. The Tri-Faith program opened seven neighborhood
employment offices in store fronts and church basements in the areas
of highest unemployment in Chicago -~ where unemployment runs

up to 20 per cent. Offices are open seven days a week.

.

Each office has a staff of seven: assistant director, three
secretaries, a doctor and two field representatives. The latter
seek out unemployed in "saloons, bowling alleys, homes, streets,
alleys." All staff members live in the area they serve.

284-808 O - 68 - 3




- 34 -

In slightly less than one year these offices interviewed 17,800

people: 10,000 men and 8,000 women. Job orders have been received
from 2,700 companies.

Placement. Six thousand have been placed in full-time jobs; nearly
70 per cent of these were still on the job after a 30-day check;
about® two-thirds of these were still working after a 90-day check.
Most placements have been in nearby light metal industries.

Job barriers. Mr. Callahan stressed that companies, whether members
of Plans for Progress, Equal Opportunity, Merit Employment, or
whatever, are 'unconsciously discriminating against both Negroes

and whites with rural background" in their testing procedures

and admission standards. Said Mr. Callahan:

"We have found companies demanding a 10th grade education
for an assembly line job that requires no verbal skills,
no formal education, simply a minimal degree of manual
dexterity, ability to understand and follov through on
simple orders. We think this is unreasonable. Many
factories on the West Side and near West suburbs are
similar to the company which demands a reasonable score
on the Wonderlic verbal skills tests for a fork 1ift
driver in a warehouse. The jobs are there, but some of
the entrance requirements are preposterous. There is a
large employer on the West Side of Chicago in one of the
most blighted areas in the Midwest. On the wall of the
personnel office is a large sign: 'No applicant will be
accepted unless they have lived in the Chicago area for
two and a half years or more.' That eliminates 85 per
cent of the people in that community. Yet this is an
equal opportunity employer."

Mr. Callahan's own best argument is to ask the corporate vice
president in charge of personnel if the company used these tests
and education requirements for immigrants hired on assembly lines
and tool and die operations ten to 15 years ago. "They didn't,
obviously, since most of those tests had not been devised; yet
the people they hired then are still working and would be the
foremen of the people we are trying to get companies to hire.

And they still don't have that high level of verbal skills."

Under-employment. Another major effort of the Tri-Faith project
is to try to upgrade the family breadwinner who is holding down
two or even three jobs to support his family, by finding him
one better-paying full-time job. There is another gain here:
the individual so helped has more to give to his community, per-
haps to help form a credit union, or work on other community
problems,
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Turnover. Mr. Callahan was questioned about the reasons for
relatively high turnover of people placed on jobs. In an employ=-
ment office serving an area that is primarily rural southern white
population, alcoholism seems to be the single biggest problem. 1In
other areas, it appears to be the lack of sufficient on-the~job
training by the empioyer, and insufficient counselling to prepare
the employee for a job situation which may be a bit rough. Tri-
Faith is now working on in-service training programs to try to
help out in such situations. Said Mr. Callahan:

"A large appliance manufacturer told us 9 per cent of

the people they hired didn't finish the first day.

Most of the foremen are old-time white foremen who have
been there for years and are under pressure. The

company tells us they lost $1.3 million in downtime

last year on their assembly line. We're trying to devise
an in-plant training program with a mockup of the assembly
line wherein foremen will role-play and deliberately be
abrupt and harsh and say things like, 'Hey you. get this
ready.' Our people are not prepared for that unless they
have been forwarned that everybody is under pressure, but
if they produce they will get good pay. If they can see
that, they will stick around."”

Finding and Developing Latent Talents. One of the most important
things that the project has revealed, according to Monroe Sullivan,
is the great resource of latent talent in the ghetto area, through
its close contact with people in neighborhood centers. Mr. Sullivan
gave a graphic example of a man whose ability had been undiscovered
by the company which employed him.

Tri-Faith hired as a project director a Chicago Transit
Authority night policeman "who had spent the previous.
13 years walking up and down elevated trains at night.
He does not write too well, but we were impressed by the
fact that while living in public housing he had helped
organize a credit union and was in the process of
organizing a cooperative laundromat. We put him in an
employment office which haa been producing zero, and

in three months he is now making well over 60 place-
ments a week at a cost of about $14 per placement. Here
is a man with enormous management talent. He knows how
to manage staff. He comes up with creative ideas. He
knows how to get jobs from business." But his former
employer had found him only suited for policing subway
trains at night.
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CHICAGO, ILLINOIS: THREE JOB PROGRAMS
NO. 3: A job program for Spanish-speaking residents

"No pido que me den, nomas me pongan donde hay."

("I don't ask that I be given to, just put me where
I can reach for myself.")--0ld Spanish saying.

The Catholic Church, the Manpower Development &
Training Program and State Employment Service are
working together to train Spanish-speaking residents
for better jobs.

Reporte . by Miss Delia Villegas
Director of Manpower Training &
Development Program

Archdiocesan Latin American Committee

Background. Chicago has an estimated 175,000 Spanish-speaking
residents, chiefly Mexican, Puerto Rican and Cuban. Although they
have separate social communities, all suffer from unemployment

and very low paid employment. Their chief handicaps: 1lack of
English and lack of education.

In 1963, the Cardinal's Committee for Spanish-Speaking worked out
a special program under the Manpower Development and Training Act,
in close cooperation with the Illinois State Employment Service,
to start vocational education courses combined with English
language teaching.

Flexibility the key. Miss Villegas stressed that this program
involved "bending the rules in just about every possible way."
The State Employment Service cooperated, developing tests in
Spanish, allowing the committee's counsellors to help applicants
take tests and extending working hours to evenings and weekends.

Recruitment of applicants went beyond usual channels. The churches,
movie houses, Spanish press, civic and social groups and personal
contacts were used to get people to applye.

Procedures were speeded up. Applicants were not discouraged by an
initial battery of tests and interviews. They were personally
shepherded through the necessary processes to get them into the
courses.
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Training. The first group entered a 13-month training program for
auto mechanics, machine sbup and welding. Most of the men left
low-paying jobs to enter the program. Of 100 students in the first
group, 9ng£gduated.

Training gives status. Those in the program are a source of great
pride in the Spanish community. For the second program there are
now 1,300 applicants ready to quit their present jobs if they are
accepted.

Supportive services essential. Like other job programs this one
provided essential supportive services to help the trainees get
to and stay in their classes. These involved close personal help
on family matters, credit, health, legal and other problems.

Placement: "Amigos'--buddy system. This project used other
Chicago services for placement, Where language difficulty existed
but a job did not really require much English, an English speaking

"amigo" or buddy was sent with the applicant for the initial
interview.

Program delivers for employer's urgent need. Non-English speaking
workers have helped meet employer needs with proper supportive
help. For example: Zenith Radio Corporation called, needing 90
women immediately. Said Miss Villegas:

"We beat the bushes and came up with housewives who
had never worked before, cousins fresh from Cuba,
relatives of manpower students (because we were very
concerned about their financial state). We got 90
women to our office, gave them application forms

and detailed instructions in Spanish, The applications
were in English but that didn’t make any difference.

We gave them counselling about the fact that they were
the first and would be representing their community.
When they left, you would think we were sending out a
group of white collar Kelly girls., Zenith was very
pleased with the result. The ladies found their way to
the company, even though some of them got lost the first
day. Although many of them had never held jobs before

and knew very little English, they are developing into
excellent workers."

Special problems with Spanish-speaking. Miss Villegas stressed
that the personnel interviewer should be "the most skilled
possible," with some knowledge of cultural differences. She said:

"For instance, a Mexican is taught humility as a virtue.
He is not likely to sound his own trumpet about his job
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achievements. You will find that somebody who understands
this can get down to what he knows how to do."

Educational requirements unrealistic. Miss Villegas also added
further criticism about unrealistic educational requirements:

"I can't place a welder with 18 years' experience in
Cuba, because he doesn't have a high school education,
Yet he's one of the best welders I have ever seen.
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EMPLOYER-COMMUNITY JOB PROGRAMS: INDIANAPOLIS

A job program run entirely by the business community pro-
vides volunteer individual counselling and placement on a
one-to-one basis.

Reported by: William Johnson, Executive Vice-President
Center for Independent Action, 1/ (who
directed a demonstration job program in
Indianapolis for three years).

How the Program Started. The Center for Independent Action
approachead the Indianapolis Chamber of Commerce in 1962 with
the proposed job program and offered to supply staff, if the
Chamber would undertake the program responsibility. Said
Mr. Johnson:

"when you give the business community the entire responsi-
bility for one program, there is a certain amount of
pride...they will work a lot harder on it and feel a lot
more responsible for its results. A businessman, I don't
believe, knows too many of the answers in this field,

but when he becomes involved, he begins to worry, (and)

he f£inds auswers for it if he is involved."”

The first step. A door-to-door survey was made of 1,000
families in one section of the inner city. Questions
included "age," "working or not working," and specifically,
n"if there was a job available that you thought you could
handle would you want to work?" "The sample found that 13
per cent of those who were willing and able to work did not
have jobs. (As in many other cities, Mr. Johnson said, this
figure was considerably higher than official Labor Department
unemployment statistics, because it counted only those
actively looking for jobs). Even greater unemployment was
indicated because a high percentage of the unemployed were
women; many men in these areas "just aren't around" when

1/ The Center for Independent Action is a private non-profit
organization founded in 1959 by businessmen who believed that
private industry should do more to solve the nation's
toughest social problems. It has had support from the
National Association of Manufacturers; its chief financial
support today comes from private foundations.
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people come asking questions. Next an attempt was made to
conduct depth interviews to find out why the 160 identified
unemployed were not working. This was abandoned. 'People
tend to tell you what you want to hear, rather than the
truth."

Jobs First. The group concluded the only way to really know
why people were not working was to try to get them jobs.

Top executives of the largest businesses in town were asked

to serve on a steering committee for a job development

effort. Every business in town employing over five workers --
shout 500 in all -- was asked to sign a pledge to make

jubs available for the disadvantaged. Said Mr. Johnson:

"This in itself is innocuous, but it said to the
community that business meant business, and when it
became necessary to go back with specific requests,
they were on record, so we had aa entry."

Committee formed. The Chamber of Commerce formed a
Committee for Unemployment opportunity and Utilization:
A six-stage program was started:

1. 1Identification of those who needed jobs. This was done
from the original survey plus referrals from large
firms of applicants they could not hire.

2. Motivation and hglg_through volunteer counsellors
one-to-one. Volunteers were recruited from the business
community, churches and colleges, and trained as
counsellors, each to work with one unemployed person
and his family, to give him confidence, guidance, to let
him know what agencies could help on his varied
problems, and to help him find and stay on the job.

This volunteer individual counselling is probably the
most unique feature of the Indianapolis effort.

3. The Job Fair. The business community ran a very
successful Job Fair, attended by more than 20,000
persons. A total of 107 employers 1isted more than
2,000 available jobs. A check two weeks later showed
about 560 people hired as a result of the fair. But
according to Mr. Johnson, it had far broader meaning
in "getting the word out that business wantsto hire
minorities." 1/

l/ See.Segtiop D, Pages 91, 93, 97, for more information on
Job Fairs in Chicago, Springfield, Mass., and other cities.
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4, Interviewing and Evaluating the Hard-Core Unemp loyed.
Twenty of the largest firms agreed that they would
interview 150 hard-core unemployed and submit written
reports indicating which talents could be developed,
etc. Mr. Johnson said that the State Employment
Service was not used for this task or for recruiting
because both the Negro and the businessman had lost
conf idence in its services in Indianapolis. But
extensive effort had to be exerted to get company
personnel to do this job properly. Mr. Johnson said:

"The name of the game in the personnel business
is to exclude people; instead we told them to look
for....employable talent."

The original idea was that many of the best jobs for these
interviewees would be found in smaller firms who were
losing employees to large companies with better pay and
fringe benefits, but who did not have sophisticated
personnel operations to evaluate employee potential. It
was believed that a good written evaluation from a top
company personnel officer would give them more confidence
in the employee than mere referral from the State
Employment Service or a social agency. The 20 firms who
donated interviewing-personnel had no obligation to hire
those interviewed. But in fact, 50 per cent of those
interviewed were hired by these cggganies. Some of these
employees had applied for jobs before and “probably
never got past the receptionist,' said Mr. Jshnson.

Some who did not do very well in interviews but showed
good potential were hired on a temporary three or four-
week basis, during which their work, attendance,

learning ability and other job characteristics were
evaluated. Again, the idea was that they could then be
referred to other companies. But this part of the
program was a nfailure" said Mr. Johnson. "Every company
that took on these temporary employees endedggggbi:igg
them!"

5. Job-Readiness Training. The Indianapolis project
did not engage in any direct job training; it was
felt that many other institutions were already doing
this. The volunteer counsellors did conduct
seminars for job-seekers, to try to give them
general job-readiness preparation: behavior,

attitude, appearance, etc.

e
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6. Placement. The placement effort tried to send applicants
only to companies where they would have a chance for a job
and a fair interview (otherwise "the word gets out” and no
one will apply), and to give employers applicants who came
close to meeting their specifications. often, job require-
ments were considered "unrealistic." "When we found some-
body who came close, we would call the employer and say that
we had searched the community and there is no one that exactly
fits your specification. This person hits five out of seven.
The company would usually look at him and give him a good
interview."

Follow-up. The counsellor stays with the worker at least two
months after he gets a job, checking with him and with his
employer or supervisor. This is a good selling point to the
prospective employer of a disadvantaged person. He knows he
will have someone to follow-up and help.

Results. The job project placed about 820 people in jobs over a
two-year period. On last check, 9C per cent were still on the jobe
A goal to recruit 1,200 volunteer-counsellors this year has not
yet been met. A total of 500 have been found in five months. "I'm
not sure we can keep up the pace," said Mr. Johnson. There are
also problems in working with volunteers. He estimates that some
2,700 disadvantaged unemployed in Indianapolis need help and that
the number is probably increasing. '"I am not sure we have dimin-
ished the load and we may just be holding the unemployment rate."

Cost. A total of $100,000 was spent by the Center for Independent
Action in a two-year period, mainly for salaries of four staff
members. Mr. Johnson pointed out that original costs are high,

and that such a high investment should not continue tc be necessary.

Business Commitment. When the Center for Independent Action said
that it could not continue to run the Indianapolis program perma-
nently, and suggested turning over part of it to the Urban League
or other groups, the Chamber of Commerce said that it wanted to
take charge of it as a permanent part of its program.

Other Employer Effort. Employers in Indianapolis are also involved
in a basic education program for hard-core unemployed, under con-
tract to the Board for Fundamental Education. 1/

1/ See.Part 1, List of Resources, and also Section D, Page 82,
Basic Education, For more information on Board for Fundamental
Education.

I
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EMPLOYER -COMMUNITY JOB PROGRAMS: LOS ANGELES

iIn five communities in the Los Angeles metropolitan area,

a professional training organization offers expertise to
help develop more effective total community job programs.
The Community Affairs Project of the American Society for
Training and Development (ASTD) brings together professional
industrial training experts to provide technical assistance
and staff aid in helping job programs train hard-core un-
employed to the specific requirements of industry and to
assure that jobs are committed before training begins.

The program, which could be adopted by other communities,

is supported by 200 major industries in the Los Angeles

area through top management associated with the Los Angeles
Chamber of Commerce Management Council and its Merit Employ-
ment Committee. Through ASTD, it also has unique access to
personnel and training officials in these companies.

Reported by Dr. Carl B. Kludt, Director
Community Affairs Program
American Society for Training & Development

Background. Following the 1965 Watts riot, numerous job programs
were hastily organized in Los Angeles. These included government
programs, a substantial effort by business and industry 1/, an
effort by ghetto residents to organize and run a project based
upon the successful Philadelphia Oopportunities Industrialization
Center, and others.

As in other cities, these programs encounteced many difficulties.
Some persons who were trained were not able to get jobs. Many who
needed training did not come into the programs because they had
been discouraged by their experiences.

Professionals in industrial training and development whogere members
of the American Society for Training and Development felt they should
contribute their specialized skills to help make job programs more
effective. Dr. Kludt, who was manager of personnel development at
Hughes Aerospace Group, and a few other ASTD members had already

run successful pilot programs in their own companies, taking hard-
core unemployed and training them to be successful workers at

various skill levels.

1/ See Page 49, Los Angeles, for more information on the Los Angeles
Management Council.




Bridge between business and the ghetto. Supported by the Los Angeles
Management Council, ASTD developed a program in the Watts area.
Later it was expanded to four other Los Angeles communities.

one office was located in Watts and another was placed in the

Los Angeles Chamber of Commerce headquarters. An integrated staff
was obtained, consisting of three top personnel men loaned by
industries and two Negroes who had broad community experience in
social work and training programs.

In the Los Angeles project, ASID provides professional help to:
- Organize new community or industry programs;
- Fit training programs to specific job requirements;
- Work up proposals for Federal or other funding; and

- Pull together all groups in the community that are
needed to support an effective "Preparation for
Employment Project.”

Funding. ASTD started the project as voluntary effort. Then the
program obtained a one-year grant from the Ford Foundation.
Currently it is being funded by the U. S. Office of Economic
opportunity.

Help for other cities. The ASTD has authorized the Los Angeles
staff to help other ASID chapters start similar programs in other
cities. Projects are now under way in Northern California,
Phoenix, Arizona, and Boston, Massachusetts. Dr. Kludt said he
was willing to help provide technical assistance and the benefits
of what has been learned in the Los Angeles project to other
communities upon request.

Model community job program. Dr. Kludt feels that many job
programs fall short on these two major essential elements:

- Involvement of all major elements in the community.
Programs that are run by employers alone, or by the
"disadvantaged" alone, cannot effectively put man
and job together.

- Pre-job preparation. It is essential for most of
today's hard-core unemployed before they can be
trained for or placed on a job.
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Find jobs first. Dr. Kiudt said a community job program must

start with an effective employer association such as the Chamber

of Commerce, or as in Los Angeles, a special Management Council
sponsored by the Chamber. Once this type of sponsorship is
obtained, industries should be canvassed for jobs. In the

Los Angeles are:, ASTD members surveyed their own companies and
turned up 40,000 entry level jobs that were open. Because the ASTD
members were responsible for personnel development, it was possible
to get a projection of entry level job openings that would be
available up to a year ahead. The companies reported their needs to
the job training programs that were preparing the unemployed for jobs.
Dr. Kludt noted:

"This is the reverse of what you find in the average
educational system. We are starting with the job.

Then we do the training and educating. When we have

a class of 28 electronics assemblers coming out, we

know where they are going. They were committed when
they started their training. The training they got

came from the employer and it meets his requirements."l/

Reaching the disadvantaged. Dr. Kludt said this may be the most
difficult, yet most essential part of the program. It is
important to f£ind the right people, truly representative community
leaders, and convince them that this program, unlike others they
may have known, will end in jobs.

It took almost six months to get the project f£illed with program
participants in Watts. In Venice it took almost four months to
reach and convince Negro, white and Puerto Rican poor.

Dr. Kludt said:

"In Orange County, the LULAC (League of United Latin
American Citizens) who were working with us to get a
job program going had rocks thrown at them in their
own community. Some were fed up with people saying
they were going to do something for them, and then
not havins, anything happen.”

In Venice, ASTD gave funds to minority group organizations--
LULAC, Partners for Progress (a Negro activist group)--to make a

1/ See Section C, Page 72, Newark, for a discussion of this
approach by a business-community organization.
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survey of their own people to find out if they would participate in
a job program. ASID gave technical assistance in developing the
survey and recording its findings, but the community people did the
interviewing. '"And they did get a majority of the community who
wanted to go to work, who wanted this opportunity,” said Dr. Kludt.

"Community in Miniature." The steering committee of the job
program should represent all major elements of the community.
However, Dr. Kludt said that he tries to keep membership below 12

for efficiency.

For example, in a new program in Orange County (which

the Equal Opportunity BEmployers' Association, representing
the 30 largest employers in the county requested ASID

help to organize) these groups are represented on the
steering committee:

Employers. They have the jobs. A representative
of the employers' association serves on the committee.

Professionals. A leading local lawyer provides legal
help in incorporation and presentation of funding
proposals. A banker (manager of the local Bank of
America) helps organize fund-raising in the community.

Community tax-supported agencies. The manager of the
Tocal employment service and the head of the adult
education program were on the steering committee.
Other agencies that could be included: The school
system, probation department, welfare and health
departments, mayor or city manager's office, human
relations commission, etc.

Genuine representatives of minority groups. LULAC
and Partners for Progress represent Mexican-American
and Negro communities in Orange County.

ASTD member. He can provide technical assistance.

Incorporate, then develop job_program proposal. One of the
surprising things they've discovered, Dr. Kludt said, is that ''the
more the steering committee works, the less things they need to ask
the Feds for. There are more resources in the community than they
knew were."

First assess all available resources and solicit all facilities,
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funds, personnel, equipment, etc., that can be obtained. Business
and industry will commit men, equipment and materials. Local
government agencies and existing programs will provide buildings
and many services. Then, Dr. Kludt advises:

"When you know what is left that you have to have,
write a proposal and try to get funding, either
private, Federal or state."”

By getting full participation of the local community and the
commitment of local resources, you will meet most of the basic
requirements for getting either public money or foundation grants.
The lawyer and the ASTD member have the technical skills and
backgrounds to write the right kind of proposal for the type of
grant that is needed.

The job program. Here are the basic parts of the program:

1. A "job bank" of committed jobs, with minimum requirements

built into the training program. As part of the initial effort to
get jobs committed, the staff has put in come hard work to find
out, or redefine, what minimum entry requirements are. For example:

"We asked the gas company what the requirements were for
their meter reader jobs. They said, "They have to know
mathematics.” "We said, "Wait a minute. Mathematics?
What do you mean?" "Well, you know. Arithmetic?"

"That is a little better. They do not need to know
algebra? How about multiplication and division?"

"They don't do any multiplication and division." "All
right. You are talking about addition and subtraction,
aren't you?" "Yes." 'Let them get multiplication and
division in night school later." In many cases,
companies are providing guidance and personnel for the
training programs to assure that people will be prepared
for their needs.

Preparation for Training. The most important step is missing from
many training programs. Most of those ready for on-the-job training
or vestibule training have already been involved in such programs.
The hard-job preparation; counselling, orientation to the world of
work...'things like how to get on the bus and pay the fare; how to
stretch your paychecks. We've had cases where the advice to buy

an alarm clock solved the problem of being late to work."

The ASTD program tries to provide a simulated work experience,
role-playing job situations before people get out to work.
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Dr. Kludt urges that the same kind of experience be set up for
supervisors who are going to work with these people to give them an
idea of some of the problems they may run into and how they can be
handled constructively.

Introduction to the job. Skill center training and in-plant training

is aided by ASTD members serving as liaison and advisors to existing
programs.

Follow-up. Each trainee placed on the job is followed up by program
staff members who see what problems trainees are having on the job,
work with them and with fellow ASTD members in the employer's
personnel department. If a trainee "doesn't make it on the job,
he goes back to the "Preparation for training" phase and is placed
in a training program for a different kind of job.

¢ e e e
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10S ANGELES, CALIFORNIA: AN EMPLOYER-COMMUNITY JOB PROGRAM

The Los Angeles Management Council for Merit Employment

Trainingﬁand Research

Although many major Los Angeles industries believed they

had active equal employment programs going before the 1965
Watts riot, the riot brought "a new dimension to affirmative
action."” Some companies had been stating, "We will hire
anyone who is qualified.” Others, particularly the aerospace
industries through Plans for Progress and a local Merit |
Employment Committee, had been broadening their recruitment |
sources, making their open employment policies known to
minority organizations, etc. After Watts, there was a much
greater sense of urgency throughout the business preparation
as well as equal employment. ) ?

Reported by Merl R. Felker ;
Corporate Director, Personnel Operations

Douglas Aircraft Company

Chairman, Los Angeles Merit Employment Committee

Dwight R. Zook _ :
Corporate Director, Personnel Services
North American Aviation

Organization of the Management Council. The Los Angeles Chamber _
of Commerce asked Chad McClellan, a top community leader and

former president of the Chamber and of the Merchants and Manu-
facturers Association to head up an intensified new effort of

business and industry.

Mr. McClellan's status in the community was extremely important
in bringing in the top industry support that was essential. Said
Mr. Zook:

"The typical attitude of the top business leader towards
NAACP was the group might te subversive or too far left
for them to have any contact with. Well, Mr. McClellan,
just by sending a letter, invited the 25 top business
leaders around the Los Angeles area to a meeting with
Roy Wilkins of the NAACP. Some of them may still have
some negative feelings, but at least we got a start on
some communication and exchange that would not have been
possible otherwise."

284-808 O - 68 - 4
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To start the new program, Mr, McClellan called two meetings of
the presidents and chairmen of the board of 100 top companies in
the area. His basic message:

"We're not asking you to hire unqualified people or lower
your standards. Just go out and hire in the ghetto areas,
give people a chance at jobs you have. If they're not
qualified, help motivate them and get them trained."”

Meetings with top executives were followed by meetings with top
personnel people and formation of working subcommittees.

The Merit Employment program. Under leadership of the Management
Council, a Merit Employment Committee and sub-committees have
undertaken a number of activities to get minorities motivated,
trained and placed in jobs. These include:

On-Site recruiting. This is a major new emphasis. Business and
industry are reaching out into the ghetto to recruit.

Employers are sending industrial interviewers to various
ghetto area agencies and to new ghetto skill-training
centers (see below) to recruit. There is great emphasis

on individual follow-through. When a person is hired,

the personnel man gives him information on how to get to

the job, and advice on any other problems. If he does

not show up, effort is made to find out why not, ''to make
certain it is no fault of ours that he has not gotten there."

The Merit Committee has sponsored tours of ghetto skill-
centers for hundreds of employers, so that they can see
what kind of training is being given, and hopefully, be
convinced to use these centers for recruitment.

The State Employment Service, after years of requests,
finally opened a center in South Central Los Angeles
(predominantly Negro). The Merit Employment Committee
urged and pushed until another center was opened in East
Los Angeles (predominantly Mexican-American). Employers
are now recruiting through these centers.

Training. The Merit Employment Committee is working actively
to help coordinate and improve training programs.
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Multi-occugational skill centers. Started with Federal MDTA funds,
four skill centers are now operating in the Los Angeles area. The
Merit Employment Committee supported location of two centers in
South Central Los Angeles ard another in East Los Angeles in the
heart of the ghetto areas.

These centers provide institutional pre-training for specific
occupations, identified from current reports of employer needs,
such as machine shop operators, structural assemblers, nurses'
aides. When trainees complete the center course they go into

OJT in a plant. Employers have cooperated closely with the center
to help set up curriculum, provide instructors, materials and
equipment, and communicate current job needs.

For example: Douglas Aircraft has trained more than 6,000
structural assemblers through OJT during the past year, after
an initial four weeks of nyestibule" training at the centers.
Douglas has loaned instructors, materials and equipment to
the skill centers, and helped set up training coursese

A total of 99% of skill center graduates have been placed in_jobs.
Mr. Felker beiieves this is due to the special effort invested by
industry. Individual follow-up of trainees is provided to see that
graduates are hired. If there has been a miscalculation, and a
particular job is not available, effort is made through the Manage-

ment Council to place the trainee elsewhere. Said Mr. Zook:

"We handle these problems on an individual basis because
even though the skill training programs aren't perfected
yet we think it is very important that we don't disappoint
these minority people and make certain that they do succeed
in getting a job."

Mr. Zook believes that while some large industries can afford
to give basic training in-plant, more businesses and industries
will be able to use the new ncoupled” training in which the
individual receives initial training in an institution such as
the skill center, and then moves into an OJT program in the
plant.

Otiier training. There are other training programs in Los Angeles,

such as the Opportunities Industrialization Center, (0IC) which
concentrates on pre-skill training. The business community has
worked with and given tangible support to many of them. The
Management Council raised thousands of dollars to provide equip-
ment for OIC.
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All these centers wanted companies to come to their sites to
recruit, but the Merit Council told them that employers will
go to one but not to 20 ghetto sites, and urged all training
programs to channel graduates through the State Employment
Service centerse.

Mr. Felker confirmed that there had been a great deal of
criticism of the Employment Service in the past by the minority
community, but said: "Our committee is working on that and

in several cases, people have come back to us and said, '"Look,
this place has changed. It isn't what we thought it was!" He
believes Employment Service centers are doing a good job today
"because we have done something about it."

Motivation. Career days have been organized in schools. Recently
a task force of 300 minority employees was organized to go to
schools in minority areas, into the individual classrooms often
where task.force members had attended. They talked with 6,000
boys and girls about job opportunities.

A vocational guidance institute has been sponsored in which
guidance counsellors and industry people come to a "live-in"
program, running for several days, for close exchange of
experience and getting to know each other's needs.

A total of 70,000 copies of a pamphlet, "You Too Can Be A Winnmer,"
have been printed, featuring pictures and quotes of Negroes,
Mexican-Americans and other minorities in good jobs at different
levels, emphasizing the value of n good education for job
opportunity.

Revision of hiring standards. There has been considerable effort
to encourage employers to review standards regarding high school
diplomas and police records. Mr. Zook said:

"We are experiencing some change. There are companies that
are beginning to look more carefully at their requirements.
We recommend that each person ought to be considered for the
job that he is to be assigned. We should consider how recent
is a police record, the age at which it occurred, the fre-
quency, the nature of the police record as it relates to the
job, whether it is a conviction or arrest. Certainly where

a person lives makes him much more susceptible to accumulating

a police record."

Transportation. Inability to get from the ghetto to the job has
been identified as a major problem in the widely dispersed
Los Angeles area. Some of the larger companies, individually

erears
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or together, are contracting for or subsidizing bus transportation
from the heart of the ghetto to their locations. Mr. Zook reported:

"When my company moved a large electronics facility from

an area where we had a very high rate of unezployment out f
to Anaheim, which was a considerable distance away from
where minorities lived, we began to experience a dropoff
in minority employment. So we set up a bus program and
as soon as we did that we were not only able to keep the
Negroes and other minorities out there with us but also
to encourage others to come and experience an increasing : %
trend of minority employment." i

Results of the program. It has been reported that 17,000 people
have been hired from the ghetto area since the Watts riots.

g Mr. Zook and Mr. Felker made it clear that this figure was not
wholly reliable. It does not indicate how many people would have
been hired without the special programs, whether these people were

t still employed or how many individuals were actually hired, since

the total number of hires might include one individual several

times.

T TR

Mr. Felker did cite one survey made recently for the Management
L Council by the University of Southern California.

In a sample of 100 Negroes hired through the State
Employment Service Center in the ghetto area, two-
thirds were still on the job where they were placed,
and almost all of these said this was better than
any job they had had in the past. Half of the remain-
ing one-third had left their original placement for a
better job. Most had received pay increases or promotionse.
About one-~third had moved since being employed and almost
all said their new homes were better. The survey also

- found that Negroes and employers agreed that lack of
education and training -- not discrimination -- were the
principal factors holding back Negro employment gains.

Mr. Zook was dubious about the validity of hiring statistics
to date. "The real story will be told in the next census when
we see whether we have improved the unemployment rate in the
ghetto area, whether we have reduced the welfare case load."

He believe real gains have been made, but that this may only
mean holding the unemployment rate in check, rather than
experiencing a rising rate.
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More important than the statistics, he feels, "is what we have
accomplished in promoting an interest, increasing the awareness
and raising the level of priority of the problem for business.”
However, he called for "much greater effort by both government
and business."” Mr. Zook concluded:

"With all this effort, are we really making any progress

or are we merely scratching the surface? I haven't seen

any report that would indicate that we are making any real,
bold, strong step toward in actually solving and reducing
unemployment. We are raising the average level of education.
But in the face of this, the economic gap is still just as
great. So even though the ghetto dweller is better educated,
he isn't catching up any faster."

-
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EMPLOYER-COMMUNITY JOB PROGRAMS: ROCHESTER JOBS, INC.

People in Rochester, N. Y., had always thought of it as an

exceptionally good community. They thought it was the last

place in the world you would expect a race riot. Yet

Rochester had a full-fledged riot in the summer of 1964

that "shook up the whole town."” The town had some deep prob-

. lems, including a lack of jobs for newly arrived Negroes and
Puerto Ricans, lacking skills. A total community approach

was needed to attack these problems, and Rochesters Jobs, Inc.,

was formed to take on this task.

Reported by Dr. Lloyd Peterson, Chairman
Interfaith Committee for
Rochester Jobs, Ince.

Russell C. McCarthy
Former Executive Director
Industrial Management Council

Background. Twenty years ago, non-whites totaled only .05 per cent
of the Rochester population. Today they account for 14 per cent,

a very swift rise. Most are displaced farm workers from the South,
with very poor education. In addition, about 10,000 Puerto Rican
families now live in the city; 15 years ago there were not more

than a half-dozen.

Rochester has a very low unemployment rate, averaging about 1.5 per
cent during the past year. But Negro unemployment is 14 per cent.
- A recent survey found about 10,000 unfilled jobs in the community
and 4,500 unemployed (another estimate: 8,000 jobs and 5,000 unem-
ployed). About 2,000 of the unemployed are Negroes. But most

Rochester jobs require high skills.

Church_groups took the lead. The Area Council of Churches was
deeply concerned. The Council felt there were basic reasons for
the riot, but that the problem had to be attacked in a new waye.
Quietly, almost without the community knowing it, the Council
raised $100,000 and invited Saul Alinsky to develop a community
organizatior in the ghetto area, knowing full well that the
Alinsky technique is to build an nabrasive" organization to ''shake
up" the community. The new community organization, called "FIGHI"
(Freedom-Integration-God-Humanity-Today) looked for an '"enemy.'
Because the city government and the police force were relatively
cooperative, they finally focused on the Eastman Kodak Company,
which employs 40,000 of the total manufacturing work force of

125,000.
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FIGHT demanded 600 jobs at Kodak. Tension in the community mounted
as demands were made and an initial agreement by a Kodak vice-
president to provide jobs was rejected by other officers of the
company. The church leaders who had helped create FIGHT were
deeply concerned about the rising tension, but felt they could do
nothing to mediate between Kodak and FIGHT. They decided they
could do something to attack the deeper problem of jobs in a total
community program.

Organization. The religious leaders asked Russell McCarthy, former
director of the Industrial Manageument Council of Rochester, to help
develop an approach to business and the total community. Mr. McCarthy
contacted 30 to 40 heads of major community industries, whom he

found "ready and willing to go." He also gained support from labor
leaders, the superintendent of schools, city and county managers,
social agencies, civil rights groups (including FIGHT), the Urban
League, NAACP and other groups representing all major elements of

the community.

After many months of meetings, struggling to hammer out basic princi-
ples, 50 representatives of community groups organized Rochester
Jobs, Inc., in the spring of 1967. Said Russell McCarthy: "'Johs’

is in the title because the FIGHT representative asked for it so

the people will know what the organization is."

Structure. Rochester Jobs is incorporated. The 50 community
leaders are the members of the corporation. They elected a board
of directors, which has ten representatives from business and indus-
try, seven representing the poor, and three clergy. The president
and vice-president are presidents respectively of a leading manu-
facturing company and the local telephone company. Other vice~-
presidents come from FIGHT and the religious community.

Purpose. The purpose of Rochester Jobs, Inc., spelled out in its
articles of incorporation, is "to mobilize the resources of the
Rochester area in order to develop a community-wide program that
will make possible the hiring by participating business and indus-
try of the unemployed and underemployed person with emphasis on
the hard-core unemployed...and provide motivation, counselling and
training that will assist individuals in securing employment and
remaining steadily on the job."

Major principles. The basic principle of the new organization is:
JOBS FIRST. It has set a tangible target of 1,500 jobs during the
next 18 months. (Spelling out a definite number of jobs for a
definite period is important to people who have been given general
promises for a long time.) Business and industry have committed
themselves to come up with these jobs. Russell McCarthy got 400
job orders in his first week interviewing employers. He expects
no difficulty in reaching and exceeding the 1,500 target.
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A second major principle: Motivation and counselling are essential
to get hard-core unemployed into jobs, and this counselling can be
done most effectively by people of their own group. Therefore,
members of FIGHT, the Urban League and other neighborhood groups
will be used to recruit and counsel the unemployed for jobs.

Budget and staff. "Rochester Jobs" has hired an executive direc-
tor, and plans a staff of about five people. These people will
work with existing programs and organizations in the communitye.
The staff will investigate what is being done and find out what
other specific jobs need to be done. There has been no such com-
munity approach before, and as a result there has been much over-
lapping of effort.

The business community is pledged to raise $300,000 to $400,000 for
an administrative budget for a two or three-year program. (A bank

. president is chairman of the fund-raising committee.) It is |
expected that contributions will be asked from employers based upon |
the number of employees. 1/ With this budget, government and
foundation funds will be sought for training and development
programs.

The business community is fully involved. Top business and indus-
try executives are now selling the Rochester Jobs Program to other
businessmen. The Chamber of Commerce is part of the organization.

it is expected that the membership will be enlarged from the original
50.

Other projects. Jobs and training are the immediate goal. But the
organization has already recognized that it must work on other re-
lated problems such as transporta:tion, housing, day care centers,
etc.

Some questions from conferees:

. Q. Once an Alinsky-type organization like FIGHT gets going and
arouses the community, can it stop agitating and work peacefully
with other groups?

) A. (by Dr. Peterson). If an adequate, fully representative com-
munity organization is formed, it can stay on top of the situation
and deal with problems. Sometimes, unfortunately, the militant
organization doesn't realize it has won its victory and goes on
fighting. But he is hopeful that FIGHT will work with Rochester
Jobs, Inc., constructively.

1./ See Section C, Page 63, Huntsville, for another business-
community program doing this.
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Q. Did the Urban League and local Human Relations Commission see
the Rochester Jobs, Inc., program as an infringement on their
efforts?

A. (by Mr. McCarthy). These groups were invited as funding members
of the corporation. He does not think they take this attitude.

He does not believe they will object because the new corporation

has overwhelming support from business, church groups and many

other elements of the community.
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ST. LOUIS, MISSOURI: WORK OPPORTUNITIES UNLIMITED (WOU)

A job program representing business and unions, minority
groups and social agencies, through which new jobs,
redefined jobs and the development of more jobs will
open wider the doors to the unemployed and underemployed
in St. Louis and St. lLouis County. In one year of
operation, 1,800 formerly unemployed persons have been
placed in jobs.

Reported by Brooks Bernhardt
Director of Personnel
Inorganic Chemicals Division
Monsanto Company

Structure and crganization. WOU has a 5l-man board, including

the presidents of the city's largest and medium sized corporations,
top union officials, representatives of Negro organizations,
community action councils, top personnel people and some consultantse.

There is an executive director and a 24-man staff.

WOU has five committees, each with a program responsibility plus a
responsibility to audit total performance in its area. They are:

1. job development;

2. labor-employer relations, to work out problems of
jobs and union contracts;

3., fiscal;
4, public relations; and
5. planning and development.

Job Program. The program neultivates" jobs by working with industry,
public and private agencies, to restructure existing jobs so that
more jobs are open to people with limited qualifications who can

progress through training and experience.

Job openings are placed in a "job bank" and matched with applicant
profiles received from neighborhood poverty centers. WOU staff
will refer and bring an applicant who has undergone testing for
qualifications and aptitudes to the employer, and will provide

continuing support, if needed, in the work situation.
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Training. WOU also acts as an agent of the Bureau of Apprentice=~
ship Training of the Labor Department in developing on-the=job
training projects under which the employer selects and trains the
worker and is reimbursed up to 26 weeks for an amount up to one-
third of the weekly pay rate.

Placement. In approximately one year, the program has opened

close to 5,000 jobs, and placed about 1,800 people in jobs.
Placements lag behind job openings because a very complex process

is involved in which cooperating agencies interview, appraise
potential ability, counsel, test, provide pre-vocational training,
placement service and on-the-job follow up. Many applicants require
considerable pre-training before they will be ready for jobs.

One measurable achievement is the revision of job entry requirements.

One measurabie ach cve e - =
Almost 100 per cent of the job openings in St. Louis used to
require high school education. A recent sample survey of 900 job
orders showed that 82 per cent of the jobs now require less than
a high school education; and 55 per cent were 8th grade or below.

e s L
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SECTION C

The Business-Community Organization
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HUNTSVILLE, ALABAMA: AN EMPLOYER'S JOB PROGRAM GROWS INTO A
TOTAL COMMUNITY ACTION PROGRAM

In the heart of the deep South, an employers' association

is successfully working in cooperation with a broad group

of private and public agencies, to train unskilled Negroes

for jobs; to radically improve pre-school, elementary, high
school, vocational and adult education; to help Negro workers

get equal housing opportunity; and to assist many other community
programs to help disadvantaged people become employable. The
direct payoff for industry: new short and long-term manpower
resources. The broader benefit: a better community for all.

The Huntsville story was reported by three officers of the
Association of Huntsville Area Companies (AHAC) :

Mr. Clinton Grace, Manager, Federal Systems Division,
1BM, President of AHAC

Mr. R. L. Klein, Manager, Management Services Project, RCA,
Director of Training, AHAC

Mr. L. Ce McMillan, Executive Director, AHAC

How the organization started. Undoubtedly, the fact that the large
aerospace corporations in Huntsville were major Federal contractors
contributed to the founding of the original Association of Huntsville
Area Contractors (AHAC) in 1963. Sixteen companies, most of them
also members of Plans for Progress, formed AHAC to carry out an
affirmative equal employment programe.

Mr. Grace emphasized that these companies joined forces voluntarily,
because they had discovered that in their separate efforts each had
some successes and some problems and they felt they could work
together more effectively. He also stressed that the sparkplug and
first president of the association was Mr. Milton Cummings, President
of Brown Engineering, a native-born and highly respected Huntsville
resident.

AHAC's member companies integrated their work forces and their
facilities - something that people said never could be done in
Alabama. But many Negroes employed were professionals recruited
from outside the state. (Twenty-five per cent of the engineers

at the RCA Management Services Project, for example, are non-white.)

e,
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cruitment was not only expensive, it was especially
e - white or Negro - to come to
Said

Outside re
difficult to get skilled peopl
Alabama, with "its negative race relations image."

Clinton Grace:

"I guess we made a lot of the same mistakes that many

other people make. We said, 'Well, we are not discrimina-
ting.' We convinced each other we were not and we did a

lot of self-examination and we were sure we weren't. We
were saying ‘Here is the job and here are the qualifications.

Do you qualify or don't you?' And they didn't."

offort was further spurred by a very
an acute manpower shortage. This basic
lunged AHAC into a full-scale

AHAC's expanded community
serious industrial need -
need for more trained workers P
community program in employment, training, education, housing,
comnunity services and community relations. In the process, the
organization's membership has grown to 40 companies, including
some who are not Federal contractors, and its name changed to

n"Agsociation of Huntsville Area ComBanies."

Basic Principles:

Top executives of member com anies run AHAC. From the start,
AHAC decided it was necessary to involve the top officials of

member companies. Said Mr. Grace:

"The only way we could begin to solve problems was if

the top officials participated, not if we assigned some

administrative staff person somewhere down in the organi-

zation. ...0fficers and members of the executive committee,
active members in (other) committees have consistently been
the top officers of member companies. I think this has

been a significant factor in the influence that the organi-

zation has been able to wiecld."

get action not only in

When these men make a decision they can
Said Mr. McMillian:

their own company but in the communitye.

"They are all members of Rotary Clubs, Chamber of Commerce,
Kiwanis and similar groups. They don't quit when they walk
out of an AHAC meeting. Wherever they go, they are part of
AHAC and this... makes it easier to get all community
organizations tied together in a meaningful program."
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Coordirator, catalyst and innovator. A secand major principle,

said Mr. Grace, was "not to jump in like a bull in a china shop
to organize teams and organizations to cope with problems."
AHAC's method has been to:
- investigate and identify pressing community problems;
- bring together organizations and programs working in each
wroblem area, assess what they are doing, and serve as a
coordinating catalytic agent to organize joint effort;

- vigorously support existing agency programs, and

- take on specific new projects where unmet needs are found.

Involvement of ail elements in the communitz is another essential

principle. Particular emphasis is placed on the participation of
minority group representatives in every program.

Employment and training. Here is how this process is working in

the priority area of employment and training:

- The basic problem was clear. Huntsville area residents --
18 per cent of them Negro -- were not qualified by education
or training for available jobs.

- Groups brought together by AHAC to work on this problem are:
the Chambers of Commerce, Hunt3ville Area Industrial Expansion
Committee, the school boards, State Employment Service,
vocational schools, adult education programs, Job Corps, Youth
Opportunity Centers, other relevant city, county and Federal
agencies, Rotary and Lions Clubs, the Labor Council, United
Givers Council and its member agencies, family counselling
services, day-care centers, and the three area colleges.

-~ There was an assessment of what these groups were doing. For
example, Mr. Grace frankly stated (echoing remarks at the
Conference from other areas):

"The State Employment Service was not too effective,
not because it did not want to be but because there
was a lot of misunderstanding. We have been able to
improve that situation considerably."

284-808 O - 68 -5
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- It was clear that new activity was needed to get totally
unskilled minority residents qualified for available jobs.
AHAC helped create and support new programs:

A Technical Assistance Council of minority employees with
significant positions in industry and government was organized
and went throughout the minority community to "bridge the gap,"
serving as living examples that opportunities existed. This
stirred up interest and motivation.

"They told people who could help them and the people they
said could help did help them, and the atmosphere it
created has been remarkable."

The Pulaski-Cavalry Rehabilitation and Study Center, originally
founded by a local Negro, was strongly supported and assisted by
AHAC to get substantial federal funds. Today it is recruiting,
testing, counselling, and giving fundamental pre-work training
under contracts with the Bureau of Apprenticeship Training of
the Labor Department.

The center hs the confidence of the Negro community. It helps
employers by doing preliminary screening and interviewing, giving
applicants information on the kinds of jobs and training available,
and referring those qualified for specific company or other train-
ing programs. Many helped by the center go to jobs in the general
business community, as well as to AHAC member companies. The
center has referred a large number of people to MDTA institutional
training classes,l/ conducted in the school adult educational
program. Since 1964, when AHAC started to work with the county
school system on this program, about 1,650 adults have been trained
and about 1,400 placed in jobs through these programs; 45 per cent
of them Negroes.

But many Negroes who came to the center could not qualify for this
training. They needed basic education, literacy training. AHAC
helped secure a two-year contract for a pilot on-the-job training
program through the Bureau of Apprenticeship Training (BAT) of the
Labor Department. The BAT pays the company (government contractors
refund this money to NASA and other government clients) to accept
these candidates, and give them on-the-job training after they got
basic education at the Pulaski-Cavalry Center.

1/ This program, conducted under the Manpower D-velopment and

Training Act, provides occupational training for unemployed.
Funds are provided by the U.S. Department of Labor.
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An example: The Pulaski-Cavalry Center screened, and
gave pre~-work orientation to 38 candidates and sent
them to the RCA Service Company. RCA accepted 20, and
has trained them as reproduction technicians, electronic
technicians, illustrator-trainees, and file clerks.
Their current pay ranges from $1.90 to $3.75 per hour.

Mr. Klein was asked about their performauce. His reply:

"These are some of the best employees we have.
I'm very enthused about their low absence rate
and their attention to their work. They have
a real motivation. They are proud of their
situation.”

In this pilot program, the center screened about 1,000 people,
and placed about 240 in OJT jobs. The others will feed into
MEND, an expanded program of basic education and pre-job train-
ing now being developed.

MEND, an expanded training program. AHAC is working on an
expanded program (Methods of Intellectual Development, or
"MEND") to train initially 1,000 workers -- and hopefully
several thousand more -~ from the surrounding three-county
area covering most of northern Alabama. The first program
is expected to take about 18 months.

An advisory council has been formed in each of three major
communities, representing all major community groups including
Negroes. An initial commitment of 200 OJT training slots has
been obtained from business and industry. 1/ The Pulaski-
Cavalry Center will screen 1,000 applicants, who then will be
referred to different programs according to their training,
abiiity and experience. It is expected that 200 might get
direct job referrals; 225 would go into MDTA institutional
training (AHAC already has worked with the state technical
school to develop appropriate courses); 150 would go into
straight OJT skill-training slots in industry; another 250
would go into the special OJT jobs plus supplementary basic
education. About 175 would not qualify for full-time, perma-
nent employment and would become part of a "community services
labor pool." Even these would not be "lost," Mr. Klein pointed
out. They could be picked up in the next training program.

1/ See chart at end of this section.
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Other community job opportunities. AHAC's efforts have op. :ed
job opportunities far beyond the member companies. About 85
per cent of those trained in the MDTA institutional adult
education courses have gone to work in non-member companies.
About half of the 24 private companies cooperating in the
pilot BAT training course are AHAC members. And there is
visible evidence "just walking through the downtown district
or any shopping center, of minority group members in positions
they heretofore had never been employed in."

Individual Company Programs: Basic Education. Along with the

joint community effort, AHAC member companies are also carrying
on individual company programse

An example: IBM started two special training programs
about 1 year ago - on a pilot basis - for mechanical
drafting and electrical and electronic technicians. About
100 people - primarily school dropouts aged 18-25 -

were interviewed and given tests. They did very badly

on those requiring vocabulary skills, but fairly well

on tests requiring manual skills. The company selected
16 for a six-month basic education training. Reported
Mr. Grace: '"Some of the youths came in with a chip on
their shoulder. 'This is going to be another hoax. I'm
just being led down the primrose path again.' It took
4-6 weeks before that wore off where they felt this thing
was for real. ‘'You know, they're really going to pay me
to go to school here and learn English and arithmetic.

I can't understand it, but it's terrific.'" IBM wound

up hiring 15 of the 16 (one was lost to the draft).

The end product, said Grace: "good, highly motivated
employees who can fit in throughout the organization in
skills they were trained for."

Adult Education. From the start, it was obvious that no
effective job-training effort could be mounted without involv-
ment of the entire educational system. AHAC's energetic work
with adult education programs has already been mentioned in
connection with employment and training activities.

Vocational Education was another 'must."” AHAC found (like
many other states) that Alabama's vocational schools were not
training students for available jobs.

Three years ago, the association started working closely with
local and state vocational education officials, helped develop
new curriculum, provide instructors and teaching materials, and
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identify present and future job needs, not only for Huntsville
schools but for the entire state vocational education program.

In Huntsville, formerly separate white and Negro schools offering
different courses have been eliminated.

Primary Education. As AHAC members worked on job training and
adult education, they realized that these were only remedial
programs; the primary and high schools were still turning out
students who did not have the basic education to qualify for
today's jobs. Working closely with the school system, AHAC

helped to get a $2.7 million Ford Foundation grant to fundamentally
reform pre-school, first, second, and third grade instruction.

AHAC wrote the proposal. Said Mr. Grace:

"We know how to do that as an industrial organization.
We put it into perspective. But the money goes directly
to the school system. "I guess you would call it a long-
term investment: In about 12 years we are expecting to
see some benefits."

"It's hard to get qualified people to come South. We
are growing our own," added Paul Klein.

Higher Education. Huntsville has %wo traditionally Negro
colleges. More recently, a branch of the University of
Alabama has been established. AHAC found that the Negro
colleges were not offering any courses to prepare for the
kinds of jobs now available. By involving all three
institutions in discussions of employment, training and
education needs, there is now developing a joint curriculum
and exchange of faculty members among these institutions,
so that students at the predominantly Negro schools can take
classes at the State University. At the same time, the
State University has more Negroes enrolled, although still
comperatively lowe.

Conferees questioned AHAC representatives about the reaction
of educators, who traditionally resent "non-educators" telling
them what to do. Said Mr. Grace:

"I was flabbergasted. Their reaction: 'Oh boy, industry
people are taking an interest in education. They are
going to tell us what they really need and are going to
help us.' Relationships with local school boards, with
city and county officials have been "excellent'. All
have appreciated AHAC's active concern and assistance."
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Housing. AHAC has worked with the local housing authority

and welfare agencies. It found that they, like the school

officials, appreciate the concern of business about housing
conditions and have acted on AHAC conditions.

AHAC has worked to get additional low-cost housing; to aid in
relocation problems; to rehabilitate substandard housing, and
on other programs to get more housing for minorities. It has
established a special committee to work on these problems,
composed of representatives from the home builders' association,
the board of realtors, Huntsville Housing Authority, mortgage
bankers, and Federal agencies in the area.

Finding housing for Negro professional employees in suitable
neighborhoods has been another problem. Mr. Grace reported:

"Some wanted to move into better homes in predominantly
white neighborhoods, and had difficulty. We got a lot

of lip service. No discrimination. 'They just don't

want to live here.' Some of these stories might have

held water except a few of our professional Negroes said,
'Hell, I want to live there except I can't buy a house.'
Right now we have 13 Negro families scattered in previously
all-white areas. There has not been any exodus or tran-
sition. I think this is another case of unfounded fears.”

Community resources development program. AHAC is now looking
beyond the immediate Huntsville area to the depressed communities
of nearby northern Alabama and southern Tennessee. It has just
obtained another foundation grant of $75,000 to try to develop
community activities similar to those of Huntsville in these
areas. The first step has been to form broad community advisory
councils, representing political, business, social, educational
and minority communities.

Structure, organization, staff and budget. AHAC's structure is
1llustrated on the following chart. The operating committee
(the central section of the chart) investigates problem areas
and brings together the community resources related to that area.

If a housing problem, for example, is brought to the AHAC Housing
Committee, its chairman assesses what information is available,
who is involved and who should be, then brings them together to
discuss program solutions. Inevitably it develops that several
of these people are working on similar activities without the
others knowing of it. If follow-up beyond coordination is needed,
the AHAC program chairman stays with it and helps develop the

pPro gran\o
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The Program Development Committees (at the left on the chart)

go into operation where a problem is found and no one is working
on it. Again, the AHAC Committee brings community people
together (always including the minority community) to decide

how to go about it.

Staff. AHAC has two professional and two clerical full-time
employees. The executive director is a Negro, an experienced

| professional with educational and social work background.

i There is a director of continuing programs, and two secretaries.

Budget. Member companies pay yearly assessments. There are

two classes of membership. Associate members participate but

do mot vote, and pay a flat $100 yearly membership. Full

members are of two types: ‘''Service" members whose employment

is primarily of a service nature (janitorial, security and

) maintenance) and "technical support" members, the high skill
industries. The "technical support" members assess themselves
at twice the rate of the service members. The budget is
divided into quarterly assessments, made on the basis of numbers
of employees of each companye. In the first year, the assess-
ment for full technical members was about 94¢ per employeej
with more member companies it has now dropped to about 72¢ per

employee.
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NEWARK, NEW JERSEY: THE BUSINESS INDUSTRIAL COORDINATING COUNCIL (BICC)

A working federation of business and industrial leaders,
civil rights and other civic groups has bridged the gap
of communication, placed more than 5,000 Negroes in jobs
and moved out from this initial concern to tackle the
more complex problems of education, training, and other
community needs. While BICC is making progress in
starting to meet Newark's problems, the need for action
was rudely revealed several weeks after this report was
made when Newark exploded in the first of several ghetto
uprisings across the country in Summer, 1967. But that
tragic event did not detract from the real accomplishments
of BICC, where militant civil rights leaders and business-
men have learned to work together on programs that can
help Newark move more quickly to a broader, more forceful
attack on serious problems of housing, education, and
health.

Reported by Kenneth Gibson
Co-Chairman
Business and Industrial Coordinating Council

Henry Boardman

Director of Community Relations

Western Electric Company, and

Chairman of the BICC Education & Training Committee

William C. Mercer
Coordinator
Business and Industrial Coordinating Council

How BICC started. BICC was born out of strife. In 1963, civil
rights groups, incensed about the failure to hire Negroes on a
high school construction project, threatened to picket downtown
stores. Local businessmen, some fearfully and unwillingly,
decided to meet with the civil rights groups and talk about the
problem,

"It was a painful experience," said Bill Mercer. '"People screamed
and hooted at each other." Added Henry Boardman, "At the outset
nobody trusted anybody. The civil rights community did not know
us, nor we them."
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But out of those first agonizing meetings, and four years of
subsequent learning to work together on tough problems, has grown
a cooperative group of men and women who have "bridged the gap”

of communication between minority slum dweller, business community

and the social agencies charged with responsibility for community
problems.

This did not come easily. It took six or seven months before the
group became a working organization. But it has resulted in what
Henry Boardman called "a massive change of attitude” in the
industries, businesses and financial institutions of the Newark
area.

"Jobs first." As in every other community, the first felt need
was "Jobs." BICC used the Urban league of Essex County as its
operating arm to match people and jobs. 'We still don't feel
that the State Employment Service can do this because of the
unwillingness of ghetto residents to utilize it," said Henry
Boardman. Business and industry placed job orders with the Urban
league; community groups, welfare and parole agencies and others
referred job applicants to the League, which, with added funds
from the business community, did preliminary screening and tried
to match up jobs and applicants. (Today, BICC is working with
the NAM toward a computerized matching operation.) Job orders
were publicized, but the company names were kept anonymouse

In four years this job program has placed about 5,000 applicants
in full-time jobs and another 1,200-1,400 in experimental job-
training programse

Next steps: (1) Changing job requirements, (2) Setting up education
and training programs. Employers' requests for skilled trained
Negroes soon exhausted the supply. BICC found that only about one
of four applicants was being placed.

"BICC had to look : two directions," said Boardman:

(1) "to challenge industry to change requirements and
testing proceaures, and

(2) "to look to the education and training of these
people (applicants).”

Substantial progress has been made on both fronts. Employers have
revised entry requirements and changed testing procedures to allow
potentially qualified people to get jobs. Employers also have made
significant efforts to upgrade people already in the work force to
create openings for less qualified minority applicartse.

!
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Mr. Boardman described one such effort at Western Eiectric
which produced some unexpected manpower benefits far beyond
the original purpose:

"Realizing, for example, that we had no Negro supervisors,
we wondered 'How come?' We began to reexamine the screen-
ing devices we had been using to ia_utify potential people
for management. Instead of leaving it to the traditional
devices that had much built-in lower level censure, we put
in a crash program and interviewed every Negro male in the
place. What we learned was fantastic. Negroes with
college degrees were working at menial jobs; many others
were under-employed and over-qualified for the jobs they
hel..."

"We developed a special training program, but then, having
learned much from taking a new look at our old procedures,
we thought, if it worked this way for Negroes, maybe it
works for whites too."

"We found we had many who perhaps didn't have the Ivy
League sticker on them, but they had a lot of background
and good performance, and they had been overlooked because
they didn't have a fancy credential. Out of that a special
training program was set up. Yes, Negroes have beeu pro-
moted. Twice as many whites have been promoted.™

Training. BICC has helped launch 13 new training programs; ten

of these are pre-vocational, conducted on industry sites, with
costs paid fully by industry. BICC leaves more traditional train-
ing to other, established programs like OJT; it is primarily
interested in short-term training, to get people into the work
force quickly. Mr. Boardman reported on such a sample training
program at Western Electric:

Western Electric already had an excellent toolmaker
apprentice program, but it was only operating on one shift.
"The simple question hit us - why don’'t we open that thing
for the second shift to the community?"

A new program was developed with company volunteers, for a 24-hour
course of basic shop math. The toolroom was operated two nights
a week, three hours a night, supervised by graduate toolmakers.

e
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"As we developed the curriculum we were told that it was
impossible. All educators said: 'You cannot teach a
Negro to read a micrometer. Everybody knows this.' 1It's
a damn good thing the toolmakers didn't know it. They
were able to do it in an hour."”

The first 24-hour shop math course was followed by 24 hours of
blueprint reading, 24 hours of actual application in laying out
to precise tolerances, and 50 hours of actual learning on lathing,
milling and grinding machines.

There was considerable skepticism about the course at first, said
Mr. Boardman, in the company and in the minority community. "In
the first classes 80 per cent were white. But as the Negro men
became piece parts inspectors as soon as they learned to read a
micrometer, the ratio turned. Now it is almost 80 per cent Negro."

Eighty men already have graduated from the course. All are employ-
ed at wages from $2.10 to $3.25 per hour. One young graduate is
now a supervisor setting up a machine shop for another company.

After the solo pioneer effort, Western Electric got Weston
Instrument Company and Westinghouse to help furnish instruciors.
This pioneer training course is producing candidates for many
other companies. Said Mr. Boardman:

"When these people finish this course they are ready for
entry into what we estimate to be 1,000 firms in the Newark
area, firms that had been leaving because of skill shortage."

Coste. The only cost was the furnishing of instructors. The
F materials used were junk. Evaluating the cost, Mr. Boardman re-
E lated a simple story:

"During the previous September and the three months that
y ensued, my company ran advertisements for machinists, tool-
§ makers, etc. to the tune of $10,000, and we got nothing.
The total cost for the training program came to no more
in one year than the ad."

Expanding training: Project SEED. BICC has helped get one of the
first of a special new national pre-vocational training projects
launched in Newark. SEED (Skill Escalation and Employment Develop-
ment) is a 15-month demonstration project in Newark, which has re-
ceived about $1.5 million dollars from four Federal and two state

* agencies, and private industry. The project is located in an old
loft building with excellent up-to-date industrial equipment.
Student trainees even punch a time clock.

I A
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Trainees start off with three weeks of basic education, but the
reading and arithmetic they are learning is directly related to
the world of work. "They learn words like 'radius’' and ‘diameter’
which they will be using in the shop." Shop courses are taught
by craftsmen on loan from industry. The program is now gradu-
ating ten to 12 men a week, and 80 per cent go into jobs im-
mediately.

Structure and organization. BICC has approximately 200 members,
150 from business and industry, approximately 40 from civil
rights and civic groups, (including Urban League, NAACP, CORE
and other militant groups), representatives of the major re-
ligious faiths, officials from local and state government, and
a few Federal agencies. Particularly important is the member-
ship of the State Employment Service and the State Vocational
Education Board. There is labor participation, but it is still
weak. Like other communities, BICC emphasizes the importance
of "going to the top" in representation from the bus.ness com-
munity. Mr. Boardman said:

"We give heavy reliance to going to the top, because
once the message comes down, it reaches the community
and the program gets that climate of believability
that needs to surround it, because if pcople believe
that opportunity exists they will come out and enter
into your training program."

Business-civil rights co-chairmen. BICC has two co-chairmen;
one representing business (currently the president of a lead-
ing bank) the other representing civil rights groups. This
co-chairmen structure is repeated in every operating committee.
These committees, and a brief indication of some of their con-
cerns, are:

Employment. The entire area of placement, opening
job opportunities.

Education and training. Private and government
training programs; improvement of education in the
school system.

For example: The education and training committee
went to top school administrators, principals, cur-
riculum directors, and exposed them directly to today's
requirements of the world of work. Said Mr. Boardman:
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"Can you imagine a company hiring four educators
for a whole summer, paying them at the same rate

of pay they would have received at school, to study
occupational trends of today and tomorrow so that
in the fall the school system has a chance to get
ready for tomorrow?"

Testing. Training specialists work with companies to
get better techniques to screen people "in'" instead
of "out."

Community affairs. Involvement with other job-related
problems: transportation, health, housing, legal aid,
etc.

Membership and consultation. Expanding business member-
ship, trying to get inactive firms to become more in-
volved; working to get more involvement and concern with
the Latin American community.

Finance. BICC started without a staff, then had a full-
time staff member loaned from the United Community Fund,
and now has a full-time staff of its own. The Chamber
of Commerce has given a grant to pay part of the staff
expense. Member companies make individual contributions.

Public relations. In addition to other activities, this
committee has just completed a printed pamphlet, a "Digest
of Opportunities" which lists all the different manpower
and training programs in the Newark area, who they serve,
who funds them, length of program and what is covered,

and who to contact. There are 38 programs listed.

Liaison with civil rights groups. This committee has
been getting better motivation and interest among the
hard-core unemployed to enter training programs.

284-808 O - 68 ~ 6
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BASIC EDUCATION: MIND

A company finds that 32 per cent of its employees
cannot qualify for changing jobs, and ends up
marketing a basic education course for other
companies.

Reported by Allen Vinson, Supervisor
Training and Development Programs
Corn Products Co.

Argo, Illinois

Corn Products Company got into the education business when it
discovered that 32 per cent of its 2,700 employees, many of them
good workers, were by today's standards, functionally illiterate

and unable to master the company's changing technology. Some of
these employees were hired 15, 20 or 25 years ago, when there was

no qualification for hiring except ability to handle the job.

Many had worked their way up to more difficult jobs that were

still manually related. Some were high school graduates who had
forgotten their basic education; others had never had much education.

The company asked supervisors to recommend good workers to be
considered for a program that would improve basic skills to the
point where they could compete for new jobs opening in the plant.

Working with MIND (Methods of Intellectual Development, a pilot
program originally sponsored by the National Association of
Manufacturers) , employees were tested to find their current levels
of reading, writing and arithmetic. Thirty-eight people in the
first project averaged a little above third grade level in reading
and writing, a hit above fourth grade in arithmetic. The MIND
project recommeia2d 160 hours of classroom work to bring these
workers up four grade levels in their basic skills. Classes were
held two hours a day, four days a week, after working hours on the
employees' own time. The company did not pay the employee for
attending. Due to work-scheduling difficulties, the average employee-
student in the first project did not get the full course that was
programmed. But an average increase of three and a half years in
mathematics, somewhat less in reading and writing, and the company
is very happy with the results. A second program is now under way
with 59 more employees.
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gtaff and budget. Mr. Vinson and two "monitors,' not trained
teachers but women with deep interest in individuals and
able to help them make progress, are the staff of the company

education program,.

He estimates the cost at atout $200 per trainee. Exp2nses
consist of the salaries of the three staff members, teaching
materials and some special furniture bought to make
comfortable classrooms.

Some interesting by-products:

The school system asks company help. The local school system
was so impressed by the results of the first basic education
program that Mr. Vinson was asked to try the same techniques
with a regular school class. A group of ninth graders were
bussed to the Corn Products plant for 35 minutes of
instruction daily, for a total of 23 hours. The average grade
increase was about 1.5 grades; one student jumped 2.6 grades.
Says Mr. Vinson:

"It can be done effectively with school systems., The
school is interested, but they do have to be shown the
way."

Corn Products Company goes into the basic education
business -~ for profit. Following Mr. Vinson's initial
work with NAM's "MIND,' Corn Products Company has now taken
on this project as a subsidiary activity, and is marketing
it to other companies as a commercial venture. 1/

The Campbell Soup Corporation in cooperation with the

union and the Chicago Board of Education also has developed
a basic education program for company employees. The

Board of Education supplies teachers and materials, but

the program is conducted on company premises. This

company has found that workers will participate in such
programs who will not go back to school.

1/ See Resources List, Part I
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BASIC EDUCATION: TRAINING EMPLOYEES FOR BETTER JOBS

As requirements for jobs call for more skill, many
companies are finding that employees who have been with
a firm for many years cannot be trained for jobs
involved in new processes because they simply don't
know how to read, write or do arithmetic well enough.
School drop-outs and graduates from poor schools present
the same problems. Basic education may be the answer,
and many companies find it works best when courses are
conducted right on company premises.

Reported by Dr. Cleo Blackburn, Director
Board for Fundamental Education

The Board for Fundamental Education designs special courses to
meet individual company needs. Wwith 1,000 hours of

instruction the program can take a person from zero grade level
through high-school equivalency. The course is usually
divided into units of 0 through 4; grade 4-8, and 8-12.

Example. The Diamond Alkali Company in Deer Park near
Houston, Texas, had a real shortage of "trainable"
people. The Board for Fundamental Education developed

a basic education program for employees in the unskilled
labor pool, whose average age was 42 and whose written
and arithmetic skills tested at approximately third
grade level.

Classes were held three evenings per week, two hours per
session for 20 weeks. Employees attended or their own time
after working hours. Their attendance was purely voluntary.
Originally, nearly all of the workers in the unskilled labor
pool wanted to enroll, and the company had to select 20 for
the pilot program. After 15 weeks - approximately 150
classroom hours - 8 of the men passed a test qualifying them
for promotion to beginning jobs in the progression ranks.
Ultimately, almost all of the men passed the tests and are now
in the skill training program. The company is now running
classes for the remaining men in the unskilled labor pool.

The students were given the usual two employment tests required
for promotion into entry jobs in tae progression rank. One
important change was made in the usual procedure; if an
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employee passed one of the two tests, he was considered
eligible for entry into the skill training ranks, while he
continued his education. The immediate success of passing
one test gave greater incentive than if the employee had to
pass both. Eventually, all passed both tests.

The Board for Fundamental Education, a non-prof it organization,
has conducted in-plant basic educatior courses for about

80,000 people. Dr. Blackburn says firmly: "The place to train
people is in the world of work." He finds:

"Motivation is almost as important as actual training for
an individual who has failed at everything he has touched.
The company can create a learning situation in which

the trainee-student feels an identity with the company
and its growth. The individual will participate in a
company program, whereas he would not return to the
inconvenience of the public school. Having the program
in-plant, he might, even though it's not guaranteed,

find himself in a better job paying more money. "

e —————————— "
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EDUCATION AND JOB TRAINING FOR WELFARE CLIENTS

While welfare rolls elsewhere are rising, Illinois is the
only one of the 13 largest industrial states to reduce its
caseload in the past four years. This was accomplished when
the State Department of Public Aid asked for and got substan-
tially increased funds for better individual services, edu-
cation and training to prepare clients for jobs. Cook County
(Chicago) has reported estimated savings of $1,200,000 in
relief payments to former welfare clients now in training
programs or placed in jobs. The Il1linois Chamber of Commerce
actively supported increased funds for the department's new
programs, and business has cooperated actively in training
programs for welfare clients.

Reported by Henry L. McCarthy, Chie€
Division of Community Services
Illinois Department of Public Aid

William Robinson, Director
Cook County Department of Public Aid

Rising relief rolls. In most large cities in the U. S. today, six
to eight per cent of the population is on relief, and the percent-
age is rising. Los Angeles had a 50 per cent increase in the past
four years.

During this same four-year period, welfare rolls of the Illinois
Department of Public Aid were cut from 462,000 to 400,000 -- the
only major industrial state to reduce its caseload.

How was this accomplished?

In 1963 the legislature provided a larger administrative budget for
the Department of Public Aid. This made possible smaller caseloads,
and more individual service to help clients help themselves.

A total of $5,000,000 was provided for adult education and training
over a two-year period. In 1965, the Illinois Chamber of Commerce
supported the Department's request for $8,000,000 to extend this
program for another two years. The money has been used for:

- Basic literacy training, to get people to a level where they
could profit from vocational training.

- General educational development, leading to a high school
equivalency certificate.
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- Vocational training. This program got the major share of
funds. Many training programs are conducted in cooperation
with local business and industry. These provide an important

incentive; trainees know there is a job waiting when training
is completed.

Several thousand former stockyard workers with limited skills were
trained as cab drivers in cooperation with the Yellow Cab Company.
They had to learn to read, write, do simple math and fill out job

sheets.

Several hundred were trained as 'driveway salesmen”" in cooperation
with the Shell 0il Company. Another program with Sun 0il Company
offers some trainees the chance to become franchised station owners.

Other welfare recipients have been trained for wood finishing,
hotel and restaurant work, clerical and department store jobs, key
punch operators, nurses aides and practical nu. ies. The National
Cash Register Company helped design a course and contributed equip-
ment to train women for a variety of office jobs.

An industrial training center in Cook County trains public assis-
tance recipients for assembling, packaging and meachine operations,
under factory conditions. Trainees perform work subcontracted
out by local industries. About 100 persons a month are placed in
jobs for which they have been trained at this center.

Pre-job help. Many welfare clients need considerable pre-job prepa-
ration and high support during their training and early job experi-
ence. In Cook County the Welfare Rehabilitation Service provides,
at one location, counselling, screening, psychological and medical
services, pre-job "conditioning”" (see below), testing, job training
and placement. This one-stop service is important to people who
have been discouraged by referrals to many different offices with
countless delays and frustrations.

Pre-job "conditioning" is essential to prepare people to enter the
labor market, said Mr. Robinson. People are taught grooming, how
to dress, the kind of resistance and problems they may encounter
when they start to work, and generally helped '"to move from depend-
ence to independence,' said Mr. Robinson. -

"Disadvantaged people from public assistance rolls can be
trained to become good employees. They need a kind of status
building emotionally and psychologically to move into the
regular channels of industry."”
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Field rebresentatives of the Cook County -~ublic Aid Department

regularly visit local business and industry to solicit jobs for
qualified clients. In 1966, 11,000 clients were place directly
on jobs. .

Dollar savings. Cook County training programs have graduated about
2,800 welfare clients into jobs. The average monthly welfare pay-
ment is $265. Multiplied by 2,800, this is a saving of $742,000
yearly. Multiplied by the many years these people would otherwise
remain on relier, the figure runs high intc the millions.

Mr. McCartby believes that the training programs have now taken
most employable people off Il1linois' welfare rolls. Centrary to
popular belief that the welfare recipient is an able-bodied man
who is loafing instead of working, he gave this breakdown of the
current 400,000 case-load:

60,000 over 70 years -- unemployable.

30,000 permanently and totally disabled -- unemployable.

2,500 blind -- unemployable (many others have received

vocational training).
210,000 children under 18 (average as2 10) -- unemployable

for some years. °

50,000 ADC mothers taking care of these children.

50,000-60,000 on general assistance, including discharges
from mental hospitals and prisons, alcoholics, psychologi-
cal misfits, all people very hard to place.

He sees the 50,000 ADC mothers as potential employees. The Depart-
ment of Public Aid is encouraging them to become working mothers
and trying to set up training for them, but there is a serious
child-care problem. During World War II industries established
in-plant day-care centers, mainly at their own expense. The
Department of Public Aid thinks this would be the best solution for
mothers to become reliable employees and to give children organized
care, good food and better environment. The department could
cooperate, set up standards, and possible be able to contribute
some funds through Federal grants for research. 1/

Cook County now has two new multiple service centers for education
and vocational training where some 300 people -- mainly ADC mothers
with young children -- are getting employment counselling and voca-
tional training, with child-care for pre-school children provided
in the same building.

1/ see Section A, Page 20, Company Programs, for a report of KLH
Corporation, Cambridge, Mass., which recently started a day-care
center with Federal aid.
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EDUCATION: HELPING VOCATIONAL SCHOOLS MEET BUSINESS & INDUSTRY NEEDS

Three years ago Pittsburgh surveyed its vocational education
program. The survey showed that less than 6 per cent of

the total student body was attending five vocational
schools, and that less than 1 per cent of these students
were Negroes. Now the city has totally reorganized its
vocational program, with businessmen serving on key

advisory committees and subcommittees.

Reported by Dr. Jerry C. Olson, Director
Occupational, Vocational & Technical Education
Pittsburgh Public Schosois

Pittsburgh, Pa.

First step. Pittsburgh combined its vocational schools where
possible with adjacent academic high schools. To get 16
comprehensive high schools, existing facilities were remodelled
and re-equipped, and curriculum was radically revamped. All
students in these schools now have an opportunity to get a far
broader range of courses related to current business and industry
needs.

The tenth and eleventh grades in these schools are used to
diagnose and evaluate the aptitudes of students, and to advise
them on specific courses to prepare them for employment during
the last two years of high school.

Coursellors advise on both academic and vocational training
needs. Special in-service training was needed to prepare
existing counsellors for this expanded role.

For example: Formerly in vocational education, a teacher would
say "Give me the boy for half a day and I will teach him
what he needs to go out and get a job in a machine shop (or
become a plumber or bricklayer).'" Today, there are thousands
of new job fields opening up and a more comprehensive kind

of counseliing is needed. "In the health field, for

example, of every 100 jobs only 11 are physicians; the rest
are nursing aids, laboratory technicians, and a whole range
of jobs that need certain kinds of preparation and require
different kinds of personal aptitudes," said Dr. Olson.

The counsellor should be able to advise the student which
field he seems most suited for, and what training to take.
Dr. Olson believes.
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The Pittsburgh school system has reorganized its vocational
curriculum with the aid of advisory committees including
business and industry representatives. An overall advisory
committee provides program guidance in view of total needs of
the city, and subcommittees advise in special fields.

About 80 craft committees are represented by 600 industrial,
civic, and other leaders who give specific program guidance
and direction.

The school system is concerned about giving students a more
comprehensive total education because it is impossible to
know today what specific job requirements will be in a few
years.

In the work-gggerience programs (so-called DE, or Distributive
Education) the school system has--for the first time--gotten
a sizeable number of Negro students to participate because

it is giving related training ia school before students go
out on jobs. For example, sales and merchandising training

is given before students go to jobs in stores. There are

now almost 200 Negroes (and 350 whites) in work-study
situations, where previously there were practically no
Negroes.

¥
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HOUSING

Caterpillar Tractor Company, largest single employer in the
State of Illinois, has actively supported local and state
fair housing legislation, and worked to involve other busi-
ness and industry leaders in programs for fair housing, and
elimination of slum housing.

Reported by Edward W. Siebert
Civic Affaivs Manager
Caterpillar Tractor Company
Peoria, Illinois

No Negroes lived near plant. The Caterpillar Tractor Company
employs about 600 Negroes in plants in several scattered Illinois
communities. A study of Negro employees showed that although they
worked at all the plants, all Negroes lived in Peoria's 'Southside"
or nearby areas. Negroes were employed at levels from factory
workers up to supervisors and engineers, and earned from $6,000 to
well above $10,000; their average length of service was 12 years.

The company concluded that these employees were qualified to buy
homes in the $15,000-$20,000 range. It was concerned that no
Negroes lived near their job location. A similar study of white
employees would show scatteration, but a predominant number living
reasonably close to their jobs.

Convinced that housing opportunity was relevant to the well-being
of its employees and its community, the Caterpillar Company has
actively worked to build community support since 1963.

Top company officials (including the president) have testi-
fied for and supported local and state fair housing legisla-
tion. The city of Peoria's fair housing law was recently
strengthened. The company is working with other civic groups
and a few business firms (Inland Steel is the most prominent)
for state legislation.

Company officials speak to business groups, service clubs,
and other civic organizations urging support of fair housing.
Peoria employers have joined in signing a full-page ad en=-
dorsing fair housing legislation.

When Caterpillar employees are transferred or leave town,
they appoint the company as agent to dispose of their homes.
The company lists houses through licensed brokers with the
stipulation that they be shown to all without discrimination.
Some of these homes have been sold to minority buyers.
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Mr. Siebert urged other employers to '"seriously consider taking
positive steps toward fair housing legislation and renewal of

housing facilities." He added:

"We feel that the Negro, like anyone else, is a product of
his environment, his home, his neighborhood, his education,
his job and his parents. It is really a vicious circle
that has to be attacked on all sides; education, employment
and housing. As we move to the suburbs and surrounding
communities, housing must be found where jobs are. This
sounds pretty risky, pretty daring, but I invite you to
consider the risks of not doing it."

He offered these steps for concerned employers:
1. Find out where your employees live.

2. Get facts on slum housing, discriminatory practices in
your community. Develop a factual presentation for other
employers. Organize a bus trip through slum areas to help
build support. "It's amazing how little people know about
their community."

3. Go on record supporting prudent and constructive fair
housing legislation.

4. Investigate possibilities of working with other business-
men and local government for solutions to slum housing.
(The Smith-Kline-French Company in Philadelphia, the
Maremont Foundation in Chicago and others are now setting
up non-profit corporations to build or rehabilitate

housing.)

S. Exercise your power in the community where you can ir-
fluence housing opportunity. Caterpillar has done this
through its listing service. In other communities in-
volvement with zoning processes may be the key to build-
ing housing at prices that minority workers can afford.

First step. The Caterpillar Company does not believe that fair
housing laws will solve all the housing problems of minority
workers, but that they are an essential first step. Laws take
everyone "off the hook:" every builder, broker, and owner 1is
affected equally, so no one has to stick his neck out and take
the first step.

L
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JOB FAIR: CHICAGO HOLDS THEM IN GHETTOS

Chicago holds job fairs in ghetto neighborhoods, to reach
people who seldom get out of the ghetto. In April, 19567,
the third annual Career-o-rama Employment Opportunity Day,
sponsored by Chicago businessmen, was held on Chicago's
West Side. It was not directed primarily toward on-the-
spot hiring although some occurred. Its main purpose:

to convince high school students to stay in school, and
to convince drop-outs to return to school.

Reported by Glenn Samuel
Industrial Relations Manager
Zenith Radio Corporation

Objectives. The fair is part of a long-range, intensive
community relations effort in which many Chicago employers are
engaged. The objectives of this program, according to

Mr. Samuels

- to establish an ongoing relationship between business
and industry and the residents of the West Side community;

- to acquaint adults and young people with current or
future job opportunities and the pre-requisites for job
placements;

- to inspire, stimulate, motivate and raise aspirations of
community residents toward adequate educational
preparation to avail themselves of these opportunities;

- to demonstrate that the business and resident community
have some mutual goals and objectives which can
strengthen the local and total economy, and

- to develop a cooperative follow-up program which will
result in job placement for teen-agers and adults.

The Employment Opportunity Day was one of several programs
undertaken to reach these goals. Other activities included:

- establishing a speakers bureau to go out to the
communitys;

-
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- using new counselling concepts and communication devices
to reach young people (see Illinois Bell Telephone,
Western Electric, Pages 13-14);

- establishing occupational clubs;

- collaboration with other agencies to set up Career
Guidance Centers; and

- student visitation programs.

Organization of the fair. Employers worked with a network of
community agencies and neighborhood groups to plan the event,
publicize it, and promote attendance. The schools, neighbor-

hood houses, civil rights groups, social agencies, are deeply
involved.

Opening ceremonies. The Mayor and other.city officials
participated.

Orientation. Everyone coming into the event went through a
12 to 15 minute orientation with a film and a celebrity
emphasizing the need to stay in school to get a good job.

Tour of exhibits. Booths try to show jobs in action, give
examples of different kinds of opportunities.

Individual interviews. Each person at the fair fills out a

questionnaire, asking about current jobs held, what kind of
job he wants, what schooling, etc.

Post-event evaluation. kxhibitors, school personnel, and

residents filled out an evaluation and suggestion form after
the event. Those in charge hope the evaluation will show the
impact of the event on the young people. How many were
convinced to stay in school? How many were convinced to
return?
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THE JOB FAIR: A TOOL FOR COMMUNICATION, MOTIVATION, AND EMPLOYMENT

Reported by: Dr. Richard F. McMahon
Associate Director, Education Programs
Equal Employment Opportunity Commission

Mr. John J. Strittar
Industrial Relations Director
Chapman Div., The Crane Company

Mr. Glenn L. Samuel
Industrial Relations Manager
Zenith Radio Corporation

The Job. Fair, or Equal Employment Opportunity Fair, is one effort
being made in many communities to establish communication and to

bring together companies with current job openings and applicants
seeking work. It is not a substitute for other job programs, but
has proved to be one effective tool.

Here were some facts reported at the Confernce:

Job Fairs have brought employers good workers they
badly needed.

- Job Fairs have helped unemployed and underemployed
minorities get good jobs they did not know existed.

- The cost of recruiting a new employee at a Job Fair
is surprisingly low compared to other recruitment
efforts. It has averaged about $8.)0 per placement,
according to some companies.

- Job Fairs are being used to motivate and encourage
minority youth to stay in s.hool or return to school
to get needed training.

- Employers who have participated are generally enthusi-
astic and have often requested that the Fair be held
again; in some cases every year.

- Thirty-eight cities are planning or have scheduled
Job Fairs this year.

284-808 O -68 -7
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- Employers can profit from the experience of the wmore
successful Job Fairs, and avoid mistakes of others. 1/

Some cities -- among them Baltimore, Maryland; Oakland, Californiaj;
and Springfield, Massachusetts -- are now on their second or third
annual Job Fair; they have learned a great deal about how to make
them more effective.

Some helieve that the successful Job Fair should aim at on-the-spot
hiring, but this has only been possible where there has been a well
organized program of preliminary recruiting, screening and referral,
involving many community agencies.

The most important factors in successful Job Fairs have been:

- Involvement and participation of top officials of the
community's industries and businesses; sponsorship
by the Chamber of Commerce or other significant employer
group. -

- Formation of a broad-based working committee, including
the city administration and all relevant public agencies
(employment service, welfare, probation office . ' power
programs, etc.), private social agencies, ind - wuals and
organizations from minority residential areas.

The successful Job Fair is not a Trade Fair, with masses of people
waridering about viewing company exhibits. Procedures have varied

in different cities, but the common ingredients are some pre-screen-
ing of jcb applicants, and some method of referring them to listed
available job openings for which they seem qualified.

Dr. McMahon listed the following basic activities common to success-
ful Job Fairs:

- Employers provide a detailed listing of available jobs
with conditions and qualifications for employment, prior
to the Fair.

1/ The Equal Employment Opportunity Commission has available a kit,
"How to Organize a Job Fair" based on the experience of success-
ful Fairs, giving detailed suggestions on organization and
operation of a Fair. The U. S. Chamber of Commerce and "Plans
for Progress" are also encouraging the organization of Job Fairs
(See Resources List, Part I.)
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"There was more response from the people going to the
Fairs when they learned that the vice-presidents and
presidents were interviewing, rather than a personnel
staff member. Job seekers have had the unfortunate
experience of going to a personnel office to apply fer
a job, and being treated poorly. When the president
of the company was concerned, they felt better about

applying."

Other Resources: The State Employment Service can provide tech-
nicians to give "suitable" tests -- such as digital dexterity --
at Job Fairs. (However, cautions were raised throughout the Con-
ference about the validity of many standard tests in measuring
potential ability.)

The Bureau of Apprenticeship Training has indicated that it is pre-
pared to man a booth and fund on-the-job training on the spot for
applicants who qualify.

Other social and training agencies can provide information on train-
ing programs for those who do not qualify for jobs.

Some questions:

- How much of the hiring at the Job Fairs is just "job-changing"?
- Were unemployed actually hired?
- Were jobs filled at entry levels or above?

Some answers: At the Baltimore Job Fair, the Chesapeake & Potomac
Telephone Company hired a large number of men as installer helpers

and repairmen. They hired 80 Negro girls as service representatives--
a big departure from previous employment practices. More than half

of those hired had been unemployed.

In Indianapolis, more than 400 of 560 hired (in a check two weeks

after the Fair) had been unemployed. There was a considerable
amount of '"job-jumping", but this was judged beneficial to all.
People who were employed below their skill level got better jobs
and this opened entry jobs for other less-skilled applicants.
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- A massive publicity and recruitment campaign is mounted
to reach unemployed and underemployed people, bring them
into the state employment service, cooperating social
agencies or neighborhood certers for pre-registration
and needed counselling.

1 Publicity involves mass media, car cards, posters,
) flyers distributed to neighborhood groups, churches,
‘ and stores, sound trucks in ghetto neighborhoods, etc.

Pre-registration may involve filling out a registration
form on previous job history (if any) schooling, and
interests, and aptitude testing.

Counselling (if needed) may involve grooming, appear-
ance, or general orientation to work experience.

- Common procedures for pre-registration, interviewing, and |
matching job seekers with listed jobs have been developed |
by State Employment Services and other public and private

. agencies working on pre-registration. Some cities are

‘ using electronic data processing for this matching process.

- Pre-registered visitors to the Job Fair arrive with referral
slips to companies which have lisiec jobs for which they
appear qualified. '"Drop-ins" who have not pre-registered 4
(experience shows that about 40 per cent of attendees are in ]
this category) are screened as they enter the Fair, inter-
viewed, and given referrals to specific companies before
they go to the booth area.

- Participating companies send their most skillful top officials
to man Job Fair booths and interview applicants; lower echelon
employees often have not shown the needed understanding and i
ability to establish rapport with people who have had many
employment rebuffs, and whose verbal ability may not reveal .
their real potential. Interviewers need authority to make
job decisions on the spot, because delay and further re- 1
ferral often discourages people who have known days of ‘
fruitless interviews and tests. i

At the Indianapolis Job Fair, rated one of the most successful to
date (over 20,000 attended, more than 560 hired immediately) the
companies that sent their top men got the best results.
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JOB FAIR: 23 GOOD EMPLOYEES FROM TWO DAYS AT A FAIR

The Crane Company plant near Springfield, Mass., is a
machine shop and foundry competing for skilled labor
in an extremely tight labor market with many similar
firms. Profitting by what it learned the year before
at a job fair, it produced 23 good employees out of
55 referrals from the fair.

Reported by John J. Strittar

Industrial Relations Director
Crane Company

Indian Orchard, Massachusetts

Manning the fair. The company booth displayed pictures of
minority workers at varied kinds of jobs. A list of current
job openings was posted prominently in front of the booth.
Two top personnel people manned the booth. One was
Spanish-speaking (language problems had occurred during the
first job fair).

Applicants were referred to the booth through the State
Employment Service, which had conducted preliminary interviews.
Company interviewers talked with 55 people during the two-day
job fair. Unlike experience in some other cities, it did

not £ind it possible for two interviewers to complete a
full-job interview for this many people at the fair itself.
Therefore, applicants were given a map of directions to the
plant, and asked to come there the following Monday (the

fair was held on Priday and Saturday) and assured that the

entire employment process would be completed at that time.

Mr. Strittar said that they lost some people, but a heavy
percentage did show on Monday. Twenty-three of the 55
applicants are now working at Crane, several months after
the fair. There have been no special difficulties, no
higher absenteeism or other problems among minority
people hired at the fair than among other employees of
the same general age groups. The older, family men tend
to be steadier, the younger sometimes less reliable,

th there is no difference by race.
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JOB PLACEMENT : TECHNIQUES FOR REACHING "UNEMPLOYABLES"

An industrial psychologist is conducting an experiment that
seeks to match unemployed people and jobs more effectively

by computer. His method: identifying and categorizing posi-
tive qualities that are revealed in the total life experiences
of these people, and matching these against newly evaluated
and restated job requirements. Although still in the experi-
mental stage, findings so far hold real promise for placing
hard-core unemployed in jobs where they will be successful.

Reported by Dr. Samuel Cleff
Honeywell Corporation
Minneapolis, Minnesota

"Project Indianapolis." A total of 150 chronically unemploved

persons in the Indianapolis area were interviewed to try to identi-

fy the positive elements in their total life experience--education,

work and non-work. In general, these questions tried to find:
-What kinds of things have you done?

-What are you interested in?

-What kinds of things do you do better than other things?

Dr. Cleff worked closely with interviewersto assure that the ques-

E tions did not have moral implications and would be frankly answered.
] All kinds of activities were included. For example, a person who

E says he is good at shooting craps,playing pool or gambling is skill-
ful at activities involving probabilities. He could become a good
mathematician with proper education.

Dr. Cleff's basic theory is that a person is what he has done.
If patterns of experience can be identified in life activities,
| these can be related to job needs.

%

| "Interviews' of jobs. The next step was to interview 57 kinds of

: jobs. This was done by talking with the current job-holder or his

i supervisor. The approach was, "Tell us what you do from the first
thing Monday morning to the last thing Friday afternoon." Dr. Cleff
commented:
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"One of the biggest problems I see in matching people to
the job is not in the description of people, it is in the
description of jobs. I've heard a lot of talking about
selecting the right person for the job, but my industrial
experience tells me very little effort is expended by
industry in the adequate description of jobs."

Matching categories of jobs and people. Dr. Cleff then divided
activities of the jobs and the people into three main groups:

1. Activities having to do with people.
2. Activities having to do with ideas or symbols.
3. Activities having to do with things.

Under these three classifications he came up with 16 sub-categories
for people and 20 for jobs.

Some initial findings: By far the greatest number of job activities
fell into the third category, "things." Also, the greatest amount
(70 per cent) of activities of the unemployed had to do with "things."

But most job-testing today is directed toward identifying qualities
having to do with "ideas" or "symbols," Dr. Cleff pointed out.
These are the qualities needed for clerical, intellectual or crea-
tive work. Said Dr. Cleff:

"There are today almost no valid psychological tests to
predict competence in the categories of dealing with "things."

Oon the other hand, many unemployed indicated that they did things
well involving artistic and creative activity, and had looked for
this kind of job. But the job "interviews" showed almost no need
of such activity. Dr. Cleff believes this is a major weakness in
the present job system, because many people's talents are wasted.

The next step: Testing the theory. Having identified descrip-
tions of jobs and descriptions of what unemployed have done,

Dr. Cleff plans to use these descriptions with a sample of several
thousand people now working in several hundred kinds of jobs. He
expects to find a very high correlation between the descriptions
of these people and those of their jobs.
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He already has tested part of the theory in a project with
managers at the General Electric Company. This study found that
managers who had a high correlation between their description of
their jobs and descriptions of themselves were considered to be
very successful managers. By contrast, those who had a low corre-
lation between description of themselves and of their job were

considered to be less successful.

Dr. Cleff believes that this kind of measuring technique can place
people more fairly, with less prejudice, than by relying on the
intuition of a personnel worker or on existing testing methods.

From present research he hopes to provide a profile of a job and
a profile of an individual's background that will show aptitude
and specific indications for training the individual to fill a

particular job.

He feels this general approach will also help keep youngsters from
dropping out of school. "If kids are given an opportunity to train
in things at which they are good, they are much more likely to stay
in school.” What this demands is much better communication between
the industrial forces and the educational forces in the community,

a much better job of counselling and guidance in finding potential
aptitudes, and providing opportunity to train for a job using these

potentials, Dr. Cleff said.
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RECRUITMENT AND PLACEMENT: COMPANIES LEND STAFF TO EMPLOYMENT SERVICE

Many employers in the Boston area are now using and
helping to support Jobs Clearing House (JCH), a no-
fee "human relations personnel service" started four
years ago to help bridge the gap between business and
the minority community.

Reported by Thomas J. Brown
Assistant to the President
Polaroid Corporation
Boston, Massachusetts

How it started. Mr. Brown, a Negro in a high executive position

AW, Im et

with a major company, started Jobs Clearing House four years ago
to provide formal organization for expanding an informal project
he had been carrying on by himself. At first he had a difficult
time convincing local businesses and industries to use the
service. Today, however, JCH has more than 4,000 jobs listed
and has received support from nearly 100 companies. About 1,000
persons have been placed on jobs.

How it works. More than 300 industrial personnel officials,
ranging from vice presidents for personnel to personnel adminis-
trators, work as job interviewers at JCH offices four to six
hours weekly, usually at night. Ninety-three Boston area
companies contribute these officials to JCH on a rotating basis.
Mr. Brown sums up his experience:

"These men and women not only interview for the jobs
in our job register; they are also getting accustomed
to interviewing Negroes casually, in a relaxed way,
which is totally different from the way they interview
in their own companies. We have gotten solid support
from those people after they have gone back to their
company. They now know the problems we have on the
other end."

Unlike other successful "outreach" efforts, JCH offices were
deliberately located "downtown' rather than in a minority
residential area because Mr. Brown believes that minority people
must learn to come out of the ghetto and become part of the
total community. Also, the Boston area Negro population is
relatively small, and located in several scattered areas.
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However, the JCH office is on a main subway line which provides
quick access to both areas and employment sources.

JCH has helped bridge the communications gap between business and
the minority community. It advises employers how to communicate,
motivate and keep minority employees on the job. It counsels
minority job applicants on what will be expected of them on the
job, how to fill out applications, and helps them with personnel,
family, legal and other problems related to getting and holding

jobs.
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TRANSPORTATION

The Polyprint Packaging Company is one of 134 companies,
employing about 10,000 people, in an industrial park in
Long Island, about 25 miles from New York City. Jobs at
all levels have been going begging in these companies.
No public transportation existed; all employees came by
car or carpool. When a carpool driver was absent, his
riders were absent too. The company took the initiative
and with much hard work got new bus routes established,

linking high unemployment areas with the park.

Reported by Edward Sussman
Production Manager

Polyprint Packaging Corporation
Plainview, Long Island, N. Y.

New bus route. The Polyprint Company was convinced that
public transportation, particularly from areas of high
unemployment, was the answer to its employment problems.

Its initial contact with the bus company holding the franchise
for the area was discouraging; the company was not willing

to inaugurate new service for one company without proof of

a substantial number of passengers.

Polyprint called together all companies in the Park, and
found to its surprise an overwhelming response and interest
in the project, particularly among firms employing unskilled
and semi-skilled workers.

A working committee of personnel directors of five companies
conducted a survey to discover: (1) if present employees
would be interested in bus transportation, and (2) current
employer job needs. Then, in cooperation with the County
Board of Supervisors and the New York State Office of
Transportation, a request was made for a Federal grant for a
demonstration mass transportation program.

A gront of $2,200,000 has been obtained from the Department of
Housing and Urban Development (HUD) for a two-year project,
administered by the State Transportation Department. The
purpose of the grant is to test whether changes in public
transportation can improve employment opportunities of
unskilled and semi-skilled workers.
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By May, 1967 three new bus routes were set up and widely
publicized through mass media, job training centers, community
agencies, etc. A survey has been made of jobs available in
the park. A later evaluation will determine whether changes
in routes, schedule, fares or transfers may be needed.

To date, employers, the bus company and employees are
enthused about the bus transportation. Numbers of people
using the buses are increasing daily. The Polyprint Company
reports it has had more response to newspaper ads for
personnel than ever before.
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