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FOREWORD

The Subcommittee on Employment, Manpower, and Poverty has
been charged with the responsibility for reviewing programs in the
field of manpower training, particularly in connection with the pro-
posed Manpower Training Act of 1969.

One of the largest and most significant of these manpower programs,
and one on which only very limited information has been available,
is the program called job opportunities in the business sector (JOBS).

The JOBS program was established by President Johnson in 1968
by administrative decree, and has since been expanded very rapidly.
The present administration announced plans to more than double the
size of the program in the current fiscal year.

Nationwide interest has centered in this new program, which in-
volves some 25,000 private businesses, several hundred thousand job
trainees, and several hundred million dollars of public funds.

In an effort to provide information to assist in evaluating this pro-
gram, the submittee staff has conducted a study of the JOBS pro-
grain, including a mail survey of the largest corporations with JOBS
contracts. It is hoped that this study will be useful to the Congress in
its oversight responsibilities, and will also be of value to the various
governmental agencies, organizations and private business firms which
wave a great interest in the JOBS program.

The publication seeks to present the latest and best information
u\'uilublle from: the Department of Labor, the National Alliance of
Businessmen, the Manpower Report of the President, and frem the
participating corporations, in addition to the subcommittee stafi’s own
mdependent comments on the program.

Rarry W. YArsorougH,
Chairman, Labor and Public Welfare Commaltee,

(on
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LETTER OF TRANSMITTAL

Hon, RaLre YARBOROUGH,
Chairman, Commitiee on. Labor and Public Welfare.

Dear MRr. CHalRMAN: A major review of the various Federal
manpower training programs has been undertaken by the Congress
as well as the Department of Labor. These programs, initiated under
the Manpower Development and Training Act of 1962 and the
Tconomijc Opportunity Act of 1964 and its subsequent amendments,
have taken on major proportions. As of January 1970 the Labor
Department reported more than 426,000 persons enrolled in Federal
manpower work and training programs. Federal expenditures for
manpower programs have increased from $403 million in 1964 to $2.2
billion in 1969.

Since November 1969 the Senate Subcommittee on Employment,
Manpower, and Poverty has been holding public hearings on proposed
legislation, developed by the administration, to completely reorganize
the various existing manpower programs. Under this proposed legis-
lation, many of the existing national manpower programs would be
discontinued in favor of State programs developed by newly estab-
lished State comprehensive manpower agencies. In order to judge this
proposed legislation, it has become necessary to study the relative
success or failure of the various manpower programs.

Of all the various manpower programs, none has received a higher
commitment of financial resources and hopes for succcss than the
program known as JOBS—job opportunities in the business seetcr.

ecause of the special importance wceorded to this program and be-
cause it is relatively new, the subcommittee staff has undertaken a
greliminary study of the JOBS program to provide relevant facts and
gures to subcomnmittee members prior to public hearings on the pro-
am.
It should be emphasized that this study was limited in nature for
several reasons. First of all, the subcommittee worked within the
limitations of available staff, funds, and time rather than seek authority
to hire special consultants. Secondly, a much more comprehensive
raview of the JOBS program was already underway by the General
Accounting Offico which, however, is not expected to be available
until late in 1970.

A full evaluation of the JOBS program may not be possible until the
completion of the GAO audit, Mennwhile, howover, it is hoped thnt
the information gathered by the subcommittee stafl will be helplul to
subcommittee members who must make judgments in tlo near future
as to tho role which the JOBS progrum should play in the “compre-
hensive manpower policy” which the Munpower Training Act of
1909 (bill S. 2838) proposes to establish,

Gavrorp NELSON,
Chairinan, Subcommitice on Ilmployment,

Manpower, and Poverty.
Wi
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U.S. SENATE,
CommrrrEE oN LABOR AND PunLic WELFARE,

Washington, D.C., April 28, 1970.
Hon., GAYLORD NELSON,

Chairman, Subcommittee on Employment, Manpower, and Poverty, Labor
and Public Welfare Commattee, U.S. Senate, Washingtor, D.C.

Dear MR. CHAIRMAN: As ranking minority member of the Subcom-
mittee on Employment, Manpower, and Poverty, I wish to point out
that this document was prepared for the majority members of the
subcommittoe without the participation of or the consultation with
the minority members or their staffs. Neither the conclusions nor the
factual data upon which they are based were considered by the mem-
bers of the subcomnittee in executive session or otherwise.

In order to provide the members of the subcommittee with addi-
tional background, there follows on p. 142 a letter from Assistant
Secretary of Labor Arnold R. Weber. After preparation of the fore-

going majority report, Secretary Weber was requested to comment
upon its conclusions and factual data.
Sincerely,

Geonrge MURPHY.
AVID
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The JOBS Program

I. INTRODUCTION

How successful has the JOBS program been in fulfilling the high
hopes pleced in the program by two successive administrations?

What kind of o returnn is the Nation receiving on the substantial
investment it is making ia this program? How does that return
compare with the results of other manpower programs?

hat role should the JOBS program play in any future “compre-
hensive manpewer policy’’?

Those were the principal questions which the subcommittee staff
had in mind as it began its preliminary study of the JOBS program.

Certuinly there was no question that, for several reasons, those
most directly involved in mlministerin}g manpower programs had
o special degres of optimism about the JOBS program.

Hirst, this program offered hope of enlisting massive participation
by the private sector in the urgent preblem of finding jobs for the
hard core dispedvantaged. It was obvious that unless private business
and industry could absorb significant numbers of unemployed persons
who lacked job skills, basic aducation, and good work attitiudes, there
would be little hope of dealing with the explosive problem of wide-
spread unemployment within the deeply troubled areas of our major
cities. \

Secondly, the JOBS program offered something few other manpower
training programs could offer, in that every tranee entering the pro-
gram started out with o job. “Under JOBS, the job comes first,”
commented Richard C. Mottu, Pittsburgh metropolitan dircctor of
the National Alliance of Businessmen. “The NAB motto, ‘Hire,
train, retain,’ indicates that trainees must be hired first.”

By contrast, Mr, Mottu pointed out, other manpower programs
often train persons for jobs which never materialize. ‘“This results in
frustration to the trainec who may feel that he has experienced just
another false promise and may be inclined to fall back further into the
ranks of the c.]hronicully unenmployed.”

Poricy Is EXPLAINED

These basic features of the JOB3 program help explain the great
appeal it held for the present adminisiration when a major reorganiza~
tion of FFederal manpower programs was begun early in 1969.

Dr. Sar A, Levitan, director of the Center for Manpower Policy
Studies at George Washington University, summed up the new
administration’s manpower policies in & recent paper:

President Nixon has consistently supported the idea that
the private sector should take a more netive role in man-
power programs. The ideology of the “new federalism’ is
that centralized administration should be reduced and the

Q)
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role of the State-and local governments expanded, and that
these functions should be transferred as much as possible
from the public to the private sector. Translated into more
specific terms, the Republican precepts of the present ad-
ministration favor incentives for the business sector to hire
and train the disadvantaged. On-the-job braining is proferred
over institutional training, private over public employment
programs, and “workfare” over welfare.

The most striking changes during the first year of the
Nixon administration indicating program emphasis were the
drastic curtailment of the Job Corps and the expansion of
Job Opportunities in the Business Sector (JOBS).

When the administration announced in the spring of 1969 that it
planned to close 59 Job Corps training centers for the disad vantaged,
eliminating some 17,500 training opportunities, it emphasized that at
the same time it was more than doubling the JOBS program.

140 THousaNp JoBs FORESEEN

The Secretary of Labor testified before this subcommittee on June
5, 1969, that about $200 million had been appropriated for the JOBS
program in fiscal 1969 and that “we have asked Congress for $180
million from Economic Opportunity Act funds for fiscal 1970 which,
togother with $240 million of MDTA funds, would provide the
money necessary to finance 140,000 jobs—75,000 more than in fiscal
1969’ (p. 485, Senate hearings on Economic Opportunity Amend-
ments of 1969). : :

A table submitted by the Labor Department indicated that training
opportunities for fiscal 1970 under the JOBS program would total
140,000—80,000 financed under the Manpower Development and
Training Act and 60,000 under the Economic Opportunity Act.
These figures in the Labor Department table helped to produce a
total of 1,022,280 total training opportunities for fiscal 1970 as com-
pared with 909,040 for fiscal 1969.

This announcement found s popular response in the Congress,
where considerable concern had been expressed by members of both
parties about the possibility of a cutback in training opportunities for
the disadvantage£ '

Some of the comments made by various Senators on the floor of
tho Senate on May 13, 1969, as the Senate discussed changes in the
manpower programs were as follows:

We have heard a great deal about the $100 million budget
reduction in the Job Corps, but there are substantial increases
_in youth opportunities in the overall manpower program, of
which the Job.Corps is only & small part. For example, there
. is a $200 million mcrease in the private industry/Govern-
ment program for hard-core disadvantaged—Job Oppor-
tunities in the Business Sector (JOBS)—which increases
training slots for out-of-school youth in ti:ut program alone
from 28,800 in fiscal 1969 to 60,500 in fiscal 1970—an in-
crense, if my mathematics are any good, of about 31,700
{(p. S. 5132, ‘Congressiona! Record). ' B
... X we deduct $100 million from the Job Corps, how
can we give more special training? The answer is that we add

N —
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more then $200 million to the JOBS program. So we'are not:
dealing with the situation of putting the dollar above the
man, %Ve are dealing with a new administration which says,
“Give us a chance to show that we can do a better job, and
train more people to greater effect and at a lower cost ratic
for this number.” (p. S. 5157, Congressional Record).

While the Job Corps enrollment would be down from
70,000 this year to 47,000 next year, the number of out-ol-
school youth in the JOBS pro%mm, the program conducted
with private employers by the National Alliance of Business-
men, will rise from 28,800 to 60,500, This will come about,
incidentally, as the administration plans to put JOBS pro-
grams in 125 cities rather than the existing 50 cities (p. 8.
5162, Congressional Record).

Those comments illustrate the high hopes held for the JOBS program
less than 1 year ago. It was clear that many of those responsible for
manpower programs believed that the JOBS program offered hopes of
a significant breakthrough in job training for the disadvantaged, snffi-
cient to justify o massive commitiment of resources even at the expense
of cutbacks in other programs.

ResuLrs ARE CONSIDERED

What are the results, 1 year later?

The annual manpower report of the President, issued in April 1970
conceded that the JOBS premise “is not yet fully tested.” It stated
that the program has had startup problems, the most serious of which
has been high turnover. The manpower report took brief note of the
preblems which an economic slowdown could hold for the JOBS pro-
gram, But it concluded that JOBS cn the whole “is meeting its
objectives.”

“In fact,” the manpower report said, ‘close to 300,000 disad-
vantaged workers had been taken on by independent company efforts
through January 1970 while well over 80,000 had been hired under
JOBS contracts with the Department of Labor.”

Even more enthusiastic has been the National Alliance of Business-
men, which has issued regular press releases recounting a steady
upward spiral in JOBS pledges. '

“The Alliance reported o few days ago that its efforts thus far had
resulted in the hiring of 360,140 hard-core unemployed, most of them
Negroes in the inner cities,” the Superior (Wis.) Evening Telegram

- said in an editorial on March 18.

On February 27, 1970, the Washington Post quoted Donald M.
Kendall, president of Pepsi Co., Inc., and former chairman of the
NAB, as stating that NAB would “meet its goal of providing 338,000
jobs by June 30.” The goal for July 1, 1971, is 614,000 jobs.

INTERPRETING STATISTICS

A major difficulty in evalusting this program, which stirs such
enthusizgsm from both the administration and its directors within the
private business community, lies in the problem of interpreting the

" statistics which are used to illustrate its progress. S

The Secretary of Labor’s figure of $4206 million for JOBS in fiscal

1970 has not been realized. The administration has already revised its '
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estimated oxpenditure to $300 million, und it is donbtful that even this
much will be used, With the fiscal yenr less than 3 months from com-
pletion, the commitment of funds is well below this level. Since inuch
of the money committed is never actually spent (few firms hire and
retain as many trainees us thoy fund traming slots), nctual expendi-
tures should be even lower. (Soe Malcolm Lovell letter, p. 110, and
Secretary Shultz lettor, p. 114.)

As for the “140,000 jobs—75,000 more thun in fiseal 1969” which
the Scevetary of Labor cited in his testimony of June 5, this goul
has not been met. A Labor Department press release dated Mavch 20
(under the headline ‘“Jobs Hires Nearly Triple’’) reported that
“employment under contract programs renched a new high of 37,000,
an increase of 23,600 * * * over the Junuary 1969, fizure.”

The high turnover rate mentioned by thie manpower report of the
President is a real and serious problem. As of January 31, 1970, 414
MA-3 contracts—the first contract available under the JOBS pro-
gram—had been signed, and most of them were approaching
comipletion. Some 45,300 persons had been hired by this date, of whom
14,564 remained on the job, for a retention figure of 32.1 percent. Not
all of those terminated, of course, are neccssarily out of work. The
General Accounting Office; in an analysis ol 8,000 termination cards,
concluded that 8.9 percent of JOBS trainees leave for good rensons—to
take jobs at higher pay, to return to school, or enter the Armed Forces.
If this estimate were to hold true throughout the program, the reten-
tion rate under the MA-3 contracts might be considered as 41.0
percent.

In reading figures published by the National Alliance of Businessmen
it is important to note that they are often a total figure composed of
both tliose trainees hired under Government contract, and persons
reported as disadvantaged and hired by firms participating in the
J(SBS program without Government recompense. As will be shown,
the statistics for the voluntary part of the program are subject to
serious question, and in general are not verifinble. Thus goals such as
338,000 to be hired by June 30, 1970, or 614,000 to be hired by July 1,
1971, are total hires—neglecting terminations—under both the
voluntary and contract portions of the NAB program.

Errects or A CooriNng BcoNomy

The most serious question about the future of the JOBS program
is this: Issuch a program viable in a cooling economy?

The JOBS program was established during a period of extremely
low unemployment. It was proposed and established at a time when
the most persistent problem of unemployment concerning manpower
officials was to be found among the hard core disadvantaged. Thus
a massive, well-financed campaign to eradicate this last vestige of
persistent unemployment was both appealing and feasible.

But the very featwres which mucfe the JOBS program such a
hopeful weapon—*hire first, train and retain’’—as compared with
other manpower programs also make it particularly vulnerable to an
economic slowdown. Businessmen. simply. cannot be expected to
simultaneously hire the disadvantaged and lay off therr regular
workers. The letters which follow will show this graphically.. :

Not only are fewer workers now being hired under the JOBS pro-

gram, but many of those previously hired are being laid off. Governed:
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by the rule “last hired, fivst fired,” they are losing jobs which they
desperately want and at which they have been successful, Even were
the full target of NAB to be reached (338,000 hires by June) ne-
glecting torminations—the impact of the program on the total man«
yower situation must be considered aguinst the background of the
fact that unemployment in the United States as o whole has increased
by about 1 million since the program began,

Thus the committes may want to question whether tho JOBS
program can continuc as a mainstay of Federal manpower policy,
drawing a commitment of $375 million as proposed for }iscul 1971, at
a time when many firms in the private sector are laying off significant
numbers of their permanent work force including somo JOBS traitces.

In addition to fundamental questions such as these, the subcom-
mittee staff has tried to leok into the actual operation of the program
as now constituted, in order to deterinine whether its mode of opera-
tion was actually such as to meet the intent of Cougress in appro-
priating funds for its operation. Much of the report is, in fact, devoted
to presenting the results of this inquiry.

CoNcLUSIONS

Any attempt to reach conclusions on the JOBS program at thi
stage in its history must recognize that the principal achicvement of
the program may very well not be subject to precise evaluation.

That necomplishment is the enlistment of 25,000 private firms in
tho task of finding jobs for the most disadvantaged citizens of this
Notion, backed by Federal financing. As the Chicago Regional Man-
power Administrator, Lowis Nicolini, stated in an interview with a
staff member:

The best thing about the JOBS prograin is that it has
climinated all the excuses private industry had for not hiring
the disndvantaged. If you send them a disadvantaged appli-
cant, they might say, “He has insufficient education.” Well,
now JOBS will provide the education, If the employer says,
‘“‘He can’t sce well enough,” JOBS will provide cycglusses.
If the OInPoner says, “He doesn’t have transportation to
got to work,” JOBS will provide the transportation, at least
temporarily.

The committee doubtless will want to hear testimony on this truly
significant nccomplishinent, If the JOBS program has, in fact, pro-
duced a basic change in the hiring practices of American enterprise
and permanently opened doors to opportunity which have historically
been closed to the (llisndvuntnged, it will stand as o major achievemeont.

Shortcomings in the program, however, appear to be substantinl.
The report will deal with them at some length. In any list of short-
comings, the following would seem to be especially important:

1. The JOBS program’s vulnerability to recession must be kept
uppermost in mind in determining its place in the overall packago
of Federal manpower programs.

2. The basic fizures on hires, terminations, and retentions are diffi-
cult to verify. The wealness of this basic data, especially in the
voluntary portion of the prograin, makes any solid ovaluation of the
program—and any comparison with other manpower prograras—ox-
tremely difficult.
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3. 1418 noy easy to establish whether the on-the-job training, basie
eduention, medien) services, and othier benefits of the program have, in
fuet, been supplied, In some instances, it is elear that they have not
been provided, This nlso makes it difficult to evaluate the program,
For exnmyple, if wo do not know whether training and remedial services
wero provided, shall we attribute the results of the program to the
providing of these unique services, or merely to the fact that industry
was encnnmfgcd to provide jobs for the disadvantaged in exchange for a
wige subxic ?'Ii?

4. It is diffieult to establish whether beneficiaries of this program
were truly hard-core disndvantaged, ot whether the most qualified
trainces have been “creamed” from the upper layers of the target
group—intentionally or inadvertently,

5. Although the subcommittee’s study hns been too imited to make
overly brond generalizations, it is clenr that there have been instances
whero individual firms have taken ndvantage of JOBS contracts, Al-
though some abuses are inevituble in all large Public programs, it
appears that the JOBS program has encountored abuses for specific
reasons—the extremely brief review fiven to many proposed contracts,
the great desiro to produce results in a short time, and the pressure
from the private sponsors of the program to avoid serious monitoring
of the programs during their operation.

6. The value of the JOBS program for disndvantaged vouth s
questionable. Employers indicate very limited success in deafing with
trainees 21 and under. The suggestion during manpower discussions
of early 1869 that the JOBS program could be substantinlly expanded
to make up for cuts in other youth programs may tiot be bore out in
experience,

7. The hasto with which contracts are often negotinted and si%zncd,
and the Inck of follow-up nssistance foom either the Nutonnl Allianco
of Businessmen or the Departinent of Labor, has led to frequent
misunderstandings of contract obligations, the danger of fraud, and
an inability to cateh problems before they become serious.

8. The program has generated a large number of firms offering
1o subcontract for supportive services. Some appear to bo {ly-by-
night ontfits, unable to carry ont what they promise. They solicit
cmployers to obtain JOBS contracts with the promise that this will
lower their wage costs, Such employers often do not understind what
they are really gettins: into. On the ather hand, some subcontractors
trying to carry out the terms of the contract are pressured by cm-
ployers to drop supportive services such ns job-relnted basic edueation,
and put the trainees immedintely to work on a full-time basis,

0. To tha extent that a company's programs are poorly planned,
offer such low wages that the poor are actually being exploited, or
offer jobs which soon disappear due to seasonal cyeles or poor mannge-
ment, trainces may end up back on the streets more bitter than before
at tho American cconomic system, and less inclired than ever to believe
that cither gavernment or business will give them any opportunity
in American society as it i3 now constituted.
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{Reprinted from the annual report of the National Alliance of Businrsstien,
Dee, 3‘, '%gf

“Hing, Tran, Rerats”=T1g Sreny or e NABJOBS Puossanm

Thf National Aliance of Businessmen has besn in business for 18
months,

Those 18 months have sotetiines proved shaky, sometimes, very
sticeessfiy), sotetimes disappointing, but ore often very rewanding,
Hand facts=1lie numbess that bislness mist use as a yandstie

for suecess o fallute=show that the Allisnce i3 winning,

But, havd facts are not what it i3 a¥l abeut. The hutman side cannot
be measured in pereentage points. And jobs mean people=their
involvement in a better and happler way of life, ,

On January 23, 1068, the President of the United States proposed
n innjor industry=QGoverninent cooperative program to A jobs in
private business for the Natlon's hard-core unemployed.

It his message to Congress he sald Government woulid idemiff' the
hardscote unemployed, business would identify the jobs it eotld find
them, The two, he sni’d, would be brought fogether, with industyy
traitring o man ot woman for 4 particular job,

At tho saine tine, the Prostdent polnted out that “with the hard-core
unemployoed there will be exten costs. These men will be less qualified
than those the employer would normally hire, So additional training
will often be nocessary.

“Where the compnay undettakes to provide these services, it is
approprinte that the Government pay the extra costs as part of the
national manpower pro 2

This was o become the Alliance and JOBS, Job Opportunities in
the Business Soector.

As Paul W, Kayser, this yeer's rrcsident of the Alliance, put it:
“The Federnl Government has admitted it cannot do one of the most
im]mrlam obs to be done in ths Nation woday,

‘In turning the tables on us the Government asked businessmen to
lielp place persons in meaningful jobs,

“By doing this we can o a major inroad on the elimination of
poverly. The answer Is jobs. And jobs is our business.”

Latesy reports from fmrucapn ng companies show that 208,020
persons have been hired since the Alliance came inte operation. Of
those, 126,047 have left for various reasons leaving 142,873 suill on the
payroll. The Alliance on September 30 hind a total of 338,307 busie job
pledges from 21,144 participating companies, .

While theso figures give every cause for optimism, the Alliance staff
and a number of participating businossmen also recognize that the
mst 18 months haxs been a period of tough adjustments, persuading

usiness to hire the disndvantaged unem?]oy and learning by trinl
and error about the pitfalls and problems in training them,

'This i3 understandable. The Allianco has asked businessmen to
reverso their usual hiring practices. Buy, then, JOBS is an unusual
program. It goes against the practice of most job training programs by

13302==T0w]
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finding the job first, amd then training the man, In the history of this
corntry most training programs have been the insschool type=firat
the mun s wrained, then e finds a job, _

When business was asked (o stait a erash _rm ai Lo help the poor,
the unedueated, the dropout=not necessarily from high seliool, bt
from soclety=often a person with a_poliee record, possibly with a
drinking or deng problem, it realized there were no magic keys to
unlock the doors to an instant solntion,

Businessmen were siiddenly asked to start hitlng persons they
woitldi't have let past the plant gate a fow yens ngo,

Then, and just as inportant, the hards=core had 1o be persunded
that the Alianice wasn’t just snother antipoverty mitk sop. As one
Negmo leader pointed out, there have heen niimerous programs to help
the unemployed. So numerons in fact that many thoight the Allianee
was jst another “trick bag.”

One coticorn that has been volead is that the Alliance is Iust trainfng
persons for entry-level joba, This Ix not so; as many fall to realize,
the {nl)-scmvh iwogram i dealing with persons who a few years ago
woilldn't have found meaningful cmp\nlymenl.. Therefore, there must
be some relationship between a foby and inftinl skill a8 we change the
criterin of employment from qualification to need.

Once they have thelr fool In the door it is hoped that with future
tralning and edaeation the door will swing wide open, Many of the
former unemployed have already moved to better jobs, elther with
their original employer or with others,

The Alliance has moved slong with remarkable speed and there
have been many innovations as iU grow stronger and more adaptable,

Thero Is the “Buddy” system, The syatem’s basie concopt is to
ansist new employees fn their new work cnvironment through the
connseling and puddance of experienced workers,

Almost a big brother, the experienced worker will help the new
man with all the problems he encounters—from working problems to
personal problems, from transportation prablems (o financial ones,

Another masjor tool to brenk down barriers between employers and
the hardecors hes been workshops to help supervisors and middle
mnn}ngors‘ understand the problems of adjustment the hard-core face
on tho jub,

There is sull a credibility gap between the business community and
the disadvantaged community. To help meet this problem o number
of motro oflices have set up community relations advisory boards,
Made up of n eross section of disadvantaged community leadoers, they
meet with Allinnee officinds and then report back (o their groups, It s
hoped that in this way disadvantaged peaple in greater numbers will
beliove that the Alliance really is sincere in its desire to provide tham
with employment opportunitios,

Despite the diflicultics of n new enterprise, the Allianee exeeeded
its fimt-year gonl with 102,235 disadvantaged persons working in
full-time jobs by May, 1000,

Morcover, the JOBS program was oxpanded this year from 50 to
131 eities, The Allinnco 18 nlso concentrating this year on expanding
the JOBS program to smallor employers and companies in the servive
and nonprofit industries.

.
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In the balance the Allianee feels it hins 1aken a substantial forward
step, Private industey i deeply involved, Thousands of persons now
hiold jobs at higher salaries than they linve known befure and all have
the opportimity to advance,

A tecent development of '"ﬂl""' sliznmcmwc was the decision in June
to merge the Allianee and Plans for Progress, The purpose was to
improve the efficlency of both operations without diluting thelr main
oh;octivos.

for the future, as for the fitst year, the Alliance’s marching vrders
are: Hive, train, vetain,

{Excerpt froin Manpower Report of the President, Mareh 1970}
Privars Inpustiy’s Extancine loue
THE JOBS PHOBHAM

A strengthened JOBS (Job Opportanities in the Business Sector)
progeam, to o‘wn more real jobs for the disadvaniaged, is a major
g«m of Federal manpower poliey, The JOBS 1970 'trogrnm. launched

y the Department of Labor and the Natonal Alliance of Business.
men (NAD) in November 1969, calis for extending the !)mm'nm
nationwide, Basic changes have been made also in program direction,
the most important being a new emphasis on upgrading present
eiployecs to higher level positions in addition to hiring unskitled,
disadvantaged workers for entry jobs,

Approaches and accomglishments

The JOBS program was built on a commitment by the husiness
community in 50 metropolitan areas in 1968 to hire many thousands
of groatdy disadvantaged people and give them the on-the-job train-
ing, counseling, health care, and other services they needod to bocome
productive workers, The NAB—with regional and city offices and
personnel contributed Im;fcly by private industry—was organized
to enlist the support of the fp:‘ivnw business sector and secure {ob
wedges, The Department of Labor undertook to reeruit suitable
iob applicants, provide technical support, and meet the extra costs
nvolved In employing people with n!imcinl problems and newds.

Many employers have chosen to participate in the program without
Federal financial assistance. In fact, close to 300,000 disadvantagod
workers had Leen taken on by independent company efforts throtvgh
Jonuary 1070 while well over 80,000 lind been hired umder JOBS
contracts with tho Department of Labor,

Of the workers hired tn the federally finsnced projects, three ont of
every four were Negroes and one out of eight was a Spanish Ameriean.
On the average, these workers had completed 10,3 years of school,
lind been wnemployed 23 weeks during the year before their enroll-
ment in JOBS, and hnd had an mmunfinmme of $2,400. About half
of them were under 22 yenrs of age, and only 4 pereent were over 45,

This program i3 built on the premise that immediate placement in
jobs at regular wages, followed by training und supportive services,
provides superior motivation for disadvantaged individuals, This
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premise is supported by inttial experience, although it is not yet fully
tested, The Ipmgrnm tins had startup problems, The most serious
problem to date 18 turnover, which has heen greater than expected,
although it appears W be abudt on a par with the usual experience in
entry-level jobs. Reporis on 380,000 disndvnmnﬁed persons hired
through January 1970 show that 200,000 were sull on the jnb. Un-
doublmllf, generally favorabls economle conditions and brisk labor
matkels have alded the JOBS=-NAD effori,

Besldes skill teaining, the federally supported JOBS program pro=
vides remedial education, counseling about )mmonnl woblems, nssist=
ance with health and transportation problems, and child days-care
services a8 needed. Sotne management personnel have taken “sensi-
livilf” training on how o facilitate the adjustment of these newly
hired workets, and In some fitms rank-nndile workers have boeen
tralned as conches or counselors and paired with the newcomers it a
“Duddy” system,

The effectiveniess of the JOBS program, not surprisingly, appears to
vary widely from one plant Lo another. Commitment to the program
ot the part of top management does not necessarily extend to the
supervisory personnel who deal with the trainces on a day-to«lay
basty, Nelther the quantty nor the quality of supportive services
provided i uniform amon dmrudpnung companjes.

But on the whole, the JODBS pmizrnm is moeling‘: its objectives, It
has surpassed the inftial hiring goal and Is beginning to have a real
effect, on the one hand, In altering employers’ hiring practices and,
on the other, in ralsing the job nspirations and expectations of the
disndvantaged. In addition, it Is providing a valuable channel to
employment for graduates of other manpower programs especially
the Jub Corps and the Neighborhood Youth Corps,

The new JOBS 1070 program

The design for n broadened JOBS 1070 upm;;mm allows the De-
partment of Labor to accept, for the first time, contracis from em-
ployers in any part of the country rather than in a limited number
of n}eim olitan aveas. The NAD is also extending its efforts geo-
graphically.

Another major change is increased emphasis on upgrading workers
alrendy employed. This is almed at a recognized problem—that
dizsndvantaged ‘workers lack the edueation, skills, and other charac-
l(mieslujmb traditionnlly required for upward progress from entry-
evel jobs,

In JOBS 1070, the Govermmnent pays the extra costs involved in
rpecinl training |!>mgmms to low-grado workers eaught In lows-wago
dead end jobs. In nddition, finuncinl assistance may be given to
employers in lu)g'rnding a limited number of employees to skilled
occupitions with labor shortages without regard to theso employcos’
economic job situation. ,

Thoe new emphasis on upgrading will in no woy dotract from
efforts to hiro and train unemployed, disndvantoged workers, To
recelve financial assistance for upgrade training, an employer must
already have placed or have n contraet nimed at the placing the
disndvantaged in entry-level jobs under the JOBS program.

A techaleal but nonetheless important change in procedures
in JOBS 1070 will enable employers to obtain reimbursement moro
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3u1ckly for outlays under the program, This ehange should make
he pr(ipgmm more attraetive to employers and help in its planned
expansion,
he Department of Labor and the Natlenal Alliance of Businesss
men_undertook a jolnt campalgn in November 1909 to promote
the JOBS 1070 program and informn more employers about it throngh
brochures and vistts, More than 500 speclally trained State employ-
tnent service staff members were assighed as contract service repre-
seitatives to assist interested employers In developing their JOBS
1970 proposals,
Resoutces for the JOBS program were substanUally ineressed
during fiseal 1970 and will be increased further duting fiseal 1971,
the Congresa approves the Prasident’s budget recommoendations,
Theso resonrces wonld permit achlevement of the targel set by the
Department and the NADB of enrolling 614,000 disadvantaged persons
t)r June 1971—a substantally higher gonl than the half million
incements envisioned In January 1008, It must be recognized,
iowever, that the level of employer cooperation and hirlng in the
JOBS program depends on many factors, not the least of which is
the country’s general economic and employment situation,

{U.B, Departinent of Labor, Mnnpowlcé-n})\ldminhuaﬂon, tiews rolease, Mar, 20,

Maxrowzn Proonay Exnolaments Upr 40,000 i Ynan; Jons
Hinns Npanuy Tuirne

Thoe JOBS program had more than two-and-n-half tmes the
number of disadvantaged persons employed In January than a year
ogo, & U.S, Deparunent of Labor monthly survey indicated today.

Secretary of Labor George P, Shultz announced that enrollinents in
all manpower work and training programs at the end of Janua
totaled more than 426,600, up 46,000 or 12 percent over Januzry 1969,

Tho greatest increase was in the JOBS qob o]:‘!mrummos in the
business sector) program, which Is conducted by business and Governe
ment together and hires and trains the hard-core jobless and under~
cmétlos’e . Employment under contract programs reachad a new digh
of 37,000, an increase of 23,000 or 164 percent over the 14,000 January
1009 figure when the program was 8 months old. Noncontract pm-
grams under the National Alllance of Businessinen have 162,000
currently employed, for a totai of 199,600,

The concentrated employment program (CEI;;. which concen-
trates in an economieatly depressed target area all Federal manpower
services through a single local sponsoring ageney, showed an incrense
of ulm%'sl, 4,200 over tho previous year for a total of 85,000, a gain of 8
ptacen . .

Operation Mainatream, which trains older workers en public im-
provement projocts, showed an inerease of 4,200 for tho year, 52 per-
cent overlast year's 8,100,

Another major increase i3 reflected in the WIN (work incentive)
program which trains welfare recipienta for jobs, The January figure
of 77,700 represents a gain of 44,000 over the previous year's 33,500
when the program was loss than 4 months eld.
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The overall riso of 46,000 in work and training program enrolhnents
is significant, Seeretary Shulty sald, when it s considered that they
were aeccomplished deapite decreases from o year ago in classroom
l,rninln‘ﬁ under the Manpower Development and Training Act
MDTA), the ontsofsachool portlon of the Neighborhood Youth

rpa program, atd the enrollee-capacity-reduced Job Corps which
;ms Jmlnmlermd o Labor from the Oifice of Economic Opportunity
nst Ju N

Mmuymver programs operate in 50 States, Puerto Rieo, U.S, Virgin
Islands, Guam, and the T'rust Tertdtories of the Pacific. A breakdown
of the January 1070 figures shows the following participation by
Program:

Manpower devclopment and training (helps the nnemployed gain
new skills and underemployed upgrade skills by training either on
the Job with employers or in classroom courses), 85,332—38,5680 on
the job, 45,762 in classrooms,

Neighborhood Youth Corps (for n=schonl and out-of-school young-
sters (o hel([; them stay in school, return to school, or get work experi-
ence), 130,018—103,807 in-schonl, 32,111 sut-of-schoal,

Opcration Mainstream (pays older workers fn small towns and rural
atens (o work on public improvement projects), 12,317,

New earcers (opens up pablie-service-type jobs lemling to carcers
for poor and uncmployc«ll), 3,308,

Concentrated, employment program (provides one-stop service for all
manpower and related program services required by areas and people
most in nead), 54,026

VWork tneentive progra=1 (imoves penrle from welfare to jobs through
training, supportive services and employment), 77,729, .

Job opportunitics in the business scelor (Government and business
work togethez to hire hard-core wnemployed who receive intensive
supportive services as they are trained on the job), 36,002, .

ob Corps (resiilentinl program of human renewal aml work readi-
ness), 10,636,

. .
.
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rch 1968 through Octaber 1969 inciude persoos enrofled in special impact

4 Information not available.

Note: Totals for Ma

programs.

transferred from the Oiice of Economic Opportunity to the Department

rtunities in the business sector.
Corps program was

of Labor effective July 1, 1969,
3 Preliminary.

1 Job opy
2 The Jol
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[From tho Superior (Wis.) Evening Telegram, Mar. 18, 1070]

SigNtFIcaANT GAIN IN WAR oN PovER1Y

Thoe National Alliance of Businessmen was formed » couple of
yonrs ago, with Government blessing and partial assistance, with the
goal of oncouraging private business and industry to hire and train
the Nation’s hard-core unemployed who were proviously considercd
unhirable and untrainable.

The allinnce reported a few doys ago that its efforts thus far had
resulted in the hiring of 360,140 hard-core unemployed, most of them
Nogroes in the innor cities, About 75 porcont of thom have beoen
tramed at the expense of private industry, the rost under contracts
frem tho Department of Labor.

Some of these people were so far out of things that they had to be
taught how to use alarm clocks and how to read the destination
signs on buses to be able to get to work.

More than 200,000 of thoso hired during the past 2 years are still
working at their first jobs. Many of the othors, sny alliance officials,
have moved on to other jobs and not back to the ranks of the
unemployed.

While small compared to the millions of Americans still suffering
deprivations of various kinds and degrees, these figures are more
than just a minor victory in a minor skirmish in the war on poverty.

It is something of which American businessmen can be proud, and
on which they can continue to build.
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\‘? IIL. THE SURVEY OF JOBS CONTRACTORS

7 During the period when the study of the JOBS program by the staff
. of the Senate Subcommittee on Manpower, Employment, and Poverty
v was in progress, considerable publicity was given to the fact that the
‘ Chrysler Corp. found itself unable to carry out one of its JOBS con-
st tracts. Since the future of the crucially important JOBS program in a
5 declining economy was involved in this kind of decision, the subcom-
mittee decided to survey every corporation with a JOBS contract of
.~ $500,000 or more. The purpose of this survey was to determine the
impact of the current economic situation on the ability of these firms
to fulfill their JOBS commitment, and also to afford them an oppor-
» tunity to share their experience in JOBS.
3 The letter sent to each corporation was as follows:

U.S. SENATE,
Washington, D.C., March 12, 1970,
DEar Sir: The Senate Subcommittee on Employment, Manpower,
and Poverty is now holding hearings on S. 2838, tge administration’s
proposed Manpower Training Act. One section of this g).roposed bill
i

e,

e

T Ry
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provides authorization to continue the JOBS program. Since you are
] one of the major participants in this program, we would appreciate it
if you would furnish us with some comments on how your JOBS con-
4 tract has worked out in practice.
¥ Specifically we would like to know:
1) ere you have obtained most of your JOBS trainees;

e (2) What kinds of assistance have been furnished to you by the
: National Alliance of Businessmen;

(3) What kinds of contacts you have had with the Department
of Labor;

(4) What your general evaluation of the program is, par-
ticularly its strongest and weakest points;

(5) Most importantly, what effect the present downturn in the
economy has had on your participation in JOBS, and what likely
effect  further cooling of the economy would have on your
participation.

We sincerely appreciate your sharing with the subcommittee the
experience which you have had with the JOBS program. Any addi-
tional comments or suggestions which you might care to make would
be most welcome.

Because hearings on JOBS will be held in early April, we would
appreciate a reply by March 31.

Thank you.
g :
o Sincersly yours,
B Gavrnorp NELSON,
& Chairman, Senate Subcommitice on

Employment, Manpower, and Poverty.
(13)
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A specinl letter was sent to the Chrysler Corp.; this letter, and the

reply, is found first in the replies from the State ol Michigan.
hile not all those queried had replied by the date that this section

ol the report was sent to the printer, the majority had. Although some
of the letters are perfunctory, an impressive number show a serious
effort to think through the lessons that had been learned in a year or
two of JOBS experience. We have, therefore, printed each replv in
full, State by State.

Reading through these letters, & number of themes come up again
and again.

Concerr Is Sounp

First of all, it is the almost unaniinous judgment of those who have

Burbicipated in the JOBS program that the fundamental concept
ehind the programn—hire first—is a sound one. Where questions are

raised about the program, they concern the practical methods of
implementation, not the fundamental principle underlying the
program. '

Second, it is clear beyond any doubt that the JOBS program is
severely imperiled by downturns in the economy. Many corporations
report that they have already curtailed hiring under their JCBS
contracts, or even ceased hiring altogether. Most of the rest indicate
that, although they have not cut back as yet, they will have to do so
if the economy cools off much further.

It is clear, then, that the JOBS program is founded on the assump-
tion of an expanding, full employment economy. Job .openings
canmot be filled if they do not exist, much less if other workers are
being laid off. The JOBS program does not create jobs; it fills job
openings with workers who might otherwise be unacceptable for
already existing openings. This 1s fundamental. To ask the private
business sector to use the JOBS program as a solution to unemploy-
ment in o declining economy is like asking them to solve a finaneial
crisis by writing more checks.

Other consistencies may be noted m the replies,” though not as
clearly. The main source of trainees seems to be the local State
Employment Service. Some irritation is expressed over competition
amoug agencies to supply prospective trainees. The role of NAB
seems largely limited to recruiting employers for the program, siding
them through the redtape involve(l' in preparing proposals and
invoices, running interference in Washington, and providing pablicity.
With the possible exceptions of New York and Chicago, there is little
or no mention of serious exchanges of ideas or information on how to
actually carry oft a:JOBS program successfully. Edach contractor, as
one correspondent puts it, must reinvent the wheel. : - '

NAB ComMENTS FAVORABLE

Il the comments on NAB indicate a rather limited sphere of
activity, they are almost unanimously favorable. Comments on
experiences with the Department of Labor are more mixed. What
comes through in these letters is that some Labor Department
representatives, at least, ave quite rigid on what they will or will
not approve in JOBS contracts—if approval is requested.
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It is also clear in the letters that those employers who have tried to
provide serious, bona fide skill training have generally lost money on
the JOBS contract. Thus we seem to have a situntion in which the
more honest and thorough wn employer is in setting up, obtaining
clearance for, and operating a JOBS program, the mote likely he is to
lose money in the process.

A number of other items come up sufficiently often to make them
worth noting. Transportation is mentioned as o serious problem in a
number of the yrogeams—a problem not really covered Ly the JOBS
contract, Probfems with subcontractors are also mentioned fairly
frequently. A number of correspondents note that the JOBS program
provides too little opportunity for an ndequate match between a job
opening and the interests and aptitudes of the trainee. Indeed, once
a person is listed in one slot, even in a JOBS program with a wide
variety of jobs, he is supposed to remain in that slot and not be
transferred to another,

Finally, there is, in some of the letters, a sense ef needing help and
not being able to get it. Once o program is under way the only contact
typically had with NAB is a request for statistics on hires and termi-
nations, and with Labor an occasionsl, perfunctory visit. The indi-
vidual employer, confronted with unexpected and novel problems, can
find himself without any source of consistent and effective help.

The responses to the subcommittee letter follow:

Alabama

GArRDNER WHOLESALE, INc.,
Jasper, Ala., March 19, 1970.
Hon. GayLorp NELSON,
Chairman, Senate Subcommuitee on Employment, Manpower, and Poy-
erty, U.S, Senaie, Washington, D.C. -
Dear Senaror Neuson: This letter is in answer to your letter dated
March 12, concerning our JOBS program. Answers to your specific
questions are as follows:

(1) All of our trainees are hired through the State of Alabama
Employment Office located in Jasper, Ala.

(2) We have had very little correspondence with the National
Alliance of Businessmen, however, we are in the process now of
furnishing them with certain information concerning past and
present employees of ours.

(3) The Department of Labor out of Atlanta, Ga., has made an
onsite evaluation and has been most helpful with their recom-
mendations.

(4) It is our opinion that the program is a sound method of
attacking unemployment among the disadvantaged workers.
The educntional portion concerning attitude is of utmost import-
ance. A great number of these people have never known or
understood the importance of their state-of-mind concerning
their job. It has been our experience, that a large percent of the
disadvantaged are eapable of performing once they understand
what their job is and what is expected of them,

(5) We lave only utilized a small portion of our contract at
this time and plan on expanding our operntion in the near future.
It is too emrly for us to evaluate what the effect of the present
downturn in the economy will have on our operations.
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We havo n contract, with Metropofitan Educstionn] Training, Ine.,
128 Finley Avonue, W., Birmingham, Aln. 36201, Under tho terms
of this contruct, they handle nll of the eduentionn] training and assist
us in on-the-job truining. It is very possible that they have hnd more
contuct with the National Alliance of Businessmon and the Doepart-
ment of Labor than wo have.

We hope that this answers your questions. However, if there is
any edditional information you might desire, please do not hesitate
to call on us.

Yours very truly,
J. H. BaNgnuAn, President,

Replies wore not received from Portion Redi Food, Birminghnm,
Ala.; Smiths Pride Foods, Birmingham, Ala.; Walco fndustry, Ine.,
Birmingham, Ala.

Arizona

ANo reply was received from Creative Localism, Inc., Chandler,
riz.

California

Lockueep-CavLtirornia Co.,
Burbank, Calif., March 20, 1970,
Hon. GayLorp NELSON,
Chairman, Senate Subcommittee on Employment, Manpower, and Pov-
ety U.S. Senate, Washington, D.C.

Dzear SenaTtor Nenson: The following is in answer to your letter
of March 12, 1970, requesting comments on how our JOBS contract
has worked out in practice. We hope that this information will be of
some value in your Subcommittec hearings on Employment, Man-
power, and Poverty.

(1) All of our job skilla trainees have beon certified and referred to
us by the Department of Human Resources Development, forinerly
known as the Culifornia State Employmeni Service. The candidates,
for the most part, reside in arcas heavily populated by minority

roup members. This includes such areas as Watts, Compton, Pacoima,
an Fernando, East Los Angeles, and Pasadena.

(2) Reprosontatives of the National Alliance of Businessmen have
worked closely with our training department in counseling, assisting
and coordinating our programs from their inception.

(3) Our contacts regarding contract approvals have been with the
U.8. Labor Department in San Francisco. We have also made numer-
ous direct contacts with the Department of Human Resources De-
velopment. They have baen most cooperative in certifying and referring
qualified candidates to fulfill our requirements.

(4) The strongest point in favor of the program at our Burbank
facility is the fact that of 143 job skills trainees hired during 1969, 108
are still on our payroll; 88 have completed the 12-week training pro-
gram and are now engaged in additional on-the-job training in pro-
ductive occupations; 20 are still involved in the training phase of the
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prograt. This would Indicato that ll{’ to this polut tho program is
approximately 75 pereent successful, 1t is evident that those persons
engaged in our progruin have benefited grentlf' by way of improved
attitide, morale, and status in their communities. Their outlook on
life and senso of values have heen greatly improved.

The major problem involving the majority of those in the program
has bean one of poor attendanee. Despite constant counse!ing and
individual attention, it has been most difficult to convineo these
jpeople that thoy should be in attendunce and on time each day.
Phis attitude has resulted in considerable additional administrative
expense to our compuny. The mujority of those [|>ersons terminated
from the program was the result of attendance when it was evident
that further efforts in our attempts to improve their attendunce
npycured to be futile. .

teports from department sapervision regarding the 88 who have
been placed for further on-the-job training tn productivo occupations
has been fuvorable. They are regarded as being as good or better
than some of those hired with previous nircraft experience.

(I5) On February 2, 1970, we began our training program for job
skills trainees at our new Watts-Willowbrook faeility. This fncifity
is located in the area of Kust Los Angeles and Watts. Twentyfour
disndvantaged persons were hired to start on February 2, and an
additional 23 wero hired Lo start on Mareh 2. At present there aro
40 employces engaged in the training phase of the program. The
plan is to build this program to o maximum of 300 employces over the
next 2 years, There is some danger that this program \\'ilrbo curtailed
or stretched out to some extent beeause of entbacks in our compuny
and the general economic situation in the Los Angeles arcn, We do
plan, however, to continue this program to the fullest extent possible
und to rench our goal of 300 withont cconomic intluences.

At our Burbank fucility we have now presented a proposed contract
lubeled Consortinum MAS Training Program to the U.S. Labor
Department in San Francisco for approval. This total program was
written to employ 232 persons. Lockheed unticipntes placing a total
of 98, with 136 being ubsorbed by other com(pnmes in this immediate
vacinity. The final npﬁ)mvnl and disposition of this program is pending.
Whether or not Lockheed and other companies mvolved will be in
a position to proceed will depend a great deal on further cooling of
the economy in this area,

Respeetfully,
J. C. PETTErER,
For N. L. Be:ijamin,
Director of Industrial Relations,

TecnNicaL MEDIA SysTEMS,
Hollywood, Calif., Mareh 17, 1970.
Hon. Gayrorn NELsON,

Chairman, Senate Subcommitice on Eﬂcz?loymem', Manpower, and
Poverty, U.S. Senate, Washington, D.C.

DEear Sir: In reply to your (}:wstiommire dated March 12, 1970,
regarding our participation in the Manpower Training Act, I have

ety
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attempted to answer the questions directed to us, The answers to your
questions aro s follows:

(1) Our job trainees arg obtained through the () Concentrated
Employment l’m{;mm Offico at 1626 East 103d Street, Los
Angeles, and (b) Human Resources and Development Offfce nt
6726 Sunta Monica Boulevard, Hollywood.

(2) The National Allinnco of Businessmen have been invaluablo
in their service to us an an advisory body. They huve answered

questions and given us direction whenover wo have sought their
aid. They are presently aiding us on our proposal for the Jobs
1079 Program 2 MA-0).

(3) Our MA—4 contract is tho only contact we have had with

the Department of Labor,

(4) Strongest points.—

(a) Provides o sense of responsibility and duty nceded by
the underpriviloged.

(b) Gives insight into the cconomie structure of the indus-
trinl and manufacturing society.

(¢) Provides u sense of sccurity which the majority of
these individuals have never experienced.

?l) Provides an education through its training programs.

6) Provides close group integration and cooperstion so
essentinl in democratic living.

Weakest points.—

(1) Possibly a guideline shiould be devised for niding com-
panies who initinlly start in such a program. This guideline
would have recomniendations regarding procedures, objec-
tives, goals, ete., which would be of invalunble assistance to
baginning companies.

(b) Stronger monitoring system—there should be a better
method of evalunting these programs. It is guite evident that
this is tho weakest A)oint of the whole progrum. By providing
a proficient method of monitoring these programs the Gov-
ernment would sllevinte much waste iir the allocation of
moneys spent for the programs.

(8) Becnuse of the downturn of the cconomic system we have
felt drastic repercussions, in the sense that we have had to
climinate the MA~4 program in our Washington office,

If there are any further questions that you would like answered
please do not hesitate in asking. I hope that the aforementione
answers will nid you in your work.

Sincerely yours,

RowaLp KXo, Director of Training.

Foon Exmrrovers Couxciy, Inc,
Los Angeles, Calif., March 17, 1970,
Fon. Gayuonp NELsoN,
U.S. Senate, Washington, D.C.
Sir: This is in responso to your lottor of Mareh 12, 1970, in which
you request answers to specific questions regarding the Food Em-
ployers Council NAB/JOBS experience:
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(1) All trainees in cur program havoe been referred to us from
tho concentrated employment program, the former Culifornin
State Employment Service, and now the Human Resources
Dcvclolpment. Agency of tho State of California,

2) The local oflicos of the National Allisnce of Bausinessmen
in both Los AHFUI(';H ond Orange County have been helpful with
both procedural problems and in furnisbing teclinical assistanco
for contract propusal proparation,

(3) All contact with the Departiment of Labor has been with
the regiona! office in San Francisco; most contact has been by
telephone or letter except for initinl contract negotintion sessions
which have been interface.

(4) The program is generally a very good one; one of its
strongest points being that tramees are placed into a job from
day 1, a8 opposed to older programs where trainees were trained
in anticipation of placement at o later date,

Our experience indieates that one of the weakest points in the
program is the lack of vocationnl counseling to prospective
traninees. When we reeruit from one of the above-mentioned
agencies the prospective trainees Liave not been tested for apti-
tude in a partienlar segment of the food industry; consequently,
we have hired people who were botter suited for ather fields.

(5) Since the food industry in southern Californin is virtunlly
100-percent union organized, the present dewnturn in the ccon-
omy has confronted us with (hmculLﬁr in placing trainees on the job
where senior people ars on layoff in those classifications for
which we are training. Duc to the size of our consortium and
the flexibility of our members, this has not been a serious problem
to date, but any further cooling of the ceonomy would certainly
have a detrimental effect upon our participation.

One of the most serious probfcms wo have in the metropolitan Los
Angeles area with regard to prospective trainees is that of transporta-
tion, A person is virtuelly lost here without an automobile, and most
candidates for our program cither do not own an autemobile, are
financinlly unable to obtain one, or due to u previous driving record
are not able to obtain a driver’s license. We have confronted this
problem of transportation severnl ways:

(1) We have formed car pools.

(2) We had trainces taken to the on-the-job training site by
counselors,

(8) Wo have attempted to arrange o trainee's hours of work to
coineide with the limited bus transportation,

_(4) We have physically moved trainees and families to the on-
the-job training site, where possible; c.g., retail stores found in
residential areas,

The above, however, are not nll-oncnnumssing solutions to tho
transportation problem and with the exception of No. 4, are temporary
arrangements, There is a dire need, in my opinion, for concentrated
effort by the Government to help solve this problem.

Should you have auy furdier questions or need additional informa-
tion, plense feel freo to contact me.

Very truly yours,

Roperr K, Fox. President.
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Duywart Contnracrons Association, Ine.,
Los Angeles, Calif., March 10, 1070.
Hon. Gayronp NELSON,

Chairman, Senate Subcommitlee on Employment, Manpower and
Poverty, U.S. Senate, Washinglon, 1.C.

My Deanr Senaron: Your letter dated March 12 concerning hear-
ings on S, 2838, proposed Manpower Training Act, has been received
and noted. .

We are pleased to answer the questions posed, and wao feel thesoe will

ive you u firsthand picture of our MA=4 project for the drywall
industry in southern California,

Question I. Where have you obtained most of your JOBS trainees?

Answer, All of our trainees have been recruited fromn the
following sources:
A. Department of employment: (i) Long Beach, Cnlif.;
gi) Santa Ana, Calif,; (iit) Montelair, Calif.; (iv) Van Nuys,
ulif,; and (v) San Fernando, Calif.
B. CEP centers: (i) Eust Los Angeles and (ii) Watts.
C. U.S. military bases.
D. Job Corps.

Question II. What kinds of assistance have been furnished to you
by the National Alliance of Businessmen?

Aunswer. The National Allinnce of Businessmen did help in
giving advice on the MA~4 programs, us to procedures io folllow
regarding program presentation. Also, they furnished certain
JOBS forms for reporting, and placed us in contaet with depart-
ment of employment personnel.

Question III. What kinds of contacts have you had with the
Department of Labor?

Answer. Our contacts with the Department of Labor have, to
this date, been on an excellent level. The Los Angeles office
was most helpful in reviewing our original proposal and forwarding
it to Sun Francisco with n minimum of (llcluy.

The Sun Francisco office gnve us a prompt, fuir appraisal of our
proposal. They also movc(F the pupcr\\'orf( to Washington with
o minimum of delny, where, after considerable discussion and
rovision, we were able to arrive at an agreeable contract figure.
This figure, however, was our third plan, and not the proposal
that we felt would be in the best interest of our phase o} the
construction industry which, we feel, we know better here in
sonthern Californin than an individual miles away and in no way
connected with this particular industry. On the whole, our
relationship with the bepnrtmcnt of Labor, in our opinion, is
excellent.

Question IV. What is your general evaluntion of the program,
particularly its strongest and wenkest points?

Answer. The strongest point, we feel, is that at long lnst an
understanding has been reached in moving toward giving manage-
ment some sort of dollar vaiue of relief in training, for, in our
opinion, here is where the job really is located.

The weakest pohit is some of tﬁ,e dollar value guidelines set,
which are most unrealistic in the construction industry.

o
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Question V., Most importantly, what effect has the present downs-
turn in the economy had on your partcipation in JOBS, und what
likel:y effeet would further cooling of the economy have on your
participation?

; Answer. The downturn in economy has yet to have a mnjor
Impaet on our program, but a minor impact, which is growing, is
the Luilding induatry here in southern Culifornin. %Zontinued
downswing will, of course, result in less construetion, with 1ore
journeymen unemployed, and consequently greater difficulty in
gaining job slots for training the disadvantaged in our industry.

. We ‘inwe hopes of subinitting an MA=~56 proposal to continue
}:ulr project which, to date, in our opinion, has been most successs
al,

Additional comments.—~Wo hote an extreme downswing in the
Sevitlo, Waslt,, uren where tlie Drywall Association has an I\fA—b pro-
posal under consideration at this time. While the Seattle Department
of Labor has approved tho proposal, the Washington office has once
agnin delnyed action due to upparent guideline restrictions which, in
our opinion, must be lifted in order that more construction industries
might participate.

espectfully yours,
i Howann R. Leepenmax,
Project Director, M=} project,

HorrmaN Bros. Packinag Co., Inc,,
Los Angeles, Calif., March 27, 1070.
Hon. GayLonrp NEeLsoN,
Chairman, Senate Subcommilttee on Employment, danpower, and Poverty,
U.S. Senate, Washington, D.C.
Stn: In response to your letter dated March 12, 1070, we mmke the
following reply:
1. Sources of job trainees:
A. Personal recruiting
B. Department of Human Resources Development
C. Federal Placement Offices
D. W.LN,
E. Y.T.E.P.
2. Assistance—N.A.B.:
- Answer. Very little assistunce afforded by Nutional Allinnce of
Businessmen. The only communication is a monthly report sent
in to them with respeet to hiving and terminations. We sought
their assistance in roctifiying a bad subeontractor relationship, to
no avail. Also, asked them to interceed with D.O.L., again, noth-
. ing. Weo did receive an invitation_and participated in a $S30 per
. person seminar thoy sponsored re JOBS 70 programs.

: 3. Contacts D.O.L.:

: Answer. Very poor lines of communication. No local represent-
E ation in Los Angeles, necessitating all contacts to be made thru
San Francisco; much confusion as to interpretation and confliction
within department; lack of support and help from agency; very

48-102—70—3
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stendfast in what contract calls for, permitting no deviations,
They ean rcndll¥ tell you what is wrong with the pregram, but
offer nothing with respect to what would make it right.

4. General ovaluation:

An: vor, The basie concc};t of the program is good. The theory
of tnking a disadvantaged individual, adjusting his malfunctions,
reconditioning him, 1nnking| him job ready, fortifying him with
ob related education, on-the-job training, and ultimate con-
tinuing employment is worthy of aceomplishment.

6. Effect of downturn in cconomy:

Answer, Up to present moment wo have mado no reduction in
our staff, neither mainstream employees, nor trainees, We have
slowed down our input of employces with respect to expanding our
Inbor force. Further, we are transfering persons from one depart-
ment to another filling spaces left by voluntary quits. In the event
of a definite downturn in business, being a umon house, the train-
ocs being lnst ones hired, if in that sequence, would be the first
laid off. During the present slow period we have been adjusting
training slots, by moving trainces into different departients,
replncing persons who have cither left voluntarily or been dis-
nussed for compuny infractions.

The first unfortunate experionce wo had was thoe associntion with
a roferred subcontractor, Community & Human Resources agoncy,
headod by a Mr. Richard Amador, dircctor. This was supposedly a
nonprofit orgonization, who represented thomseclves to uo specialists
in the field of manpower training.

Being novices in tho aron of working with the so-called hard coro
group, under o Government sponsored program, wo relied on their
so-called expertise, A contract was structured und our program started.,
From all outward appoarances wo were well on the way. Suddenly,
tho danger signs started to show—dropouts braeame the topic of thoe
day—our retention factor wus practically nil. From an envollment of
161 trainces we wero left with 30. We became deeply concerned. Calling
in our subcontractor, muny interesting disclosures were made. Trainces
wero locked into n classroom environment where remedial work was
su;])posodly given. The agency’s only concern was to hold them thero
ns Jong us possible—the agency being paid on » daily attendance basis,

Unfortunately, the contract was structured in such a way that the
only ono to benefit by it was thoe subcontractor, We askod lor o com-
pleto accounting of expenditures and a reasoning for lnck of perfor-
mance, both of which the subcontractor declined to furnish or was
unable to give o satisfactory explanation,

We called in the D.O.L. and informed them of this situation and
thoy stated that their contract was with us and they had no relation-
ship with the subcontractor, although we did have the privilege of
terminating him. This was done, and wo took aver the fuh operation
of tho program oursclf, The Community & Human Resources agency
procceded to strip our offico of all filas pertinent to the operation and
to this day wo are atiempting te secure this datn. We are izvolved in
litigation in this respect. Wo asked for help from the D.O.L. and

.
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again, no assistunce; being passed from one office to tho other including
the Sceretary of Lubor's office in Washington. Wo definitely feolt
there was o misuse of Federal funds.

T'his we are sure of, wo restructured tho program, climinating por-
tions of what wo felt was fat, and sorvc(] no useful purpose. Wo
placed trainees immedintely into o job training position at union wagcs,
providing the so-called supportive services stmultaneously, In doing
80, we liave hud great success, and nlso the wrath of the D.O.L.
regional oflice. We were visitod by teams of ficldmen whose instructions
were nothing short of utter chaos. Ench one contradicting the other,
We were given the full and exalted treatment of so-called noncompli-
ance and nonperformanco trentment, We were constantly pushed back
*1to the specifies of the contract and restricted from adjusting to now
approuches, Our retention factor, eliminating those trainees that have
cither gono on to better jobs or been incarcerated, is between 80 and
90 pereent,

e asked for and reccived a cut in appropristed funds to the tuno
of $78,000. We nsked for and received n cut i the number of hours
of orientation and basic education, which were structured, only to
line the pockets of the subcontractor specialists. Weo climinated the
so-called remedial cducation function—reading, writing and arith-
metic—as it served no purpose. Any company or service group that
structures a program with this component in it, in our opinion is
misappropriating funds. How can they, by the farthest strotch of
imagmation provide this portion cffcetively? The trainees, to begin
with, represent the lurgest segment of school dropouts. So yor. imme-
diately_place him right back into the same cnvironment he ran away
from. You placo him in a classroom, which is in proximity to the
plant, at n wage of $2.00 per hour.

His primary concern is meaningful employment. Ninety percent of
his problems aisnppeur when he has sufficient income. The social prob-
lems become minim:’»2d by adequate earnings, if ho is so inclined to
want to help himseif. Further, you have a varianco of cducational
background, anywhere from no egucution, to, in some instances, someo
college. Where would you begin teaching remedial education? At what
level would you begin—in any event you would cither be over some-
one’s head or much below. Another shortcoming in this dircction is the
professional student, who is very happy to continue in the classroom
environment, caring little about leaving it. When he supposedly be-
comes job ready and is exposed to actual work, he then decides this is
not for him and goes merrily on his way, secking another training
epportunity, or another form of handout.

‘he first real shock came after the program commenced operation
aud the danger signs and the unexpeeted started happening. Then, and
only then, are you aware of the fact that all the latitude and leeway
that was inferred, prior to your participation, is just not there.

Basically what is meant is this: A contractor is 1cd to bolieve that ho
has o minimal amount of so-called guide lines to follow insofar as
traince oligibility and training are concerned. Tho human resources
development agencies certification of all trainees, is understandable
and acceptabie; the multitude of cligibility factors imposed by said
agoncy, is not. The referral procedure they use appears to be structured
only for statistical purposes. Viz: number of persons referred. The




26

complote lack of proscreening as to persons fitting into the environ-
ment is wholly lacking. Passing a person from one area of frustration
into another scoms pointless. Once referred, all tracos of a followup is
lacking. There are no penalties imposed on the trainee for his lack of
cooperative participation, other than termination of employment. He
can always go back into a wolfare position—and the great majority of
them do.

"The motivational process becomes extremely difficult. No one in
industry has a magic wand, whicl: by a inere wave, corrects all of the
so-called probleins that have been mothered by so many other service-
type agencies. We can and do offer jlobs. We can and do offer mean-
ingful training. Our entry wage level is $3.31 per hour with approxi-
mately 40 percont fringe bencfits, & far cry from the so-called sub-
standard wages. .

"The contractor is immediately placed in the position of constantly
defending his every action. He is monitored, checked, inspected,
penalized, cut back, and lastly threatened with cancellation of con-
tract. If any devintion is made from the contract—done primarily
to try and make it work—the wrath of hell breaks loose around
his head. Yet, the other component—the disadvantaged trainee—
goes merrily on his way. He has no contractual requirements that he
must comply with, nor any penalty for noncompliance. The contractor
becomes h‘ustmted and begins to feel like an arch criminal. The
easiest thing to do is throw in the sponge, but then you become aware
of your moral, as well as legal, obligation, and you proceed.

t is suggested that the following procedure be considered: All
welfare recipients and/or disadvantaged individuals be tested with
respect to basic educational requirements. So many of these indi-
dividuals claimed they were deprived of proper educational process
to_make them competitive with the normal mainstream employee.

Establish & minimum ecriteria for said students. Tie hie welfare
allotment into his participation in remedial education, provided in
the propoer facilities and environment, not in & makeshift classroom
sotup in a plant. Compel him to maintain a grade average. Make this
his job. In other words, compelled education,

When he successfully completed the basic educational requirements,
again test him for his adjustability and desirability to the type and

kind of training he seeks. Provide him with job-related education and/

or vocational-type training. Upon completion of this phase he is then
referred to o JSBS contractor, for on-the-job training. The entire
cycle tied in with penalty factors to the trainee for nonperformance
or 8urticipution. Lot him carry his part of the load.

ther points are:

(13 The traince who becomes injured in a job connected func-
tion. All payments to contractor are suspended, Payments are
based on daily attendance and ccase when trainec i1s receivin
workmen’s compensation. Just as much time and effort is stil
going out to the trainee for which no reimbursement is received.

(2) The in-and-out trainee who puts in just enough time to
qualify for unemployment compensation. Running up contractors
pereent ratio. ‘

(3) Afford the contractor sufficient latitude that makes for o
successful program. The DOL holding you to exact and specific
contmctual commitments. If the means justified the end, this
should be sufficient.
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The foregoin% is briefly a summary of some of the shortcomings and
experiences we have had,
he success stories are just as numerous, having added, what we
consider some valuable employees, to our rolls. ‘T'o reflect back to
their beginnin&r and knowing what they were and where they caumne
from measured agninst their present status, is very rewarding. The
fact that we were permitted to play a part in an area of concoern to
our Nation today, Eas been gratifying. We ure at presently preparing
an application for a JOBS 70 contract.
Any further help or information your committee may require,
will be furnished wholeheartedly.
- 4. d. Russo, Project Director.
R. LEvinsoN, President

SaN Dizgo AuromoTive CONSORTIUM,
San Diego, Calif., March 81, 1970.
Hon. GAYLORD NELsON,
Chairman, Senate Subcommitiee on Employment, Manpower, and Poverty,
Senate Office Building, Washington, D.C.

Dear Senator NELson: I apologize for the delay in replying to
your letter of March 12, 1970, and sincerely hope that our reply will
reach you in time to be of value in connection witli your hearings,

The specific answers refer to the subheads as listed in your letter:

(1) All trainees are certified as eligible for our program by the
California State Employment Service. See attached for area
promulgation of information.

(2) The program was conceived by the local NAB office, and
in the initial stages they were the guiding force.

{3) Contacts Tave been personal and written. We have had
excellent understanding and consideration from all individuals.

(4) The strongest points are the obvious benefit of on-the-job
instruction versus classroom instruction and the assistance to
the tiainees by personal counseling which is practically on a
24-hour basis. We do not like to believe we have any weak points,
but we would have greater success if we had contemplated in
this program at least 4 weeks of prejob skills determination to
weed out those individuals who really don’t want to become
mechanics after they find out more about the work.

(6) There has been a slight slowdown of acceptance of addi-
tional trainees, but we believe that if the economy continues to
cool that the lessening of the sale of new automobiles will actually
result in an increase in the repair of the older automobiles,
thereby actually increasing the emphasis on the need for more
mechanics,

We are enjoying better than 50 percent retention of our irainees,
and those that are completing their 1,800 hours of on-the-job training
are being retained and usually are receiving substantial increases in
pay now that they are becoming reliable producers.

Very sincerely yours,

R. A. SHERER, Executive Director.
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Aruitoxt provided by Eic:

Are you interested in becoming an auto mechanic?

Would you like to begin drawing a pay.check while,you are being trained?
Would you like to be Lrained by an expert mechanic, working alongside
him during your training?

If you are interested, contact the State Employment Service, the Youth
Opportunity Center or the nearest neighborhood Service Center.

The San Diego Automotive Consortium has been formed by local Automotive
Dealers and Independent Garage Owners to train 300 mechanics during the
next two years.

The headquarters of the San Diego Automotive Consortium are located at
the Skill Center, B35 Twelfth Avenue, San Diego, telephone: 234-3591.

All persons interested in this program must be certified as hard-core
unemploved by the State Employment Service.

All persons who are certified as qualified for the program ave referred
for interview to the various agencies who have agreed to participate in
the training program.

If the applicant is accepted by the agency he will be hired by the agency

on the beginning date specified, and the next day will report to the Skill

Center at 835 Twelfth Avenue for a period of orientation to the world of

work., The orientation in NOT a school session, and there will be NC EXAMS.

Upon completion of the orientation the trainee will report back to the
agency to begin his on-the-job instruction.

Beginning pay is $1.65 per hour, progressing to not more than $3,50 per
hour by the beginning of the 13th month in the program.

Trained counselors are employed by the San Diego Automotive ‘Consortium to

work with all trainees from.the first day in the program. Your counselox

is your friend. Let him help you!!

INTERESTED?27?2?
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Esta Ud, interesado en la mecdnica?
Le gustari{ia tener sueldo mientras estudia? Le gustarla que un maestro
mecdnico lo entrene y trabaje con Ud. mientras este en entrenamiento?

Si estd interesado, comuniquese con el Servicic de Empleo del Estado,
el Youth Opportunity Center, o el Service Center.

Las agencias automovilisticas y los dueTos de los garages independientes
han formado una organizacibn que se llama el San Diego Automotive Consortium,
Esta organizacién va a entrenar 300 mecénicos durante los préximos dos afioSe

La oficina central del San Diego Automotive Consortium esta localizada en

el skill Center, 835 12th Ave., San Diego, teléfono, 234-3591. (Alli se
Jhabla espafiol).

El Departamento de Empleo del Estado va a revisar las solicitudes y se
asegurard acerca de cuales son las personas mis necesitadas, Toda persona
calificada como elegible para el programa tendra entrevista con las varias
agencias que van a participar en ‘el programa de entrenamiento,

Si el aplicante es aceptado por una agencia, esa misma agencia le dard

empleo que empezard en una fecha especificada. Al préximo dfa, ir& al

Skill Center en 835 12th Ave., por un perfodo de orientaciédn en el mundo

del trabajo. Esta orientacidn no serd clase de escuela y no habrd exédmenes

y no durar{ mds de dos semanas. Al termino de la orientacidn, el solicitante
reportard a su agencia para comenzar las instrucciones en su trabajo.

Para empezar, el sueldo serd de $1.65 por hora. Este puede aumentar hasta
$3.50 por hora despues de un affo y un mes en el programa.

Habra personas alii que los ayudaran a hacer decisioges Yy resolver sus
problemas al ingresar al programa, desde su primer dia., Estas pexrsonas
seran sus confidentes. Permita que lo ayuden,

LE INTERESA?2??222?
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ManacEMENT COUNCIL
roR Bay Area EmrroyMeNT OPPORTUNITY,
San Francisco, Calif., March 30, 1970.
Senator GayLORD NELSON,
Chairman, Senate Subcommattee on. Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.
DEear Senatonr Newson: Thank you very much for permitting our
comment concerning the JOBS program,
The attached is respectfully submitted.
Sincerely yours,
ArtHUR L. FINE.

! 1. Where we have oblained most of our JOBS trainees—Most have
: been referred to the program by the California State Employment
Service and the Concentrated Employment Program, but some have
'; come through community groups 1n minority communities.
! 2. Assistance by the NAB.~—The NAB has provided contacts to
candidate participating companies, and has acted as coordinator in
eliminating confusion between the Management Council and other
organizations in the program such as the Department of Labor, State
Employment Service, et cetera. In Washington, the NAB has been
able to bring DOL staff into action in removing bottlenecks occurring
at the local DOL office. The NAB has also been influential in bringing
besic problem areas in the contracting mechanism to the attention of
DOL, and to effect changes in the mechanism to provide a more
workable program.

3. Contacts to Department of Labor (DOL).—We havo had o series of
discussions and negotiations with contract negotiators at the Region
VIII Office in Sap Francisco. We have been in contact as necessary
with the Regional Manpower Administrator and his deputy, and they
have been readily accessible to discuss problems of the program as we
have encountered them. There have also been discussions at length
with several of the Washington DOL staff on difficulties we have met
in operating our consortium under DOL contracts.

4, Bvaluation of program.—In our view, the NAB program is gener-
ally successful so far, but it has some major difficulties which, uncor-
rected, can lead to its failing in the next year or two. Speaking strictly
from the view of our consortium operations, its strongest points are:

(1) The trainee has a job from his entry into the program, i.e.
he knows his company and receives a paycheck, so he recognizes
; the program is “for real.”
| {(2) He receives training in o skill that is marketable.
l {3} He receives assistance, through counseling and support
: services, without which he often cannot make the grade.
] (4) His supervisor is a part of the program and is involved
with its success.
Its weakest points include:
(1) The insistence he must be in ou-the-job training—i.e. at
the company site—within 3-4 weeks: Many trainees are not ready
for the company site, even as ‘‘trainees” in this tirue frame and
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many noeed motivation which cannot be doveloped in such a short
poriod. Whon thoy appear too carly, thoy are a “burden’” on their
nnmediate suporvisor, who doos et know how to use them in an
on-the-job situation and who boecomes disenchanted quickly as a
result. There should be a broader time framoe allowed for this
roaddiness period.

(2) The dependence on the Dictionary of Occupational Titles
(DOT) for establishing “‘complexity’ of a job: 'l‘Le DOT code,
as o guide to determining the allowable length of a training
programn may be reasonable, but the DOT Codo as nn inflexible
rule for establishing both the length of the program and the
amount of dollars permitted for training is a sourco of many
of the breakdowus and frustrations in the program. The DOT Code
has many flaws and changing & code is o long and difficult process.
The DOL should aliow for the use of ::dgment of its negotintors
on the difficulty of specific jobs and the acceptability of proposed
programs.

(8) The arbitrary dollar limits established to accomplish the
program: Again, with no allowance for judgment on the part
of the negotintors on the soundness of the propesed program
end its corresponding costs, many companies are discouraged
during negotiations and drop their participation complotely.
If & company proposes what it believes will succeed, and must
then reduce costs to what it belioves will fail, it generally prefers
no program.

4 The contract and its operating paperwork: These appear
to be oriented to protecting the government against cheating,
not to making the company program successful. The DOL ap-
pears to believe its JOBS contracts are highly desirable and
everyone will compete to have one—that facts are that most com-
panies are involved in the NAB to help, and no company spends
its time trying to cheat its contract rather than making money
in its basic business. The contract proposal should bs simple to
read, understand and prepare, so that companies will make pro-
posals, and the contract negotiators should recognize that the
company is not proposing so as to cheat the government.

(6) Transportation: In many areas the difference between suc-
cess and failure of a trainee is transportation, because public
transportation is inadequate or completely missing. The program
badly needs a provision for assistance to the trainees in obtaming
minimum level transportation.

5. The turn down in the economy has seriously affected the avail-
ability of job openings. Many of our trainees have been put on layoff,
since their seniority is generally low. Many companies connot honor
their initial job pledges since they have persons on layoif who must
be recalled before they can add new employees. Our training program
in the South San Francisco Bay area has dropped from 4 high of 35—
40 people per month to about 10 trasinees per month but there are
signs it will pick up again within the next few months. However,
should the economy take an additional down turn, it is doubtful that
we will find sufficient openings to permit the program to proceed.
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Lucky Stronns, Ixc.,
San Leandro, Calif., March 20, 1970.
Seuntor Gayronn NuLsow,
Chairman, Senate Subcommatice on Ilmployment, Manpower, and Poverly,

U.8. Senate, Washington, D.C.

Drar Su: We are pleased to respond to your letter of Mureh 12,
1970 concerning the participation of this company in the JOBS Pro-
g}:u}n,l;uuler the National Al[ixmcc ol Businessmen and the Departent
of Labor.

Inasmuch as your letter has specific questions we will restate your
question wiih our nnswers,

(1) Where have you oblained most of your JOBS trainees.—
Buasically most of our JOBS trainees have been obtained through
the State Employment Service, although we have obtained other
trainees through cooperation with the Concentrated Employment
program, with the various offices oi the Opportunities Industrinl
Commnission, and in certain areas with the [lh'bnn League. In one
areg, for example Sacramento, we dealt with the Sncramento
Area Economic Opportunity Council.

(2) What kinds of assistance have been furnished to you by the
Naticnal Alliance of Businessmen.—We have been working very
closely with the National Alliance of Busiziecssmen from the stand-
point of obtaining proposal know-how for the submission of our
proposals to the Department of Labor, We have also been given
guidance from time to time by the National Alliance of Business-
men with respect to program operation.

(3) What kinds of contacts you have had with the Department of
Labor.—In all candor our relationship with the Department of
Labor has been a pleasant surprise. The manner of invoicing on
our contracts, both MA/3 anc{) MA/5, has not been difficult to
follow and repayment has also been prompt. We have had audits
by both the GAQ and the Department oFLubor, but we do not
sea anything unusual about that, the government is certainly
caditled to see that, we as a contracior are doing what we said
we are going to do under the NAB JOBS program, that being to
hire and train disadvantaged individuals to the best of our ability.
We have felt that the contractor has had freedom in the day-to-
day decisions in promulgating his contractual performance with-
out any sort of ‘“redtape’ actions. In fact, we feel that the Depart-
ment of Labor has shown remarkable restraint in what certainly
must be a conscious effort not to burden the contractor in any
so-called “‘redtape.”

(4) What your general evaluation of the program is particularly
its strongest and weakest points.—In response to the question of its
strongest points, we are taking the liberty of enclosing NAB
JOBS pamphlets from the Metropolitan Oakland area and the
Sacramento Metropolitan arca. We feel that both of these pam-
phlets give a good estimate of our opinion of the program.

We have given considerable thought in respect to the weakest
points and really some of these points have already been solved.
Under the MA/3 funding proposal we swere allowed to recruit
trainces through various locn.ll community action groups indi-
vidually. Under the MA/5 program we were restricted in a manner

-
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to recruit through the State Employment Servies and Concen-
trated Employment Program, in fuct we feel that this typoe of
restriction plueed & burden on s, inasmuceh as we should bo
responsive to local groups who are going to hear of the program.
We felt that to say to someone who walks in ofl the streel in an
effort to obtain training that we ean not deal with that individual
until he has gone to the State Employment Service for certificn-
tion is somewhat self-defenting. Mauy hardeore/disad vantaged
individuals huve probably alrendy been to the State Employ-
ment Servico and obtained nothing, and to su{ to that person to
return to SES is not really comprehended by the individual,
Any employer who is located within various communities must
bo responsible in an aflirmative way to the people in that com-
munity.

We underatand that under the project JOBS 70 program that
the empleyer can now go to otlier sources. However, the point wo
want to make is that the responsibility to the comurunity must
always be recognized.

(5) What effect the present downturn in the cconomy has had on
your participation in JOBS, and what likely effect further cooling
of the economy would have on your participation.—Our compuny
intends to continue with the JOBS program in sclective areas of
operntion, however, we certainly must recognize the fact that the
s0 called colling of the economy reduces to n degree the turnover
of jobs. This is due to the fact that most people do not change o
job where they have seniority, to another job where they would
ot have seniority, as the seniority factor gives the individual a
pretection against layoff, The effect of this would obviously mean
that in fuiure JOBS programs we would be extremely careful as
to the number of jobs within our commitment. We feel that the
responsibilities of n JOBS program entails the permancuce of
eml)loyment to the trainee who would not have super-seniority
and must take his or her place on the seniority roll.

We feel that the above information along with the pamphleis we
hove enclosed accurately expresses the feeling of this company to the
NAB JOBS programs.

t ours sincerely,
WiLiam C. Bogas,
Personnel Manager.

PeENINSULA MANUFACTURERS ASSOCIATION,
San Mateo, Calif., March 20, 1970.
Hon, Gavronrp NELsON,
Chairman, Senate Subcommittec on
Employment, Manpower, and Poverty,
Waskington, D.C.

Dear Senaror: Thank you for your letter asking Feninsula
Manufacturers Associntion, us n contractor with the Department of
Labor under the JOBS program, for our comments on how cur JOBS
program lias, in fact, worked out in practice. I shall reply to your
questions one through five in the order that you have presented them.

1. Where have you atlained most of your job trainees? This Association
covers the two counties of San Mateo and Santa Clara. Santa Clara
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County was not covered under the MA-3 program as un aren wheroin
National Allinnce of Businessmen could work git now ls). Approxi-
mately 00 percent of our trainees caime from ‘*‘walk-ins’' since our
job training center is in Enst Palo Alto, n heavy minority area. The
other 10 percont came from other locul agoncy roforrals.

Woe would hope that the State Employment Servico can prove to
be o much better source of trainees in tho future.

2. What kind of assistance has been furnished fo you by the National
Alliance of Businessmen? As noted nbove, Nutionul Alliance of Busi-
nessmen did not function in Santa Clarn Count‘yl’w])rior to this timo.
We received no assistunce from NAB in the San Mateo County area.
It was necessary for us (tlwough our sub contractor) to obtuin all
job pledges through our own means. It is our liope that NAB can do
what it was set up to do.

3. What kinds of contracts have you had with the Department of Labor?
The Department lns been involved with us in negotiating, monitoring
and follow-up, The people whom I personally have met are sincere
and_dedicated but, unfortunately, torn by the unrealistic finuncial
guidelines as to the cost of training a given individual and the very
obvious socinl desirability of taking that individual off the unemiploy-
ment rolls,

4. What 1s your general evaluation of the program, particularly its
strongest and weakes! points? Certainly the strongest point in its favor
is the philosophical sociological concept that people should be trnined
for a job which does in fact cxist. The on-job training conzept; the
pre-employment orientation—this last is most important for people
who have never licld a job for any length of time or perhaps never
omployed at all. The national goal of total employment is a strong

oint.
P Weakest point would appear to be unrealistic guido lines, a lack of
firm conviction that a primary purpose is getting and keeping an
individual employed. Lack of understanding and true commitment
on the part of employers; lack of “good” job potential and advance-
ment.

5. What effect has ts turn down of economy had on the program and
what further effect will more cooling have? Wo have noted an obvious
lack of jobs witl* “onsequent number of pledges being unfulfilled by tho
comi)anios. Bconsmic pessimism on industry’s part has been trans-
lated into the minority community.

In our application for MA-5 program, it was nocessary that we cut
beck our training staff critically.

* %k %

You requested additional comments and suggostions. I wish to
submit the following:

1. The pricing phnosophy seems to be out of line ard unrealistically
based on trainees man days on the job. Our subcontractor indicates
he has less than 50 percent chance of recouping frontend costs which
makes the program an extremely high risk/low gain venture oven
though our subcontractor added no profit. Business seoms yot unwil-
ling to become involved other than the most sophisticatod and largest
of them. It would agpear that provisions should be mado that oxtra-
ordinary oconomic loss might be covered by government in order to
ontice more private participation,

e o+ ——
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2. There appoars to be an unwillingness by the architects of the
program to tako into account pust programn experionce in redesigning
new and more applicablo sots of guidehnes in all areas, particularly in
costing, Guidolines for consortinins of smallor firms and unrelated
industiios are another example of restrictive and often second haond
ideas on how programs should be run rather than being based on “flest
hand” prograin oxperience.

3. The program should never be politically oriented and should
bo less depondent on federal economic policies which can underinine
the good, idealistic objectives,

4. 'The current admnistration’s commitment to the program should
ring out loud and clear at the highest levels to avoid existing confusion,
contradiction, and policy clmos at the lowest operational levels.
The conviction mwany of us have that these social problems can and
must be solved by the private sector who can do so more officiently
more cconomically, am} more rapidly, does not appear to be shared
by government employces.

In a nutshell, it seoms to us here that this program is outstanding
in concept but bogging down increasingly as it spreads out from
Washington into the local arcas.

Sincerely yours,
Jonn J. Murray, Jr., -
Vice President and Executive Director.

VERrNiTRON CoORP.,
Torrance, Calif., March 39, 1970.
Mr, GayrLorp NELsoN,
Chairman, Senate Subcommittee on Employment, Manpower, and

Poverty, Washington, D.C.

DEear Sin: In reply to your inquiry on our experience with the
JOBS program, we are ploased to furnish you with .he following
information:

(1) In southern California, our recruitment activities of dis-
advantaged unemployed applicants have been coordinated by
the Community and Human Resources Agency (a local com-
munity service organization) and certification has been made
through the California State Em[)li)jyment, Service, and South
Central Los Angeles Concentrated Employment Program, The
sources of our JOBS trainees to date have been through the
following agencies (listed in order of highest number of trainee
referrals hired)

California, State Employment Service.
Department of Public Social Services.
Concentrated Employment Program.
Company recruitment.

Culifornia Vocational Rehabilitation Center.

(2) Vernitron’s MA-3 contract with the Department of Labor
stipulated that recruitment assistance would be provided by the
local Californir. State Employment Service Office. This contract
was intorproted by the State employment service office to mean
that all State assistance would be provided by the Concentrated
Employment Program, rather than CSES. The Torrance Em-
ployment Gffice indicated a willingness to assist Vernitron in
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referring trainees initinlly, Later the Torvance office indiented
that their instruetions wero to vefer all fob openings to the CEP
oflico. Tho jurisdictional disputo that ovollved crented sovere
recruiting problems in thoe carly duys of our contract when trainces
were budly needed. Most of out former trainees lived in our general
community and an ample sul)ply of potentinl hires scemed to
exist, The CEP offico is {ncntm somo distanco from owr plant and
referrals from their nrea presented greater problems than those
of the loeal disndvontaged individunls, Examples of such problems
were commuting time, child eare, publie transportation availuble,
cte. Of the original 13 trainees hired through the CEP office nono
retnnin with us today. The National Alltance of Businessmen
understood the problems confronting Vernitron by this interpre-
tation; howover, with a singular exception, the NAB office was
unable to correet the situation in a timely manner. When tho
problem was resolved n[|)pro.\'imntcly o year later, our firm’s needs
were minimal to what they were.

{3) Our contucts with the Department of Labor have been
satisfactory through the periodic visitations to our facility for
program cvaluation.

{4) Our goneral eviluation of the stronger points.of the pro-
gram le in the overall benefit to disadvrmt.ugozi porsons in being
able to obtain jobs and fulfill their place in the labor market
both socially and cconomically. In addition to comments in
section two above, other weak points include the lack of orien-
tation of the trainces by the various govermmental agencies
involved in referrals and an apparent numbers game approach to
the program which was devoid of the human considerations
necessary in preparing and reforring trainces to Vernitron.

(5) The present downturn in the economy has virtually negated
our participation in the program at this point, and further roces-
sion would virtually climinato our ability to participato at all,

In summary, the major obstacle to making the total program
more offective locally, that is, the interaction of local State
agoncies was unique to southern Californin and did not present
any problem for the other facilitics of Vernitron outside of Cali-
fornia. It is our opinion that the JOBS program is very worth-
while and should result in lesser training costs to tho governmont
and the taxpayers. We highly recommend a rcevaluation of the
reeruiting procedures to minimize probiems of administration to
the private sector.

If we may be of any further service to you in supplying information
for your hearing, please make your requests known.

Sincerely,
Pauvr E. McKzs,
Personnel Manager.

Replies wore not received from McDomnel Douglas, Huntington
Boach, Calif.; Southern California_Association of Cabinet Manufac-
turers, Los Angeles, Calif.; Better Jobs Through Trairing, San Diego,
Calif.; and Nationel Home Furnishings Educational Foundation,
San. Francisco, Calif.
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District of Columbia

Roplics wore not rocoived from Diversified Furniture Corp,,
Washington, D.C., and Groater Washington Food, Washington, D.C.

Florida

HenbersoN's PonrioNn Pak,
Bonbpew, INc.,
Mairch 30, 1970.
Hon. Gayrorp NELSON,
Chairman, Subcommiltee o5 Emgloumcnt, Manpower, and Poverty,
U.S. Senate, Washington, D.C.
Dear Sit: Inreply to your letter of March 12 regarding the emaploy-
ment, manpower, and poverty program that we are currently par-
t}ciputi}ng in, I have listed below the answers to your questions 1
through 5:
g(l) Almost 100 percent of our trainees have been obtained
éln'opgh the various offices of the Florida State Employment
ervice.
(2) Our local National Alliance of Businessmen office has been
most helpful. They Frovide us with information and technical
: assistance necessary for us to carry out the reporting procedure
I required in the JOBS &)rogram, to invoice each month, and also
handle certification and publicity concerning the program.
i (3) We have contact with the Department of Labor each
f month during the normal invoicing procedure. Also a representa-
j tive of the Department visits us frequently to sece how the pro-
; gram is progressing and to offer their assistance,
t (4) The program encourages an industry, such as ours, to
: participatoe In the social and economic deve opment of the com-

i munity. From a business standpoint it also provides the basic
; source of manpower which when sufficiently trained, can be uti-
! lized to fill more responsible positions. The weak points, from
1.

our standpoint, would bo the extra cost of training employees
under the programn in that a more thau average amount of
training time is necessary.
(6) The downturn in the economy through the present time
lias not had any eoffect on our business to our knowledge. Should
o continued downturn in the econemy adverscly affect the busi-
.- ness, however, it would most likely result in a reduction of our
manpower needs. The participation in the program overall would
not be affocted.
Qur experience on the whole has been very satisfactory in that we
foel the program has had mutual benefits.
Very truly yours,
JOoEL TARBISH,
Assistant Controller.

T NN e e it By ket b b L 5 it A i i e 5 o sl
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Greater Miami CHAMBER oF COMMERCE,
Miami, Fla., March 27, 1970.
Senator Gayrnorp NEeLsoN,

Chairman, Senate Subcommittce on Imployment, Manpower, and Poverty,
Select Commaitee on Small Business, Washington, D.C.

Dian Senxaror Neuson: Thank you for the opportunity to pass
along to your subcommittee the results of our experience with an
MA~4 Contract with the Department of Labor for the hiring and train-
in%of the disadvantaged,

orhaps a general outline of the program for Greater Miami will bo
helpful in putting our specific replies in the proper context.

sur MA-4 Contract was signed with the Dopartment of Labor on
Muarch 26, 1969, on behalfl of a “consortium’ of 18 Dade County em-
ployers who had committed 361 jobs to the training program. A sub-
contract for trnininﬁ and counseling was signed with Philco-Ford
Educational and Technical Services on April 11, 1969. The contract was
later modified to increase the number of participating employers from
18 to 34, at the same time reducing the number of job commitments
from 361 to 335. This allowed several employers to reappraise their
job needs on & more realistic besis. Job losses were offset by new jobs
brought into the program by additional employers. The modification
was accomplished in %Iovom or 1969.

Now to answer your specific questions:

(1) Aside from some initial input from the Florida State Employ-
ment Service, and from the Concentrated Employment Program of
Model Cities (to whom we were bound by contract to give a 48-hour
priority in filling jobs), most of the recruiting was done by Philco-Ford
and our Manpower Director. The initial training class was the largest
and most successful group of recruits. In all, 260 applicants were inter-
viewed, of which 154 were certified for the program. 80 disadvantaged
persons were accepted by employers, of wll)mic approximately 60 are
still on the job. More women werc placed on joﬁs than men, which
seems to be the case with other MA—4 programs.

(2) Our association with the National Alliance of Businessmen was
practically synonymous, since jobs committed by employers to the
consortium were part of their commitments to the NAB JOBS pro-
gram. We attempted to use the MA-4 program of DOL to assist
employers in fulfilling their commitments to %AB and to help them
with the extracrdinary costs of hiring and retaining disadvantaged
persons. The Miami Metro office of NAB is located in the chan ber
offices, and the undersigned served as metro director of the NAB
JOBS drive. This association continues for the 1970-71 NAB
program.

(3) Our contacts with the Department of Labor were about what
we expected. It took from December of 1968 until the end of March
1969, to put the consortium together, negotiate the contract swith DQOL
and the subcontract with Philco-Ford. Trying to hold the consortium
together during negotiations was a major cffort. On the eve of signing
the contract with DOL, two employers withdrew more than 160 jobs
from the program. This was later partly overcome by the modification
referred to above.

On January 14, 1970, the regional manpower administrator at

Atlanta was notified that our subcontractor, Philco-Ford Educational
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and Technieal Services, wished to discontinue the program because
ol the problem of recruiting trainees. This followed numerous dis-
cussions between all partics concerned about the lack of male recruits
for the program. This situation, and the reasons for it, are outlined
in a later paragrapli. As of this date, the training program has been
greatly recﬂwed, and we are still awaiting word from the Department
of Labor as to a final settlement of the contract,

(4) The basic premise of the MA-4 programn (and its successor,
the MA-5 program) is a valid one: assisting willing employers with
the extraordinary costs of hiring and retaining disadvantaged persons
who would not normally be considered candidates for employment.
In actual practice, it is not by any means ecasy to carry out. Since
there are hang-ups on both sides, the training staff and the chamber’s
manpower dircctor spent considerable time ironing out difficulties
alinost on a one-to-one basis. Perhaps the weakest point of the MA-4
program was the slow reimbursement by DOL of training and re-
imbursement costs. Because of the timelag, « program of any dimen-
sions requires a large investment from the private sector before there
is any visible return to cover employment, training, and administra-
tive costs. This encourages minimum training programs for lower
level jobs. We understand this has been corrected in the JOBS 1970
program,

(6) The present downturn in the economy will undoubtedly have
its effect on the employment picture in Dade County. Our situation
is somewhat out of the overall condition in that our MA~4 program
has, for all practical purposes, come to an end. The remaining unfilled
jobs are sti uvuiln,b{e through the NAB Jobs Control Center, which
works closely with the Florida State Employment Service.

This is part of a larger picture, too, in that slmost half of the
jobs committed in the 1969-70 JOBS drive of the NAB have not
been filled. This has been ascribed to an unemployment rate in Dade
County of less than 2 percent prevailing until the present cooling
of the economy. Other contributing factors were low wage rates of
some of the jobs; transportation problems in getting to and from
t_ahg job; and an inability to find disadvantaged males to fill available
jobs.

A further cooling of the economy may meke some of these jobs
more attractive, while at the same time some of them may disappear
through employment cutbacks and retrenchment. The 1970-71
JOBS drive of the National Alliance of Businessmen is already under
way in Greater Miami, and will concentrate this year on summer
jobs for in-school youth. Jobs for the hard-core disadvantaged will
continue as a corollary effort, responding to employer and employee
needs as the economic situation requires.

We have attempted to give as complete a picture of our experience
as possible without going into too much detail. However, if further
infermation would be helpful, we will be glad to supply it. We hope
this recounting will be of some value to your subcommuittee hea.rin%s.
Attached is a copy of our announcement to the local press about the
reduction in the II)VIA—«; training program.

Sincerely yours,
Lester FrREEMAN, Ezxecutive Direcior.

43-402—70—4
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[Greater Miami Chamber of Commerce news release]
CuamBer Repuces TraiNiNg Program

A reduction in its job training program under an MA-4 contract
with the Department of Labor was announced today by the Greater
Miami Chamber of Commerce. An inability to find recruits was cited
as the reason.

Announcement was made at a board of governors meeting by
Charles L. Clements, Jr., chairman of the chamber’s Community
Affairs Action Committee, which organized the MA-4 manpower
program in cooperation with Dade County employers and the Na-
tional Alliance of Businessmen. The program was designed to hire and
train disadvantaged persons to fill jobs made available by the
employers,

“We are having to face up to the fact that we have run out of re-
cruits,” said Clements. “In spite of an all-out effort, we are simply not
finding people to fill the avaiiable jobs, especially jobs for men. We
did better m placing women on the job, which seems to be true of
other MA-4 programs. It would helF if we could convertsome of our
jobs”for men to jobs for women. Uafortunately, this has not worked
out.

A “consortium’ of employers was formed in March 1969 as a means
of helping with the extrnordianry costs of hiring the unemployed and
the underemployed. Under the DOL contract, employers are reim-
bursed for traiming costs, including those portions of on-the-job train-
ing considered unproductive.

“This reduction in training activity in no way implies a lessening of
job opportunities in Dade County,” Clements continued, ‘‘since un-
filled jobs are assumed as job pledges by the National Alliance of
Businessmen. Every effort will be made to fill them.”

Initially, 18 Dade employers signed up for the program, offering a
total of 361 job openings. Philco-Ford Edueational and Technical
Services was hired to do preemployment and motivational training.
This program is now proceeding on a minimum basis. -

In administering the contract, it was found that some ‘employers
had overcstimatecf their needs. At the same time, additional em-
]i}oyers expressed interest in it. A ‘modification of the contract in
November 1969 increased employer participation from 18 to 34 and

reduced available jobs to a more realistic 335. :

_ “We welcomed this additional participation in the program,” said
Clements. ‘It was our hope from the beginning to serve the needs of the’

small employer.. The reduction in jobs alse recognized that in some
cases lack of public transportation was a problem; employees couldn’t
get to the job site. \
“Recrniting; however, was our No. 1 problem from the first,”
Clements continued. “We had to devote more time to it than any-
one had ‘expected. In addition to some recruiting by public agencies,
a large number of the S0 placements were reeruited directly. Most of
these are still on the job, which shows a good retention-rate. Our
most successful placements were with banking institutions. Twenty
women were placed in these jobs and are still there.” -
Clements reporteéd that the Departinent of Labor was regularly
informed of the progress of the program, and had been made aware
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of the inercasing difficulty in recruiting. According to the terms of
the contract, March 25, 1970, is the latest date for feeding new
trainces into the program. It is likely that Department of Labor
directives will be forthcoming after that.

“We frankly don’t know all the answers in this situation,” said
Clements. “Possibly our unemployment rate in Dade County is not
as high as we thought. Perhaps what is really needed is an upgrading
of job skills to help disadvantaged persons qualify for better jobs.
"This is the task that OIC has taken on, and we hope they're going
to be successful at it.”

Clements was referring to the Opportunities Industrialization
Center, modeled on_ the Rev. Leon Sullivan’s Philadelphin project,
which was sponsored in Miami by the United Black Federation, the
Greater Miami Coalition, and the Greater Miami Chamber of Com-
merce. The Miami center presently has training programs underway
aimed at improving job skills of the underemployed.

Mr. Clements also announced the pending appointment of Mr.
Charles B. Potter, Vice President of Burdine’s, as this year’s metro
chairman of the National Alliance of Businessmen, succeeding Robert
H. Fite, chairman of the board of Florida Power & Light. Mr. Potter
will attend the NAB director’s meeting in Washington this week,
and will confer with President Nixon, Vice President Agnew, Cabinet
members, and several State Governors in a planning session for the
year's activities.

It is expected that the NAB program this year will concentrate
on summer jobs for youth, along with a continuing effort toward
employment of the disadvantaged and the underemployed. The
Department of Labor is assisting with the latter employment phase
with its MA-5 program, of which eight individual contracts are
already in force in Dade County, covering 225 jobs.'

SineLETON Packive Corp.,
Tampa, Fla., March 24, 1970.
Senator GavLorp NELSoy,
Chairman, Senate Subcommitice on Employment, Manpower, and
Poverty, U.S. Senate, Washington, D.C.
Sir: We are most happy to comment on your questions as outlined
in your letter of March 12.

(1) Our job trainees have been obtained by word of mouth,
newspaper, and the Florida State Eraployment.

(2) We have had very little contact with the National Alliance
of Businessmen.

(8) We have had two monitors of the system and telephone
conversations with the Department of Labor on any problem
that arose which were handled at the time. :

(4) We feel the program definitely hias good merits both for the
individual as well as the local commuunity and country. We are
definitely upgrading individuals who thought they were not
capable of earning a living and now find they are self-supporting
and have a place in the community. The effect can be very far

~reaching.
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Tho strongest point is that we are sble to get people into the
program that wo were unable to get to work before.
We have not been in the program long enough to judge any
Bzwticulm‘ weak points and would prefer to participate longer
ofore making a statement on this.
(5) We are in the food processing business and since people
have to ent the downturn in the economy has not had this mnuch
-of an effect on our business.
We hope that this information will be of help to your and your
committee. If we can be of further assistance please advise.
Very truly yours,
Joun E. Dugaan,
Vice President.
The letter sont to Globe Bag Corp., of Miami, Fla., was returned
by the post office as undeliverable. The firm has undergone a change of
name and further correspondence has been initiated.

Georgia
MEeADp PACKAGING,
Atlanta, Ga., Mareh 27, 1970.
Senator GayLorp NELSON,
Chairman, Senate Subcommatiee on. Employment, Manpower, and Poverty,
U.8S. Senate, Washington, D.C.

DEear Sir: We are happy to reply to your letter of March 12 by
%)ncluding complete information in answer to the questions raised
¥y you.
I hope that the information is of value to you and answers the
specific points you brought up.
Sincerely,
Rorert M. O’'HaRra, President.

1. Where have we obtained most of our JOBS trainees? The greatest
single source has been the Georgia State Employment Service neigh-
borhood service centers. The remainder are referred by the Urban
League, Atlanta Community Action Committee, present employees,
former trainees, and walkins,

2. What kinds of assistance have been furnished us by the National
Alliance of Businessmen? The National Alliance of Businessmen
offered encouragement and promised assistance, but to date little
assistance has been received, primarily due to the understaffing of
NAB in Atlanta.

3. What kinds of contacts have we had with the Department of
Labor? The Dspartment of Labor offered advice and interpretation
in contract preparation. During the fir:: year of the contract, we have
had two onsite visits. We have initiated numerous telephone calls
requesting interpretation of contract guidelines. We have been very
pleased with the role played by the Department of Labor in the
preparation and implementation of our JOBS training contract.

4. What is our general evaluation of the pro(é;mm, particularly its
strongest and weakest points? We feel that the JOBS training program
has tremendous potential for helf)ing solve the problems of effectively
utilizing a previously unusable labor source. We also believe that a
vehicle of this type 1s the surest means of ameliorating the problems
of poverty among the disadvantaged.
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Based en our experinnees, we feel the JOBS program strengths and
wealknesses are as }ollows:
Strengthsy

(1) It provides tho economic assistance necessary for meeting the
excessive costs of developing the disadvantaged individual into a
productive citizen.

(2) It provides an opportunity for an organization to develop,
internally, the techniques, knowledgs, and expertise required to deal
effectively with the previously insurmountable barriers to the success-
ful employment of the disadvantaged.

3) It helps focus public attention on the plight of the
disadvnntage(ﬁ.

W eaknesses

Lo (1) The National Alliance of Businessmen and the Department
of Labor personnel who help prepare contracts do not adequately
b understamy the problems organizations will encounter in employin
the disadvantaged. Consequently, the contract, as written, may ten
to limit the organization’s flexibility to handle serious, but unantici-
gatod, problems. For cxample, the contract does not allow the flexi-
ility to train people for jobs which represent more opportunity but
were not initially included in the contract; nor does the program allow
for the cooling of the economy and the effect this has on the placocment
of trainees.

{2) There is little encouragement of a sharing of experiences from
contractor to confractor. Each contractor is faced with reinventing
the wheel.

(3) The limiting of contracted services to only the economically
disadvantaged immediately creates o dual set of standards. This fact
makes the task of gaining acceptance of the trainee by existing
employees much more difficult.

(4) Due to the nature of the payback system, the company finds
itself in a position of compromising its desire to effectively train those
for whom the program is designed, as opposed to those who would
sssure the company the highest rate of retention.

(5) How has the present downtuwrn in the economy affected our partici-
pation i JOBS, and what likely effect will further cooling of the economy
have on our participation? The present downturn in the economy has
affected our organization mildly. Qur operation is one.of seasonal
fluctuations, with our peak coming in spring and summer and tapesing
off in the fall and winter. A further cooling in the economy could
present serious problems for us in placing employees for permanent
assignment after they have been trained.
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Biss MaxuracruriNg Co.,
Macon, Ga., March 25, 1870.
Hon. GaYLorp NELSON,
Chairman, Senate Subcommiitee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.
Dear Senvaror NEeLson: This is in zeply to your letter of March 12,
1970, requesting information concerning our involvement in the

“JOBS 70 Program’”.
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(1) All of our JOBS trainees were certified by the State Emn-
ployment Service and most of them were referred to Bibb Manu-
facturing Company by the State Employment Service. A fow
applied for work directly to Bibb Manulacturing Company be-
fore being certified. If we considered them eligible for the MA-5
Program we sent them to the State Einployment Service for certi-
fication.

(2) The National Alliance of Businessmen has furnished the
following kinds of assistance:

(n) Assistance in the preparation of the contract proposal.

{b) Assistance in obtaining pertinent manuals, report
forms and other information.

(¢) Assistance in answering questions and in obtaining
answers to other questions on the JOBS program from the
Department of Labor.

(d) Informal visits to Bibb Manufacturing Company to
ascertain the number of persons hired, trained and retained
under the JOBS contract and to assist as needed. The
National Alliance of Businessmen las assisted generously
whenever assistance was needed.

(3) Contacts with the Department of Labor have inclirded the
following;

(@) Numerous discussions by telephone with assistants
of the Regional Manpower Administrator during prepara-
tion of the contract proposal. These telephone calls were
made to obtain clarification of written guidance on the JOBS
program and to obtain the benefits of their experience in
reviewing other similar contracts. These contacts were most

helpful.

(II;) Visits with representatives of the State Employment

Service to_coordinate procedures for obtaining employees
under the JOBS program.

(4) We consider the overall program to be excellent.

(@) Its strongest point s that it provides for orientation,
counselling and other incentives which motivate the majority
of disadvantaged trainees, thereby making them productive
memnabers of society.

(0) On the other hand, its weakest point appears to be the
ease with which JOBS trainees can quit work and soon
thereafter begin drawing compensation from the Govern-
ment. It appears that fewer JOBS trainees would quit work
if they were required to wait for a longer period of time after
quitting before receiving any compensation from the Gov-
ernment. In other words, legislation should make it ex
tremely difficult for an individual who is capable of working
not to do so, provided suituble work is available.

(5) Downturn in the economy has had an adverse effect on our
participation in the JOBS Program.

(¢) The downturn in the economy, combined with other
factors internally, has reduced our estimated requirement
for JOBS trainees. For example, we had hired only 121 JOBS
trainees through March 16, 1970 compared to our estimated
requirement for almost 400 by that date. We auticipate that
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we will hire the total numboer of JOBS cmployces (400) in-
dicated in the contract before the contract expires on May 18,
1971. However, we will Lire some of them too iate to enable
us to be fully reimbursed in accordance with the contract.

(0) TFurther cooling of the cconomy would further reduce
our requirements for JOBS trainees. 1 further cooling of the
cconomy is severe and happens in the near future, it is quite
likely that we will need to hire only 200-300 JOBS trainees
before May 18, 1971, rather than 400.

We are happy to cooperate with you in any way we can on your
Sub-committee endeavors. If we can be of further assistance in the
future, please do not hesitate to call on us.

Sincerely,
MaxwerLr 0. THoapsoN,
Director of Indusirial Relations.

.Furron Corroxy MILLs,
Atlanita, Ga., March 19, 1970,
Hon. Gsyrorp NELsox,
Chairman, Senate Subcommittee on Employment, Manpower, and Pov-
erty, Senate Office Building, Washington, D.C.

Dzar SevaTor NErson: We are most pleased that you have given
us an opportunity to answer some specific questions concerning the
JOBS program. Here are the answers to the five questions asked in
your letter of March 12:

(1) The majority of our trainecs are obtained through the
Atlanta Concentrated Employment FProgram; some are referred
to us by the State Employment Service.

(2) The NAB contacted us originally some three yvears ago
and explained the program which was in effect at that time.
Subsequently, conferences with NAB officials brought us to the
point of applying for a contract to operate a training program at
Fulton Cotton Mills. The NAB has continued to counsel our
people who are responsible for the program.

(3) The Department of Labor assisted us in the preparation of
our original eontract. The officers of the Regional Office have been
readily available to answer any questions we had concerning the
rules and regulations of the program. They have been prompt in
approving our invoices for payment. In all, we have been most
}))leased with the attitude and helpfulness of these people in the

epartment of Labor who have the administrative responsibilities
for the program.

(4) Here are the program’s strong points:

A, We are getting employees from one of the ghetto areas
o{ Atlanta, which i1s adjacent to our mills and finishing
plant. .

B. We are reaching people who would not normally
contact us for employment.

C. Favorable national and local publicity has been helpful
in stimulating prospective employees to seck jobs under the
program.
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D. While the monetary ussistance through JOBS has
helped to offset some the cost of training the so-called
“hard-core,’ it does not cover the entire cost to our company.

There is one major weakness in the program (which could be
partially blamed on the contractor) and that is the problem of
keoping many of the trainces on the job insofar as punctuality
and regular attendance are concerned.

(5) Insofar as our operation is concerned, and this is primaril
due to the type of business in which we are engaged, wo still
have a need for the training program. This is primarily due to
the high turnover of our new empToyccs, which could be partialiy
the result of our level of compensation and our type of manu-
facturing operation. If unemployment continues to increase, we
would still Lave a decided need for training employees, although
under these circumstances we would be in a more selective
position in respect to who we may or may not employ.

In closing, we would like to make this observation that in our
experience the JOBS program is the most practical one we have ever
undertaken with the Federal Government. The effort on the part of
the Government to keep the program simple and operative—in our
opinion—has been most successful.

If we can provide you, or your committee, any further information,
we would deem it a privilege if you would call on us.

Respectfully,

MEnNo ScuoenBacH, Vice President.

Hawaii

Replies were not received from Hawaii Hotel Association, Honolulu,
Hawaii, and Hotel Consortium of Hawaii, Honolulu, Ha\waii.

1llinois

CPC INTERNATIONAL,
Arge, IU., March 25, 1970.
Hon. Gayrorp NELsON,
Chairman, Senate Subcommitice on Employment, Manpower, and
Poverty, U.S. Senate, Washington, D.C.

DEear SenaTor NELson: In reply to your letter of March 12, we
welcome the opportunity to respond to the questions. I shall attempt,
in a brief nariative, to describe our position concerning the JOBS
program.

I would like to point out first that we have operated a MA-3 pro-
gram from November 1968 to present. During that period of time,
we employed 341 certified personnel and have on the active payroll
today—146 men. Percentage wise, we have retained nearly 43 percent
of the trainees. We also have a MA-5 contract that began in January
of this year and will expire in June 1971. To date, we have employed
70 men and have realized 5 terminations. We feel that because of the
experience realized from the MA-3 involvement, we have been able
to develop a program under MA-5 to meet not only society’s needs
but our own plant needs as well. Combine these two needs with the
individual’s needs and we feel that the program to date is successful.
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I will now answer your questions in numerical order. Please realizo
that I will be discussing two programs, and when doing so, I will
designate the difference.

(1) Our trainces for both programs sre channeled through the
State Employment Service or Concentrated Employment
Program. The trainees reside geographically on the south side
of Chicago. For clarification, the geographic area would be 30th
Street on the North, 100th Street on the South, the lake on the
East and Harlem Avenue on the West.

(2) The Chicago Alliance vf Businessmen has contacted us
about our pledge, hias sent information concerning Manpower
Programs, held luncheons and we had one visist from a repre-
sentative.

{8) During the development of the proposal and negotiation
of the contract, we had frequent phone or personal contacts.
Since commencement of the last program, we have had several
visits by the “Contact Monitor.”

However, we have had requests for interviews, information
and the like from different agencies under contract to or working
with the Department of Labor. All situations involves either
answers of some sort from the management of the plant, myself
or interviews with the trainees.

(4) We believe the program is an effective means of employment
of the disadvantage. A very important factor in the pro%rams
is the degree of effectiveness of the training concepts employed.
We feel our approach to this phase of the JOgBS program has been
successful.

(5) Here, at our Argo, Illinois plant, we basically produce food
commodities and allied products. We do experience & sales reac-
tion allied to the national economic situation; however, the
reaction is not as great as is experienced in auto, hard metals or
plastic industries. We cannot presently foresee difficulties in the
continuation of the current contract.

It is hoped that we have been able to answer your questions fully
and to offer the information you desire. I am the Program Director or
as the Department of Labor contract calls me “Contact Person.” If
we can_be of further assistance, please do not hesitate to call on us.

Sincerely,

Doxarp L. McCAMBRIDGE,
MIND Director.

BorNEY Bros., INc,,
Chicago, Ill., April 2, 1970.

Hon. Gayrorp NELsoN,
Chairman, Senate Subcommitice on Employment, Manpower, and Poverty,
Senate Office Building, Washington, D.C.

Dear Senator NELson: In response to your request for informa-
tion regarding our participation in the JOBS program (MA-4), the
following comments sum up our experience:

(1) The trainees are recruited from a cross section of the inner-
city and ghetto areas of Chicago. We have received, and continue
to receive, referrals from the counseling staff at correctional
institutions, The Opportunity Industrial Center, The Illinois
State Employment Service and a number of social agencies
throughout the city.
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(2) The National Alliance of Businessmen has been most lielp-
ful by sponsoring workshops that provided insight to thoe dis-
advantaged or unemployed. Further, they have provided informa-
tion about other companies involved in the MA-4 program in
regard to techniques and methods used success['ul}y in their
training endeavors.

(3) We have had continuing personnel contact with a repre-
seutntive from the District Office of the Labor Departiment at
least once cachi month in the nature of & visit to our plant and
contact by telephone when requived. The Department has also
provided the assistance required to complete the necessary paper-
work and reports.

{4) This program appemrs to be one of the most effective in
providing job opportunities for our minority groups. The funds
(MA-4) provide t{le employer the economic support necessary to
train disadvantaged and unemployed people. The special support
services, the awareness training necessary for supervisors, and
the establishment of the National Alliance of Businessmen are
additional components that could not have been provided with-
out special funding assistance. If the program, as it is designed,
has weak points it would have to be the certification process by
the State Employment Offices. The failure to adhere to the
certifying guidelines, and the almost dictator-like methods of
dealing with employers, are subjects in the local program that we
feel require clarification,

(5) The current state of the economy has not adverscly affected
our sales volume. However we are reducing our work force. This
has been caused by recent very high labor contract settlements
and our ingbility to pass the increased cost on to the consumer.
This strong consumer resistance to increased prices has generated
an extensive review of our labor costs. By simplified production
methods and new equipment we have reduced our work force to
balance our increased costs.

As o businessman, exposed to the realities of the market place, our
gre&tesb requirement is the limitation of infiation and erosion of our

ollars. With this accomplished it will be less difficult to negotinte a
realistic labor contract and permit a more orderly training of the
employees who enter our work force.

Thank you for the opportunity to state our experiences and opinions
on a subject that we consider essential to our national welfare.

Sincerely yours,

JuLe F. Burny, President.

InstrRUCTIONAL DyYNAMICS, INC.,
Chicage, Tll., March 81, 1970.
Hon. Gayrorp NELSON,
Chairman, Senate Subcommiitee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C

DEesr Sir: Instructional Dynamics Incorporated, administrator of
Chicago Businessmen’s Training Consortium (CBTC), is pleased to
answer your questions regarding the JOBS program. The answers are

in _the order in which they appeared in your letter of March 12 to
CBTC.
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1. All of the trainces ure referred to the program through the Illinois
State Employment Service, In addition, we have had good cooperation
from private agencies such as the JOBS NOW program, Tri-Faith
Employment Service, and the Job Corps GATE-House,

2. The Nalional Alliance of Businessmen has assisted the CBTC in
0 most cooperative manner. Individual members have also been very
helpful in supplying information regarding job openings, and CBTC
maintains close coutact with the Chicago Alliance ol Businessmen.
Juck Lhotka, the Metro Director, has been extremely helpful in provid-
ing information leading to job openings and other advisory services.

_ 3. We have maintained close contact with the Department of
Labor, and have been great-l?' helped by its cooporation.

4. 'The JOBS principle of hire first makes this the most cffective
attempt on the part of the governmeut to alleviate the problems of
uncmployment and lack of skills for the disadvantaged. Our experience
with mstitutionnl programs under MDTA such as Job Opportunitics
through Better Skills, the Concentrated Employment program, and
JOBS NOW have all suffered because of a lack of suitable employ-
ment for trainees. However, the JOBS program’s strong point is the
provision for the existence of the jobs prior to training while the
wenkest aspect is the case in which » company can withdraw its
job commitinents,

5. One segment of the CBTC training is being severely jeopardiszed
beeause jobs originally pledged were withdrawn as a result of cconomic
downturn. Further coo}ing of the economy would very likely have an
adverse effect on the other segments and would also severely inhibit
the growth of the program.

Very truly yours,
JEroME H. Browx,
CBTC Program Director.

InterNATIONAL HARVESTER Co.,
Chicago, Iil., April 1, 1970.
Hon. Gayrorp NELsON,
U.8. Senate, Washington, D.C.

Sir: This will acknowledge your letter of March 12, 1970, in which
you ask us to comment on how our various JOBS contracts with the
Department of Labor have worked out. Following are a few comments
with respect to the five specific questions which you have raised in
your letter:

(1) We have obtained the majority of our JOBS trainces
through the efforts of the various state employment services. We
have received excellent cooperation from the different state em-
ployment services in helping us to source and recruit jobless dis-
advantaged individuals. In addition, we have also worked with
other private organizations such as the Urbsn League, Tri-Faith
Employment Project, Woodlawn Organization, and these organi-
zations also have been helpful in sourcing trainees for our
programs. :

{2) Our first program actually started in March of 1968, about
the same time as the National Alliance of Businessmen was
getting organized here in Chicago and elsewhere throughout the
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country, Scvoral members of our Company at various times
have beon on loan to the Nutional Allinnce of Businessmen in
assisting them in their efforts. Innsmuch as our program first
started at the same time as the Allinnce was formed, we have
had to rely infrequently on their direct assistunce; however,
when we have requcsteg assistance, we have received oxcoellent
cooperation.

(3) We have received three contracts with the Department of
Labor—an MA-3 Contract in 1968 for the training of 260 hard-
core disadvantaged individuals. In 1969, we wore awarded an
MA-4 Contract for the training of 230 hardcore disadvantaged
individuals. Only recent(liy, we were awarded an MA-5 Contract
to omploy and train 85 disadvantaged jobless individuals.

(4) We have been particularly pleased with the JOBS program
and the cooperation we have been receiving from the Department
of Labor in helping us implement these contracts. Our first two
contracts with thquepnrtment of Labor were for the employing
and training of individuals in our manufacturing and depot opera-
tions for entry point positions. Qur most recent contracts adds
an entirely new dimension to our commitment to the JOBS
program, inasmuch as we are now employing and training disad-
vantaged individuals in our sales area as mechanic helpers in our
branches and stores. We have employed only those individuals
who have been certified as disadvantaged by the state employ-
ment services and who otherwise do not meet our normal employ-
ment standards. Through these programs, we have demonstrated
that with the proper training and motivation and orientation we
can take many disadvantaged, jobless individuals and turn them
into productive wnrkers.

(5) We are continuing to employ and train hardeore disad-
vontaged individuals as job openings present themselves in our
sales and manufacturing operations. We are finding it possible, on
a sclective basis, to continue these programs in spite of some
slowdown in general business activities of our Company. If noth-
ing more, even by normal attrition we have been able to continue
ow program. We have had situations recently where we have
been required to lay off newly hired hardcore individuals; however,
we have found that when we recall thzse individuals the vast
majority do return to their previous jobs.

We are continuing to give serious consideration to further programs
with the Department of Liabcr. One progrem at the present time, that
we have already had preliminary discussions with the Department, is
in the avea of pre-apprentice training and these discussions are con-
tinuing at the present time.

‘We have attsched several copies of articles which have appeared in
various publications which might furnish you further additional
background about our programs. If you should require any further
information, please let us knovw.

This has been an important and exciting program for our Company.
the training of the disadvantaged is an area in which there was little
previous experience and few established guidelines. Through these
programs, we have developed a much better understanding of the
problems and capebilities of the disadvantaged. As a resuit of our
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cfforts, and the efforts of other companies, we feel that we have gain-
fully employed a number of individuals who otherwise might not have
been afforded an opportunity to become productive citizens in our
country.
Very truly yours,
H. C. Baxer, Manager,

Unitep Air LiNngs,
Clvicago, Iil., March 23, 1970.
Hon. GAyLorDp NELSON,
Chairman, Senate Subcommai? ee on Employment, Manpower, and Poverty,
, U.S. Senate, Washington, D.C.
; ) DEar Sir: We appreciate your providing us an opportunity to com-
: : ment on our experience with the JOBS Program.
: United Air Lines was among the first corpomtions to make a con-
i tract with the Department of Labor. Our first contract was worked
! out at the Department of Labor Headquarters in Washington, D.C.,
; under the Test Cities Program. We contracted for 420 trainees at
| cleven cities which were: New York, Newark, Washington, D.C.,
. Pittsburgh, Detroit, Cleveland, Chicago, Denver, Secattle, San
Francisco, and Los Angeles. We placed 491 in training under this
program. Under our second contract, the MA-5, we have contracted
to train 500 of the disadvantaged in the same eleven cities. This con-
tract was negotiated at the Department of Labor Regional Head-
quarters in Chicago, Illinois,

We have been working with the various State Employment Offices
in recruiting and certification. While the State Employment Services
have not been our most productive source, they have been most
cooperative. :

Our experience with the Department of Labor at the national,
regional and loeal level has been excellent.

Our trainees have been obtained jointly through State and other
local agencies. Applicants have been referred from other agencies
such as CEP, the New York City Human Relations Commission, as
well as other minority referral agencies. These applicants were sub-
sequently certified as meeting the hard core criteria.

' The most salient ingredients of the program, to us, are the pro-

’ visions allowing for employee counseling, job orientation, and on-
the-job training. These functions allow the in-depth personalized
attention required, in most cases, with the hard core disadvantaged
person to overcome his suspicion; and at the same time, develop his
self-confidence and desire to succeed. The most significant factors
in the program’s success have been the requirement that on-the-job
training be accomplished at the work site rather than in a simulated
work setting, and in the fact that truinees are employees from the
first dany. The most vulnerable area might be the length of time
required to be reimbursed for the “front end” loading of expenses,
which to a great degree, is resolved under the JOBS ’70 proposals.

The downturn in the economy will have some effect on this program
and in our particular case it lias resulted in a re-evaluation of the
schedule established for hiring persons under our contract. Overall,
a further slowing of the economy could vesult in an indefinite delay
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in future classes, since it is necessary to first recull persons who may be
affected by o reduction in force in the Corporation. As you are aware,
JOBS trainees start their Company seniority from their first day in
the Company program, and as a result, when a reduction in force
takes place, are subject to the seniority provisions established.
The National Alliance of Businessmen las been helpful in acting as
o local source of supportive service assistance. The Alliance office has
also served as a means through which employers are able to meet
jointly to discuss, evaluate, and share experiences. Through this
nterchange of information, the overall retention rate of the minority
hires should improve.This is reflected, in our own experience, by the
reduction in turnover of persons hired under the MA-5 Program, we
are engaged in, when compared to our experience under our prior
Test Cities Program.
Sincerely,
Prrcy Woob,
Senior Vice President, Personnel,

Zenites Rapio Corp,,
Chlicago, Ill., April 3, 1970.
Senator GAYLORD NELSON,
Chairman, Senate Subcommattee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.

Dear SENATOR NELsON: In reply to your letter of March 12 con-
cerning our Jobs Program, we would like to make the following
comments:

(1) Most of our trainees were from the four C.E.P. areas with a
percentage breakdown as follows: Lawndale, 70 percent; Gar-
%ield 27 percent; Uptown 1 percent; and Southside, 2 percent.
Recruitment was through C.E.P. with certification by I.5.E.S.

(2; Assistance has been furnished by the N.A.B. They have
supplied job tally cards and occasional correspondence on new
contracts and proposals.

(3) Asfor contacts with the Department of Labor, we have had
personal contact with the Department of Labor people concern-
ing billing, new proposals, terminations, persons on layoff, and
%‘?Ze been visited at least monthly by the field officer, Mr. Michael

ite.

(4) Our general evaluation of the program is as follows: The
strong points would be the melding together of the industrial
manpower to collectively solve the problem which has been
plaguing society for many years; the fact that an economic
commitment was possible through the working together of busi-
ness, industry, and governinent; and the standardization to a
major degree in reporting the quantity of input. .

The weak points would be the lack of communication smong
the various agencies such as I.S.E.S.; D.O.L.; C.E.P.; and local
civic orgenizations; and city, state, and federal government.

- Also, there seems to be a lack of communication and a reasonable

degree of objectiveness between all agencies who have an interest
in this problem. Some of them have as their objective reportin
numbers; others—reporting retention or advancement. Stil
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others are interested in just people end their problems. Addi-
tionally, it would seem to us there should be some ciearing house
as to what kinds of programs are being run and what type of
training is being given so that there could be botter correlation
of programs.

5) As for the present turndown in economy, it has directly
affected the number of trainees we were able to keep as well as
the number of trainees we are able to input. As of April 1, 1970, the
current situation is as follows: Out of 110 trainees input through
the program, 28 percent left of their own accord, 61 percent were
laid off, und the balance has been retained. Should there be a
further downturn in the economy, it will be necessary to lay off
the bulance of those still with us; and we would anticipate hirin
no new trainees nor recalling any of the laid off tramnees untﬁ
economic conditions would improve.

I hope this information will be of value to you in your meetings
on proposed manpower legislation. :

incerely,

Lzronarp F. Luce,
Director, Equal Opportunity Programs.

Replies were not received from General Electric Co., Chicago,
Tll.; Leaf Brands, Chicago, Ill.; Jewel Food Stores, Melrose Park,
Ill.; and Rauland Corp., Melrose Park, Ill.

Indiana

Uwirep Stares Steen Core.,
Pittsburgh, Pa., April 1, 1970.
Senator GAynoEp NELSON, T
Chairman, Senate Subcommittee on Employment, Tlanpower, and Poverty,
U.S. Senate, Washington, I.C.

Dear SEnaTorR NELson: Your letters requesting comments con-
cerning the experience of our Gary Works and South Works with
the JOBS Program have been referred to me in view of the role of
this Headquarters staff in the design and implementation of the Gary
aend South MA-5 contracts as well as the fact that the contracts
are almost identical in content. Concerning the specific questions
contained in your correspondence, the following comments are
believed appropriate:

(1) Although contacts have been made with numerous agencies
concerned with the placement of disadvantaged personnel, the most
of our MA~5 trainees have been obtained from applicants who come

t0 our plants of their own volition and are then certified by State

Employment Services. Others are obteined from referrals by State
Employment Services and. the concentrated Employment Program.

"(2) The National Alliance of Businessmen was of considerable help
in providing our organization with information concerned with
the MA—type of programs. Through their sponsored area meetings de-
signed to encourage participation by industry in federally funded

rograms, United States Steel became initially interested in the
gO S contracts.
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(3) Inasmuch as both Gary Works und South Works are located
in the geographic area assigned to Region V, United States Steel’s
contacts have been restricted to the Department of Labor’s Man-~
power Administration Offica m Chicago, Illinois.

(4) Perhaps the strongest point of the JOBS contract program is
concerned with the provisions dealing with the employment, training,
and retention of new hires. Properly designed projects provide the dis-
advantaged new omployee with academic and manual skills which
sorve as a_ *headstart” program enabling him to more readily ac-
complish the transition %rom 8 non-industrial urban or agricultural
background to the industrial world of work.

The program arca helieved deserving of additional study is the
upgrading or Option B portion of JOBS. During recent years, industry
has hired many applicants who are disadvantaged as to academic and
skills accomplishments. Although industry continues to provide on-
the-job training where possible, the provisions of the upgrading format
intended for ﬁlis population, whereby graduates must receive an
immec ate increase of ten per cent in earnings and be promoted two
skill levels proves to be impractical and/or impossible due to the
unstructure(i) way. that job openings occur and to seniority provisions
of basic labor agreements. .

(5) The present downturn in the economy has not, as of this date,
resulted in any layoff of participants in the MA—5 contracts. Some of
the trainees, however, have been transferred from one department to
another as the result of decreased operations. You recognize that the
participants in the MA—-5 projects represent most recent hires and
further cooling of the economy may eventually affect their retention
due to lack of seniority.

Very truly yours,
: R. Heata Larry,
Vice Chatsrman, Board of Directors.

Kentucky .

L Joss Now, .Inc.,, i . .
NATIONAL ALLIANCE OF BUSINESSMEN, . ..
. : - Louisville, Ky., March 30, 1970.
Hon. GavLorp NELsoN, .. . _
U.8.Senate, Washington, D.C. ; . . .
Dzar SenaTor NELson: I am pleased to respond to your letter of
March 12, - : : S SR -
in general, our enthusiasm for the JOBS program isvery high, in
spite of the problems we have éncountered; because the MA contract
series is performance-oriented. by its very structure. Jobs Now was
started by private:enierprise in Louisville several months . before
NAB-JOBS was created: and: was geared to the performance criteria
of industry. The: structure -and goals: of NAB ivere quite-compatible
with our originally conceived objectives. .. .« ... -1,
‘Let menow attempt to answer your speeific- questions:- = i,/ -
“1 1) - Where you have: obtained most of your JOBS trainees.—As a
- consortium organization, Jobs Now was originally set up:to take
referrals from the Kentucky State Employment Service, Com-
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munity Action Commission, and Urban League, with the Em-
})loyment Service responsible for all certification. Supplies of re-
errals were quite inadequate to fill available openings, with little
or no screening for employable hard-core taking place by the
agencies. This problem became so acute that last September,
Jobs Now found it necessary to assign one of its staff to do re-
cruiting part-time. In a two week period, this one person produced
more than twice as many applicauts as all the agencies combined.
As the program has deveioped credibility in the community, in-
creasing numbers of applicants simply ‘“walked in’”’ to the Jobs
Center to enroll. Certification was set up on site by the Employ-
;ne’r}t Service. Today, eighty percent of the applicants are ‘‘walk-
ins’’.

A unique referral arrangement is also set up with the State
Parole Board, whereby parolees are sent directly to Jobs Now
for processing into jobs. Six to ten trainees per month come from
this . source.

(2) What kinds of assistance have been furnished to you by the
National Alliance of Businessmen.—The National Alliance of
Busiressmen has provided helpful guidance and become a source
of information of Department of Labor policies. Its ability to
intercede at high levels is invaluable. Further, the contact of top
NAB exccutives such as Leo Beebe and Paul Kayser with heads
of large corporations has aided in getting job commitments on
the local ievel.

However, in our judgment, the loose certification process of
theoretical “hard-core” gate hires is an unrealistic measurement
of NAB’s effectiveness in dealing with the really “hard-core”.
Further, it is our experience that the securing of annual pledges
means little, since most industries cannot commit specific job
openings in advance. Our job development has consisted of a bi-
weekly contact with all participating companies to secure specific
job openings, which we feel is more productive than a pledge
campaign,

(3) What kind of contacts you have had with the Depariment of
Labor.—On the whole, our contacts with Department of Labor
officials on the regional ievel has been cordial and constructive.
A special word of commendation is in order for Mr. William
Norwood of Region 1V, who demonstrates a reasonable flexibility
and g genuins desire to reach solutions to problems.

It is still true that simple, routine modifications in the eontract
result in unusuelly long delays of payment.

At times, in our experience, the goal of solving a difficult urban
problem has been obscured by the strict and inflexible interpre-
tation of regulations. It appears to us that instead of an attitude
that says in effect, “How can we make it work”, there seems to
be too much concern with legalistic answers designed to merely
protect the tax dollar. An increasing restlessness with this attitude
is evident among business leaders and is an alarming omen for the
future success of the program. '

43-402—70
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(4)' What your general ‘evaluation of the program is, particularly
" 4ts sirongest and wealkest points.— o
N AL Strengths.— T
(1) The “hire first” principle—with its insistence
_ thet training be done by the employer on site is 4 sound
concept that needs to bo reinforced and magintained—
but, perhaps with a little F‘eut‘,er latitude and flexibility.
" (2) The involvement of private enterprise—business-
‘men’ talking to businessmen—and the utilization of
private enterprise performance standards is  indis-
pensable!! Right or wrong, much ‘of the private sector
is still reluctant to become involved with government
. contracts whereby their. activities can be scrutinized by
" government officials. Further, the less than enviable
record of many state employment services has resulted
“in a lingering credibility gap. ,

(3) In view of the above situation, one of the un-
developed strengths of the JOBS rogram is the con-
sortium approach. This removes the need for admin-
istrative detail from industry and permits much-needed
flexibility. NAB-JOBS is to be commended for its
recent, effort to develop this vehicle.

B. Weaknesses.—

(1) The overall objective to solve the problem of the
disndvantaged is severly hampered and restricted by the
rigid poverty critéria of the Department of Labor. A
more flexible approach is essential which would permit
large numbers of undet-employed to be channeled into
_better paying jobs and thus create a true flow of upward
mobility through all levels of “‘hard-core”.

" (2)Greater flexibility in funding is needed. The best
answer would seem to be n_combination of the best of
JOBS-MA. funding and MDTA funds. In some of the
 higher skill levels, provisions for acquiring. initial job-
_ related skills in an off-site classroom setting is essential.
.. The JOBS guidelines are too restrictive at this’ point
.+ when rigidly interpreted. .
‘" (3) The preseit JOBS program. does not place suffi-
cient. emphasis_snd, effort 1ipon reten tion. More place-
. ment of . ‘hard-core’’ sitply ‘incresses’ ‘disitlusionment,
“despair and Heightens the potential for violence, unless
- ,__‘_..:it,su(l:cee‘d.s,in‘ret&‘ining]ﬁhe_,mlmi on the'job. .,
i Tn ' this context, it ,cpuld‘:bélbbs;ér.v,ed ‘patenthetically,
"thb;t‘pgrha,‘p"s‘NAB‘—_JQBS]\,W’S“'G()Q quick. to expiand to a

eyt sl

o datidnivide effort beforé it had expended more needed
" "\ “effor; to find solutions for problems inl the initial Metro
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not contribute to the ultimate gonl of the pr
reasons just mentioned above.

(5) Most importantly, what ¢ffect the present downturn in the
economy has had on your participation in JOBS, and what likely

i e Ve i g5l




57

effect Jurther cooling of the economy would have on your participa-
tron.—The answer to this question is obvions, A major downturn
in the economy could severely hamper the program. Industry
cannot be expected to create jobs where they do not exist!

In my opinion, this is one of our major concerns. Steps should
be taken immediately to conserve the gains of the JOBS effort to
date, in the event of a significant downturn. We have been con-
‘cerned about this problem for several months in Louisville, I am
enclosing a proposal we have drawn up for a program of lateral
education and training for the “hard-core’” who would be caught
i . ~ in any substantial cut-backs or lay-offs, This is one possible
; ) approach to the problem which, in my opinion, deserves considera-
tion as an expérimental pilot project. Our employment status in
Louisville is alarmingly slow at this time.

Just these few general comments in. conclusion.

The NAB-JOBS program has made an excellent beginning towards
starting a true partnership between government and the private sec-
tor, but a very real credibility gap still exists. In my judgment, this.
gap can only be bridged by more continued involvement of industry in
a formally structured way. )

The NAB has reached a point where continuity needs to be built
in with some permanent skeleton staffing at all levels. In my opinion,
one of the serious deficiencies of the present scructure-is the rapid
turnover of industry loaned personnel. Further, it is becoming in-
increasingly difficult to secure topfight industry executives, since
most Metro arcas do not have enough large corporations who can
afford to loan such personnel. Qur success in Louisville in dealing with
: what we are convinced is the bottom strata of truly ‘““hard-core”
is due largely to a permanent functioning staff of job developing,
counseling and follow-up supportive services, It has. enabled us to
develop expertise in 'dealing with a very difficult problem for which no
easy solutions exist. L : .

I shall be happy tc supply any further information you may desire,
and also documentation for any of the above statements at your
request.

Cordially,

. Vicror L. Priese.

Louisiana

AvonDALE Suipvarps, Inc.,
»* New Orleans, La., March 17, 1970.
Mr, GayLorp NELSON, | o )
‘Chairman, Senate Subcommattee on Employment, Manpower, and Poverty,
© UK. Senate; Washington, DG - T
Dear Mgz, NeLson: In answer to your letter'of March 12, 1970,
please find the following answers to your guestions one through five.
" '(1) Ninety-five percent (95%)-of all our trainees have come
from the metropolitan area of New Orleans. First preference has
been given to the applicants from the designated target-aréas.
(2) The Metro Chairman- and staff has been very. efféctive in
assisting us in both the technical and practical aspects of hiring

1A S AU A A e
Bl




h8

the hard core. They also have been very effective in the handling
of preblems with Employment Security in the referral of appli-
cants to us for placement in our program,

(3) Wan have completed a MA-3 contract and we are now 12
months into & MA~4 contract in welding. We recently submitted
an uﬁ-gradmg contract to the Dopartment of Labor in Dallas
for the up-grading of disadvantaged Helpers to Shipfitters. We
are optimistic that this contract will be approved in the very
near future. We hope to negotinte another MA-6 contract in
Welding that would begin in June of this year,

(4) The National Alliance of Businessmen is a business orga-
nization, which is one of its strongest points. The Metro Chair-
man has insight into the problems we have in training the hard
core and has made himself avesiable to assist us in the many
problems we have had. They also have been instrumental in
the coordinating of all the various groups of disndvantaged people
in the citly, advising them of our program. Also, they have solved
some of the serious problems we have had in securing the applicants
through Employment Security Service.

(5) Our Corporation has been on the up-swing for more than
the last ten years. The projection for continued growth is excellent
and we feel that the general condition of the econcmy today will
have no affect on the availability of jobs for the hard core in our
Plant for the next 12 months.

We feel that the Notional Alliance of Businessmen hsas been the first
realistic approach to solving the same problems that so many other
agencies and organizations have tried to solve in the past. We look
forward to continuing our support to the National Alliance of Business-
men during the months and years to come.

Yours very truly,

Joun A. CHANTREY,
Assistant Director of Insurance and Personnel.

Maryland

Replies were not received from MTD Research and Development,
Baltimore, Md. Reply of Baltimore Chamber of Commerce is in the
appendix to this report.

Massachusetts

Replies were not, received from Hotel Corp. of America, Boston,
Mass., Raytheon Service Co., Burlington, Mass., reply s in the
appendix to this report.

MarcH 16, 1970,
Michigan
Mr. Lynn A, TowNSEND, | _
Chairman of the Board of the Chrysler Corp.,
Detroit, Mrch. .
Dear Mg. TownseEnp: The Senate Subcommittee on Manpower,
Employment and Poverty, which I chair, is now holding hearings on
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S. 2838, the administration’s proposed Mangowm' Training Act. Twa-

days of hearings will be devoted to the JOBS program.

4As I am sure that Jyou are aware, the Chrysler Corporation hes
recently cancelled its JOBS contract. I am equally sure that this was
& decision which was not made lightly.

. Iwould apprecinte it if you would send me a complete review of the
situation which you found yoursclves facing, the options you con-
sidered, and the reasons which led you to fina iy docide to cancel your
JOBS contract.

Because the hearings on JOBS will be held in early April, I would
apprecinte a prompt reply. We may want someone from Chrysler to
testify. Please suggest whom we might contact to do this.

Thank you very much for your assistance.

Sincerely yours,
) Gayrorp NELsON,
Chairman, Senate Subcommiitee on Employment,
Manpower, and Poverty.

CrrysLEr CoRp.,
Detroit, Mich., March 23, 1970.
Senate hearings rs S. 2838.
Hon. Gayvrorp NiwLson,
Chairman, Senafe Subcommitice on Employment, Manpower, and
Poverty, U.S. Senate, Washington, D.C.

My DEear Senaror NELsON: In response to your letter of March
16, 1970, your request is being processed in Mr. Townsend’s absence
because of your time schedule.

To quote from your letter, ‘‘Chrysler has recently cancelled its
JOBS contract.”” Since this is not factually correct, may we take this
opportunity to review the facts with you and provide a framework
for understanding the total situation.

On February 1, 1970, Chrysler Corporation was operating three
different contracts:

N.A.B. M-3 (#24-8-7-036-150) is a contract for 786 auto-
‘motive mechanics employed in Chrysler dealerships—completion
date 6-17-70.

N.A.B. M-3 (#24-8-7-003-106) is a contract for 1,600 pro-
duction employees—completion date 6-17-70.

N.A.B. M—4 (#24-9-4-016-108) is a contract for 4,450 pro-
duction employees—completion date 2-6-71.

The M-3 automotive mechanics program is being completed ahead
of schiedule and a new nationwide contract (M5-24-0-5023-200) has
already besn negotiated for 1,060 jobs—effective 3—1-70. .

" The M-3. production:employees contract for 1,600 peaked in Decem-
ber, with 1,697 slots filled {an excess of 97 positions which we trained
at no added expense to the government. .

“Qur M-4 contract for 4,450 employees became an ultimate impos-
sibility. With laid off- employees having preemptive recall rights under
our labor agreements Wit?l the U.A.W-, job opportunities for new hires
would not develop within the time span of the contract. While the
legislative  authority under which our MA—4 contract was based did
not permit an extension of dates which would accommodate our com-
mitrent, our concern.as a Corporate citizen motivated us to explore
all other possible courses of action.

L AT LA U L b 2



In’ analyzing owr situation we considordd ‘tha following' alternatives:
Maintain ‘the status-quo' and hope thiat '“new hire” potential
“would developy within' tho limitations of contract dates. - _
Request extension of the M—4 contract'dates tn accommodate o
‘future upturn in job availability. o oo
Fold the M~4 contract com Kately and await a total Corporate
aupturn in availability of new-hire opportunity. - - ‘

Cancel the M—-4 contract and replace it ‘with individual JOBS
70 agreements to include: . o '

(a) Employment and training contracts as job opénings ‘de-

" velop in spectfic labor market areas; ‘ :

(b) Interim “upgrading” options -which would permit us to
concentrate on the disadvantaged employees (more than 5,000)
still on our psyroll and previously provided with only minimum
qualifications for entry level positions; .

(¢) A broader range ef JOBS 70 options not available undey

"M~4 ie.:’ (1) Pre-foremanship training; (2) enriched program

for potentinl female employees; (3) nationwide application pro-
viding entrse to Corporate plant cities excluded unger M-4.

Our M-4 contract was terminated as a part of reprogramming to
shift emphasis dictated by current economic conditions and by a
desire to utilize the JOBS 70 options, some of which could be applied
immediately .on a hationwide basis, representing a. definite improve-
ment over previous programs. = . S

With this in. mind, we have already proceedec as follows:

(1) As previously mentioned, a contract for 1,000 automotive
mechanics has been negotiated effective 3/1/70, and an additional
contract for 1,000 will be implemented in June.. This is possible

because of the JOBS .70 nationwide application. L
(2) A JOBS 70 contract (#24-0-6-00%5-000) to upgrade 235
auto mechanic trainees in our dealerships has already been funded,

effective 4/1/70. -~ . . .. . v o o

(3) A JOBS 70 contract to upgrade 400 Chrysler. employees in
- pre-foremanship was.submitted for consideration on-3/9/70.

. (4) Additional contracts for upgrading, 3,200 current employees
are now being readied for consideration. T G
, (6} A Master JOBS 70.contract for Corporate production new
“hires is now being readied and will be applied in individual ;cities
. as'soon.as job opportunities.are available;- Two such locations are
“now ready as soon as the négotiations are completed.. .. .\ .
:..We are genuinely. coucerned about the eurrent, impact of -economics
on ‘;job aveilability in the automotive industry, but we. believe it is
encouraging that we have been able to. work out areas of government~
industry job training cooperation which.will assure continued oppor-
tunity for disadvantaged persons. ... . ool oo
If you wish someone from Chrysler to testi% at, the JOBS hearings
inYearly April,'may I suggest. Mr. Wayne'E. Crimm, Director of:the
Chrysler Institute who is in charge .of these:training activities for our
Company, and who would be happy to testify. . e
foepooSmeerely, L e e e e e
[ S Coop N Y "‘,n"imV}E-:BQYD'_'
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w9 o ... Foro Moror .Co., "
v oo oo Dearborny, Mich., March 81, 1970.
Senator Gayronp-NpLsoN, ... .. ¢
Chairman, Senate Subcommittce cn Employment,
Manpower, and Poverty, o
U.8. Senate, Washington, D.C. . . , : o s

Drar Smnator NEwson: Reference -is made to - your letter of
March 12 in which you-ask five questiong of Ford Motor Company
regarding bow our JOBS contracts have worked out in. practice. Qur;
answers to these questions are indicated below: . .. ... 1. ..

(1) Where have you obtained most of your JOBS trainees? Most of our
JOBS trainees have boen secured through the state employment ser-
vices of Michigan, Ohio and Illinois, In Michigan, the Michigan
Enployment Security Commission worked closely with the Mayor's

= Committee on Human Resources Development and the Detroit aroa
NAB office to recruit trainees, . . . . .- . ..

(2). What kinds of assistance have been, furnished to you by the National
Allignce of Businessmen? The NAB has furnished information.and
guidance on preparing MA contract proposals and has assisted in
recruitin%hard—core trainees,, . . Ll e

(8) What kinds of contacts have you had with the Department of Labor?
The only contacts we have had with the Department of Labor in-
volved their assistance innegotiating our MA programs..- = :; .,

(4) What your general evaluation of the program 4is, .particularly its
strongest’ and weakest points. The JOBS:program, in .our opinion, has
brought to the attention of the. nation’s industries, the. necessity of
providing employment opportunity to the nation’s disadvantaged and
provided employment opportunity for many .thousands who would
otherwise have _remaineri.m the - ranks of the unemployed. We have
been pleased -to.lend our support to the program and have.added
many fine employes as & result of our participation in it. . L

(8)--Most importantly, what.effect the present downturn tn theeconomy
has had on your participation wn JOBS,.and what likely-effect further
cooling of the.economy would haveion your participation.. The present
downturn in the economy has not seriously - saffected: the. hard-core
trainees already. hired, but has.temporarly. curtailed additional hiring
opportunities. %eduped .sales, obviously,.tend .to. affect, the number of

- jobs that we canoffer. . .. - .. .ot L
‘ -Bineerely;... - .

O R I P
o e e THEZ T
SO e s e St
w1 "DoNALD K. .SCRIVEN.

S S S S R IR A A E

Iy : N e e el cre o [FP S 4
P S ] S T L ¥ Je A SAE A S EPRTTE BN SRS T R AN AN TF & S L A NS SD T SRR MR S B A




62

InrERNATIONAL 'UNION, UNITED AUTOMOBILE,
. AEROSPACE & AGRICULTURAL IMPLEMENT
WorkEers or Ammrica, UAW,
S Detroit, Mich., Mcreh 31, 1970,
Senator GayLorp NELsON, .
Chairman, Senate Subcommitiee on Employment, Manpower, and Pov-
"~ erty, U.S. Senate, Washington, D.Cg.}
Duar Senaror Nerson: In response to your letter of March 12,
1970 seeking our comments on our experience under-the JOBS con-
tracts, I submit the attached for your consideration.

Very truly yours,
Dougras A. FRASER,
Codirector, Manpower Development
and Training Department, UAW,

In response to your letter dated March 12, 1970, requesting
information relating to our participation in the JOBS pro-
gram, please be advised that our union has been developing
consortium agreements with the employers with whom we
have collective bargaining agreements in the interest of pro-
viding more impetus to the program.

By developing consortiums with two or more employers in
an area, we hope to elicit more cooperation from many com-

anies who were initielly reluctant to participate on an
individual basis because they were not equipped to provide
the necessary supportive services.

In our opinion, our consortium approach has been rela-
tively successful because the UAW assures each employer
full cooperation in implementing a meaningful training pro-
gram by relieving him of some of the burdensome paperwork
inherent in all government sponsored training programs. In
addition, our consortium approach enables the hiring
- employer to utilize cur existing services in job coaching, job
related basic- education and off-job counseling ‘to a greater
degree than if he were to provide those services himself.

-+ All'in"all, we believe that forming training consortiums of
various employers in an area provides training efficier:cies not
readily achieved in the single employer concept. Besides, with
the UAW as the consortium bidder, the individual employers
-"are more amenabie towards accepting minimsl responsibility -
with a group rather than initiating a total program on their
own.

In reply to the specific inquiries contained in your letter,
please be advised that our answers are general and en-
compass a wide variety of JOBS programs:

(1) Most of the JOBS trainees are recruited from the
Employment Service and Concentrated Employment Pro-
gram. If the ES or CEP cannot supply the required trainees
for an employer, we recruit from the community and refer
the applicants to the*ES or CEP for certification in the
program. It is surprising the number of disadvantaged per-
sons our recruitment efforts produce.

(2) We have received splendid cooperation from NAB
although our requests have been very limited,.other. than in
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the area of Dictionary of Occupations! Titles information,
which was readily supplied us. »
{3) We have had a variety of contacts with the Depart-

‘ment of Labor at all administrative levels and we have had

the most excellent cooperation in all grogosed.progmgns.
(4) Our general evaluation of the JOBS program is that
while the overall concept of “hire first and train.later’” has a

Ereat deal of merit (especially in eliminatin§ some off -the. .
\y stems from .

arriers to employment) most employer apat
two sources: o
(@) Involvement in the JOBS program requires too
much extra paperwork; and
(6) The aceeptance of a referred trainee without some

evaluation as to his innate ability to absorb training

could commit the employer to an extensive training in- "
vestment without any provisions for reimbursement:

beyond the contract stipulated components.
Consequently, the strongest peint in the JOBS program
is the full spectrum of supportive services that can be pro-
vided after employment, and, conversely, the weakest point
is the lack of flexibility in such services after & JOBS program
is initiated. Ideally, if the trainee drops out of the program

beyond the control of the employer, provision should be

made so that the employer could recover all rioneys invested
in such cases. ‘ o

(6) While we anticipate some slackening of employer

garticipation in the JOBS program because of the economic

ownturn, in the sutomotive industry, we believe that we can
still effectively develop JOBS programs with employers in
many diverse industries with whom we have collective bar-
galniitg agreements,

Our experience with the JOBS program indicates that the
following administrative procedure improvements would
facilitate implementation of JOBS programs with more
employers:

(1) Since the reimbursement of training costs in the

JOBS programs are almost standardized, the regional -

manpower administrator should authorize individual
treining programs immediately upon application and
negotiate individual training components after training
has started to more accurately predict actual costs
and to forestall inordinate delays in program imple-
mentation. ' :

(2) Separate unit costs for individual supportive:

services should be eliminated. The special counseling,
medical and dental services, transportation;, and child
care assistance should be considered as one cost item
per trainee and expended only when any of the'fore-

going services were provided for an individual trainee."

(3) The daily unit cost reimbursement should - be

restricted to the on-the-job and job related basic edu-

‘cation components only.

=
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(4) The initinl orientation and counseling should be
considered as a part of the job related basic education

, c‘o‘mponent- and not as a sep&mte- component.

Adoption of these administrative procedures would
simplify both the initial proposal and subsequent billing
procedures and eliminate some employer apathy towards
‘the JOBS program. S ‘ '

Replies were not received from Allen: Industries, Inc., Detroit,
Mich., and Detroit Board of Commerce, Detroit, Mich.

Minnesota

No reply was received from Control Data Corp., Minneapolis,
inn.

Missouri

Bunpers’' AssociaTion oF Kansas Crry,
, . Kansas City, Mo., March 23, 1970.
Mr. Gayrorp NELSON,
Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.

Dear Sik: In reply to your letter of March 12, 1970, I would reply

to (yc);u]:rJ qéwe]zéiogs regar Ying the JOBS program as follows:
1) U. S, 1. S,

(2) We have not requested any assistance from the National Alliance
of Businessmen, but they have indicated a willingness to be of help
and I am sure tlhey would be helpful if called upon.

(3) Our local contacts in particular have been very good. Their
pecnla are well liked and are fair. On occasion when we had to deal
with. the Department in Washington they were quite satisfactory.

(4) It could not be carried on by private industry because dollarwise
it will not work: out under any scale of measurement. The money
spent in this kind of a program can not be justified in any economic
manner as far as.a balance sheet is.concerned. However, we do know
that, this program, has taken some of these people off of the welfare
rolls. and . put them on the tax-paying payrolls. Therefore, when the
human element is considered we realize we zan not completely moasure
the results in dollars and conts. : )

The strongest point of the program is that psychologically it gives o
social uplift to some of these people and certainly gives & new hope to
many. The '\veakest.]])oint of the program is that there is insufficient
time to.work with the erroncous and often antagonistic attitude of
these people. Although these manpower programs give sufficient time
to start;these-people in a trade, there.is not really enough time to
change or correct negative personality and moral deficiencies. There-
fore,. over, one-half of these persons are lost again and their training
wasted .because the length of schooling was not suflicient, The only
answer is to be more selective and not attempt, to train this type of
people in the beginning or have better funded programs where we can
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spend more time with this kind of personnel and give special emphasis
to social studies so their attitudes can be brought to a hgher social rnd
productive level, Another weak point of the program is the fact that
the federal government and/or welfare programs of one kind or another
have alreudgy spoiled most of the disadvantaged people. They come to
us looking for somethin%lfor nothing. It takes us several weeks to get
them past their “pie in the sky’’ attitudes.

{6) As far as we are concerned there has been no down turn in the
economy. The inflation is still running wild in this avea and the so-
called down turn in the economy is in the newspapers only.

I trust these comments will be helpful.

Sincerely,
Wirriam W. Hurron,
Managing Director and General Counsel.

No reply was received from Armco Steel Corp., Kansas City, Mo.

New Jersey

Avren Inpustries; Inc.,
Rahway, N.J., March 26, 1970.
Hon. Gavrorp NELsoN,
U.8. Senate,
Washington, D.C.

Dear Sir: We offer the following comments relating to the specific

.items enumerated in your letter of March 12, 1970 concerning our

JOBS program:

(1) All of the JOBS trainees have been cbtained through the New
Jorsey State Employment Service.

(2) The National Alliance of Businessmen has been helpful in
furmishing the tools requircd—forms, brochures, reporting pro-
cedures—to do an effective job of fulfilling the provisions of our
JOBS contract,

(3) Our initial contact with the Departmont of Labor involved the
formulation of the terms of the contract, which was effective April 18,
1909. Submﬁuontly, our contacts have been limited to the submis-
sion of the Monthly Pro‘ﬁiess Report. -

(4) Any strong or wouk points connected with the progrem would
directly relate to our particular business situation, specifically the
fluctustions in manpower requirements from week to week. Because
of these schcdulini variances, we are not always sble to offer the

o secks most: stecady employment.’ -

(6) The present downturn in the cconomy has rosulted in the layoff
of the 28 trainces currently enrolled in the program. A futher cooling
of the economy, as you put-it, would of course result in ‘the continua-
tion of tho layoff status of .the 28 trainces, and the paralysis on our
part to S]31'ovi o enployment as pledged. - - - AR

" " Sineerely, - T e S

R T AT SR © e G, B. Umnorrz, -

-Labor Relations 'll_lanagcr, ahway Plant.
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JorsEy Ciry CoamBer or COMMERCE,
Jersey City, N.J., March 26, 1970.
Hon. GayrLorp NBLSON,
Chairman, Senate Subcommitiee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.

Dgar SenaTor NBLson: Your inquiry of March 12th asked that a
response_be made by March 31st. It concerned the hearings of the
Senate Subcommittes on Employment, Manpower and Poverty.
More specifically, it concerned Senate Bill 2838.

I have delnyoci response to your lettor for a few days so that the
response would reflect the attitudes of those most directly concerned
with the questions you raised. It is my bolief that their feclings are
reflected in this letter, :

The Jersey City Chamber of Conmerce was the first in this aree,
and one of the very first in the nation, to nogotiate a training program
for the hard-core unemployed under the torms of the so-called MA-3
conditions. This, as you know, was highly experimental in nature and
was designed to (1) alleviate some of tho problems of hard-core unem-
pl(()]ymont;, (2) involve businessmen in the alleviation, and (3) provide
a degree of training which would allow for subsequent upgrading of
these employces.

. On paper the opportunities seeined good and it was felt that suffi-
cient cushions were made to allow for training and at the same time
provide against economic loss of the coml})‘nnies so involved. The ques-
tions you have raised in your letter will ba discussed in order of their
-appeurance.

(1) Where have we obtained most of our JOBS trainecs? These
people were obtnined through local out-reach groups such as the
the Urban League, NAACP, etc.; the New Jersey Employment
Service; N.A.B.; and, most importantly, through direct street
recruitment performed by this organization and its sub-con-
tractor, the Philco-Ford Corporation. As per the conditions
of the contract, all employees had to be screened through the
New Jersey Employment Service to ascertain eligibility.

(2) What kinds of assistance have been furnished to you by the
National Alliance of Businessmen? The NAB maintains a fully-
staffed office here and officials of that organization have sat in on
policy meetings, planning meotings, and all programs designed to
implement this contract. At the spme time, the NAB has placed
peeple without training in many firms on a reciprocsl basis with
us. A subjective ovaluation would cause me to say that there
has been the highest degree of cooperation between us and NAB.

3) What kinde of contacts have you had with the Department of
Labor? At tho outset our contacts with the Department of Labor
were of a stand-offish and experimental nature. The men in the
Rogional Office in New York were determined to go oxactly by
the book. Wo felt that we snw a degree of impracticality and we
attempted to encourage a more menninlg!ul interprotation of the
strict word. Because of this experimental quality, our negotiations
at tho outsot were slow, cumbersome, and laborious. Gradually,
moro rapport and confidence was accomplished.

In rotrespoot, it is our belief that tho Department of Labor
wanted to implement the program, but folt constrained because
of the legal and actual wording of many of the conditions. Since
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the initial signing of the contract and because of the evident
necessity to modify some of these conditions, the Department
of Labor (New York) has softened its attitude and }ms been
completely cooperative in making modifications necessary to
what we believe is carrying out the intent of the act.

(4) What 1s your generel evaluation of the program, particularly
its strongest and weakest points? The program was a séart. It was
experimenta). It proved some very good points. It disproved a
number of other points. Basically, it is my belief that no organi-
zation in the United States can reach as many businessmen
and simultaneously reach as many outreach groups as the local
Chamber of Commerce. Here cne finds a built-in, viabie, going
organization in almost every community in the nation. To neglect
the use of it would be inexcusable if one is to aceomplish the
goals set forth in the various MA programs,

On the othor hand, there are built-in obstacles which aro
considered as safeguards by the Federal Government which pre-
cludo the average Chamber from serving its own membership and
ab tho same time serving the national purpose as set forth in these
manpower acts, It is our belief that MA-3 was the very worst.
Further, it is our belief that since MA-3 on through JOBS 70 that
corrections and improvements have beon wrought which are
significant; particularly reference is made to the front-ond load
concept inheront in MA-3, This one factor alone caused the Jersey
City Chambor of Commerce to lose in actual cash 25 percent of its
1969 budget. On the contrary, improvements as expressed in the
JOBS 70 program allow for a recovery of previously agreed-upon
administrative costs.

Moreover, the woakness inherent in the MA-3 which required
off-site training has been corrected after it was determined through
oxperience that failure of a hard-core employece to be on the job
site very quickly after his acceptance caused considerable drop-
out.

My ostimate of the strongest point is in the concept itsolf; i.c.,
if improvemeont is to bo madoe in the employment picture in toto,
the private sector has an over-riding obiignt,ion.

(6) What effect has the present downturn in the economy had
on your participation in JOBS and what ts the effect likely to be
upon further cooling of the economy on_our participation? This
huas beon n serious problem with us. First, there 1s o sensonal
fuctor. We could have donbled our efliciency had there been
some provision for seasonal employment in one industry comple-
monted by scasonal employment in another. Toys and photog-
raphy- are good examples of how one complements. This is an
actual case,

Tho cyclical factor is more bothiersome, Six months ago when
enmployees were nwre difficult to get we had relatively littlo
difliculty in placing workers. With subsequent lay-offs,” higher
quality workers aro available and with no red tape involved” (as
occeusioned by MA contraets), they are preferred. It is our
estimate that this situation has eaused u 30 to 409% reduciion
in our capability of placing hard-core workers. Intensifieation
of tho cyelical downturn will aggravate this problem.

ERIC
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It is our modest feeling that we have probably guined more experi-
ence on the firing line in the application of this type of program than
any trade association group. Our director, Mr. James Cederdahl,
is overflowing with ideas concerning improvement, simplification,
and utilization of the general trade association. He has seen and can
comment upon_the efficacy of the hard and fast rules which have been
established and I’'m sure is in a position to comment upon desirable
changes which will enable the Federnl Government to utilize the

‘vast resources offered by the Chambers of Commerce collectively.

If you feel that more detailed comments in one way or another

-will be helpful to you in refining the thinking of the Iederal Gov-
. iarnme!];t concerning the concepts of the MA programs, I hope you will
let us know., '

Sincerely yours,
Warter E. Knieur,
Executive Vice President.

_ Replies were not received from GAF Corp., Linden, N.J., and
Quaker City Industries, Inc., Carlstadt, N.J.

New York

AMERICAN AIRLINES,
New York, N.Y., April 8, 1970.
Hon. GayLord NELSON,
Chairman, Senate Subcommattee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.

DEear SEnaTor NELson: In response to your request following are
i)ome comments on American Airlines participation in the JOBS

rogram.

Our participation in the JOBS Program started in July, 1968 with
an MA-TII contract to hire 350 trainees. This was followed in May,
1969 by an MA-IV contract to hire an additional 290 trainces. Both
contracts include the following 10 of our major cities: Boston, Chicago,
Cleveland, Dallas, Detroit, Lios Angeles, Noew York, San Francisco,
Tulsa, and Washington. In addition, in the last several months we
have joined two consortiums, one in Syracuse and the other in Cin-
c}i]nnati. Both of these ars operated by the Chember of Commerce of
that city.

Mostyof our JOBS trainees have been obtained through local com-
munity Manpower centers. Some through referrels from our own
employecs’ contact, Community Manpower agencies provide a very
important link in the transition of the trainee to tho world of work.
All trainces are certified by ecither the Concentrated Employment
Program or the State Employment Service.

The National Alliance of Businessmen’s pnrticipntion in our pro-
gram has been principally one of an “on request” advisory nature,
Administration of the contracts has been with the office of the Regional
Manpower Administrator, Region II, U.S. Department of Labor in
New York. Although American Airlines JOBS effort covers 10 cities,
our contracts are administered by Region II. This arrangement has
groatly simplified the administrative load.
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i As of February, 1970 we have hired 537 trainees of which 297 are
L, still on the payroll. This represents a retention factor of 556 percent.
f When terminations for such reasons as being drafted, going back to
g school, leaving for better job opportunity are deleted, the retention
— rate is 62 percent, We f{eel the program has been successful. The things
b we have learned from this program have proved of value in evaluating j
‘ some of our previous hiring standards. One open question -which we 1
: are now trying to research is an attempt to determine more accurately :
i the reasons for those trainees who failed, and were terminated from ;
' : the program. :
P In anticipation of our being unable to hire in the same volume
oo during 1969, as we did in 1968 our MA~IV program was reduced: to
i 290 from 350 under MA-IIT. We believe we will be able to meet that
! . quota of 290, although, because of the tightening of the economy,
P hiring has slowed. We do not anticipate entering into another JOBS
: contract until at least the first quarter of 1971.

Sincerely yours,

: Roserr C. HaLL,

-System Director/JOBS Program.

NBw Yonrx CHAPTER,
American INSTITUTE oF BaNKiING,
New York, N.Y., March 18, 1970.
Hon. GavLorD NELSON,
Chairman, Senate Subcommitice on Eﬂg)loyment, Manpower, and
Poverty, U.S. Senate, Washington, D.C.
DEar SenaTor NELsoN: My comments on how our JOB contracts
have worked in practice, as requested in your March 12 letter, are:
(1) Most of our JOBS trainees have been obtained via the
New York City Manpower Career and Development Agency’s
neighborhood welfare centers. Lesser numbers have come from
tha’kl\{ew York Statc Employment Service centers and as bank
walk-ins.
(2) In New York City, NAB combined with the Urban
Coalition to form Coalition Jobs sbout one year ago. In combi-
nation, we have been well served. Their initial missionary effort
L surely was a major factor in each of the leading commercial and
_ savings banks in New York City mounting a JOBS pro§;am,
3 cither independently or in consortium here at the Now York
: Chapter, American Institute of Banking. Liaison with the Re-
gional Manpower Administrator, with the NYSES, and with
the city’s Manpower Carcer and Deovelopment Agency, hereto-
fore mentioned, has been enhanced via Coalition Jobs. And their
problem solving seminars have been of good substance too. 3
(3) We have had an MA—4 contract and an MA-5 contract. ]
(4} My evaluation of the JOBS programn is that it has served a
timely and splendid purpose, and that it certainly continucs to
serve a fine purpose as we refine our hiring and training methods
in the light of tho experience we have gained in the past two years.
JOBS’ strongest point to me is the demonstration of govermmnent,
and profit-oriented comYnnies making common cause, albeit }
slowly, to combat an insidious social cancer that besets our urban .
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bodies, plus its administrative simplicity. Its weakest point is
that it does not, and perhaps cannot, truly attack the “hard”
hard core.

(5) To date, the present downturn in the economy has had no
noticeable effect on our 19-bank consortium nor on the flow of
trainees to or within our program. Further cooling of the economy,
unless to cataclysmic proportions, is not expected to have an
adverse effect, Our present plans suggest that we will make an-
other MA-5 proposal for several hundred trainees within the next
six weeks. Thus we shall have hired, or have firm pledges to hire,
over 2,000 trainees in the two years of our JOBS programs.

Additional comments or suggestions flood to mind, but in the interest
of brevity, I spare you these. Suffice to say I would be pleased to
provide such further answer based upon our consortium expericnce as’
you might later seck.

Very truly yours,

F. A. M¢cMuULLEN,
Ezecutive Director.

Sm———

CoxsoripaTen Epison Co. or New Yorx, Inc.,
New York, N.Y., March 27, 1970.
Hon, Gayrorp NELSON,
Chairman, Senate Subcommitiee on Employment, Manpower, and Poverly,
U.S. Senate, Washington, D.C.

Deanr SenaTor NELsON: It is a genuine pleasure for me to have
this opportunity to comment on the JOBS Program and to delineate
some of Consolidated Edison’s experiences with Manpower Adminis-
tration Programs. As you may be aware, Consolidated Edison became
involved in a high school drop-out program for disadvantaged resi-
dents of our service arca in 1967. This program involved approximately
100 trainces and was entirely at Company expense. Wil‘ﬁ] the advent
of Manpower Administration Programs we have undertaken MA-3
amd MA-4 contracts with the Departmont of Labor for 300 and 400
trainees, respeetively.

As to your specific questions:

(1) In accordance with our contracts, the vast majority of our
JOBS trainees have been referred by the New York State Em-
ployment Service. Other sources of referral have been the Man-
power Career Development Agencies and the New York City
Central Labor Council.

2) The New York Urban Coalition has acted as a resource ac-
tivity and has been successful in bringing together Manpower
Administration contract holders in several seminurs and forums.
These huve been of great interest and meaning to us as they have
Eiven us an opportunity to share cur experiences with other mem-

ers of industry.

(3) We have had both au MA-3 and an MA-4 coniract with
the Departiment of Labor for 30C and 400 trainees, respectively.

4} \l\’e are most enthusiastic about our Manpower Adminis-
tration Training Programs. We feel that through them we have
been able to uncover o new source of manpower. As u result of
what we have learned from owr progrums in this area, we are
re-evaluating our entire ersyloyment picture. :
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(6) The present downturn in the economy has not had any effect
on our participation in the JOBS Program. Our trainees were not
hired as an “addition to force”, but are o meaningful segment of
our manpower planuing. :

I hope this will be of some assistance and I would be more than
happy to contribute any other additional information you may require.

Very truly yours,

Rozserr J. Marous.

Easterny Az Lines, Inc,
Miami, Fla., Mareh 28, 1970.
Hon. GayrLorp NELsoN,
Chatrman, Senate Subcommi*iee on Employment, Manpower, and
Poverty, U.S. Senate, Washington, D.C{)
Dear Senator NELsoN: Your recent letter requesting certain
information about Eastern Airlines’ involvement in JOBS program

has been referred to me. I am listing bolow the answers to the five

questions that you raised as they a(g) oly to Easteri.

(1) The majority of our JOBS trainees have been obtained
through the appropriate local State Employment Service office
or the Concentrated Employment Program office. A few of the
trainees have been recruited by my staff but have been certified
prior to employment by cither the State Employmenrt Service
office or CEP.

(2) The National Alliance of Businessmen has been most
helpful in providing liaison” with varions federnl agencies, pro-
viding staff assistance in the development of JOBS 70 contracts
and as a source of infornation as to the availability of new and
effective training aids. From my persenal experience in working
not only with national headquarters of the Allinnce, but many
local regional groups, I think they have done an outstanding
job in obtaining the participation of American business anc
mdustry in the JOBS program. In addition, we are quite pleased
with some of the specinl programs various Alliunce groups are
undertukiniz in the areas of youth motivation, summer work pro-
grams for disadvantaged youtl, and the College Cluster concept
designed to assist the predominant Black colleges in improving
their total function to the extent that the graduates of these
colleges will ultimately be able to compete, on an equal basis,
with their Caucastan counterpart.

(3) As related to the JOBS program, our contracts with the
Department of Labor havoe evolved chiefly in the areas of review
am(l approval of training contracts, audit of training program and
utilization of local State Employment Service agencies 1n our re-
cruitment funetion.

(4) I am not certain that I really understand the meuning of
this question, but T assume that you sre referring to the NAB
program generally. The grentest strength of this program, in my
opinion, is the direct involvement of business and industry leaders
in cooperation with the approprinte local, federal and state agen-
cies in an exercise that has provided employment opportunities
for individnals who heretofore were considered unemployable, The
one weak point, which is now being corrected, is that initially
41-402——70—0
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the thrust of JOBS was directed toward major employers. Now,
with the expansion of the JOBS program into additional com-
munities, the small emgloyer who really has the mejority of the
jobs available is being brought into the progrem.

(5) The present downturn in the economy has resulted in the
curtaiiment of hiring insofer as increasing our total work foree is
concerned. The major effect that this has had on our own JOBS
]frogmm has been o reduction in the number of jobs committed.

do feel that normal turnover in our work force will enable us to
meet our current JOBS commitment of 173 perople in the Air-
craft Cleaner, Reservations Agent and Customer Services Agent
categories in seven cities.

We have been very pleased with the results of our own program in-
sofar as the work performance of the individuals have been concerned,
the acceptance of the total program by our employees and the reten-
tion rate of the individuals brought into the program. None of the
people employed by Eastern in this program would have been able to
meet normal pre-employment standards. The training time required
to bring the individuals to a job readiness standard and the additional
time required on the job training has been substantial and expensive,
but in our popinion, very worthwhile.

I would strongly recommend continuation of the JOBS program.

Sincerely,

R. C. CoLEmAN,
Manager, Corporate Equal Opportunity Programs.

Manrower Traming Consormivm, Ine.,
New York, N.Y., April 8, 1970.
Re NAB ID Cods 210A0216009; contract No. 3494068106.
Mr. GayrLorp NELSON,
Chairman, Senate Subcommitiee on Employment, Manpower, and Poverty,
.U.8. Senate, Washington, D.C.

Dear Mr. NeLson: I will be most happy to respond to your letter
of March 12th in depth, however due to the mail strike in New York
City, I did not receive your letter until April 3, 1970. At my first
opportunity, I shall prepare & report for you which I hope you will
find informative and of some value.

Very truly yours, ‘
MeLaNy KIRILUK, Project Director.

Ne1GHBORHOOD CLEANERS ASSOCIATIONS,
New York, N.Y., March 31, 1870,
Hon. GayLorp NELSON, ‘
Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,

U.S. Senate, Washington, D.C.
Dear SeExaror NeLson: Thank you for your inquiry dated
March 12, 1970 asking us for comments on the JOBS Program.
Oux contract did not start until February 16, 1970 ever though it
had becn approved by the U.S. Department of Labor in November of
1969 because we were attempting to obtain a faster pay back rate
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: than the 195 day pay back period provided in the contract. We were
‘ reluctant to sign }or the reason that we thought that our membors,
the consortium participants, would be risking too much to expect the
frainoes, on an average, to last that long on the job., We have many
years of experionce in training employees for our members and -we
checked tho experiences of employers in other industries, However, wo
i did accept the contract with the 195 day pay back period and we have
started to train employees under this program for our members.
; Responding to your specific questions in your letter:
; . (1) Of the first group of about 50 tramees, we obtained more
¢ : than half through the co-cperation of TV and radio stations
which gave us many free spot announcements. The other trainees
L . cama from our contacts with the state employment services, com-
munity organizations and church groups.

(2) The representatives of the National Alliance of Business-
i men argued our position in a number of differences which we had
during contract negotiations. They have offered to assist us in
recruiting trainees. NAB has been very co-operative.

(8) Onr contacts with the representatives of U.S. Department
of Labor have sometimes been marked by disagreements as to
the purpose of the program. They have mterpreted the proce-
dures, in our opinion, rather rigidly. We think that the purpose
of the program is to train and place the number of trainees (270)
for whom our members contracted through the association.
Since most of our employers have few employees, they cannot
wait long from the time a,vacancy exists until it is filled, wo
need much more latitude than an employer of many employces.
On their part, the U.S. Department of Labor representatives
: have stated that the law is designed to place a trainece as an
{ employee of a specific employer and to have that employer retain
him for at least 195 days. We will have difficulty unless tho rules
0o are interpreted to fit the employment requirements of small
4 employers and still meet the purposes of the act to train and
¥k esmploy unemployed persons.

(4) Since we are just starting to train the first group, we cannot
: fairly evaluate the program.
(56) The present downturn in the economy is a very important
- added factor why we need more latitude in placing trainees.
Within the present restrictions, we will fall far short of completing
our commitment to train and place 270 persons. If the downturn
becomes a recession, we would still be in need of qualified trained
¢ employees but fewer of them.

If we can assist your committee in any way, we would be glad to
discuss the matter with you or 1z/our staff. 1 would also like to state that
we have followed the work of the committee for some time and we sup-
port its activities without reservation. .

Sincerely yours,

e AT,

AT TN,

Frank POLLATSEK,
Execulive Director,
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MERriT ENTERPRISES,
- Division or Arras Core.,
Brooklyn, N.Y., March 80, 1970.
Hon. GAvLorp NELSON,
Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,
U.S. Sena’e, Washington, D.C.

DEear Sir: In accordance with your request of March 12th, the
following represents a swrvey of our experiences under the JOBS
progurun,

As an employer in the East New York section ot Brooklyn, which
has been classified ns o depressed area, we had been experiencing o
grent deal of attrition in attempting to hire untrained personnel to
work in our assembly plant. Among the reasons advanced for this
attrition, the ones that were most probably correctable were:

1. Inadequsate on-the-job training.

2. Inadequate supervisional sensﬁ)ility for working with minor-
ities.

3. Poor communication.

4. Inadequate motivation,

A fifth reason, probably as important as any of the above, was a low
starting salary which, unfortunately, was not as remediable as the
others. We felt that by undertaking training imder the JOBS program,
we miglt lielp both oursclves and our potentinl employees.

Woe received 4 training contract on March 8, 1969, and by May 12th
we were able to start hiring and training under that contract. Sinco
our location was in a depressed area, most of our trainees came to our
plant looking for work. Their application blanks were referred to the
offices of the C.E.P. or the S.iE.S. for certification. In addition, of
courso, both the Concentrated Employment Program and the Stato
Employment Service furnished additionnl individuals on their own.
It is my impression that nearly all of the individusls looking for work
were casily certifiable by C.E.P. or S.E.S. In the implementation of
the program, with the help of American Learning Systems Co., Inc.,
our sub-contractor for orientation and job-related basic education, we
encountered many problems especially related to proper anethods of
orientation, pre-training programs, curriculum for the job-related
basic education, inculeation of work habits, and especially sensitivity
training of our own personnel. Soma of these problems were almost
insuperable, but we managed to adjust and accommodate in such a
way that by September we could see that the program was going to be
suceessful. One of the most salutary results was the conditioning of
our own supervisory employees in the handling of “hard-core” un-
employed. Our attrition rate was almost halved and we looked for-
ward to the dovelopment of a sound cadre of employees. We changed
some of our cconomic planning in order to be uble to afford these
employees full employment, This entailed an investinent in inventories
gur_ing the slow season and an equalization of production on an annual

asis. o

Theoro is enclosed with this letter, a copy of our letter to the Regional
Manpower Admiuistration referring to this contract, requesting an
extension of time under it, which is sell-explanatory, and which will
answer your questions about the effect of the downturn in the
economy on our prior participation in,the JOBS program and our
anticipated future participation.

s
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The Department of Lebor has granted us reusonably complete
autonomy in the administration of the program within our plant.
Outside of an occasionn! fuct-finding survey conducted by the Depart-
ment's representutives to detormine that we are following cortain of
the criteria required in the contract, they have imposed no burdensome
restrictions and reporting upon us, for which we are most grateful.
We have had no real oceasion to contact the National Alliance of
Businessmen in the administration of the program, and as such, we
would be unable to express an opinion on the offectivenaess of their
assistance,

The strongest point of the JOBS program, it scemns to us, is the
availability of government assistance, which enables medium-sized
businesses to conduct a more patient and more comprehensive training
prograin than would be otherwise possible. Its greatest weakness,
which is casily discernible in retl‘oslpect, is that it hocs not guarantee
a continuance of employment and, therefore, varintionsin the economy
can undo tho entire cffect of the program and perhaps even create o
larger problem than existed before. An individual who has placed his
fuith in the possibility of full employment and has worked assiduously
toward retraining to this end, is most severely disheartencd when he
is returned to the ranks of the unemployed, and it scems to me that
such an individual could easily become less amenable to undergoing
the process a second time. The economic downturn which we have
experienced has deprived tho JOBS program of its effectiveness and,
therefore, has insufficiently compensated both the government and
industry for the monies and effort spent thercon.

Nevertheless, as we expressed in our letter to the Department of
Labor, since we fecl that the program could be most beneficiul to the
individual and to the company, we are willing to try again this fall.
We have every hope that the economy will improve sufficiently so
that we will be able to continue the employment of those people hired
under this program.

If there is any further information which you desire, please do not
hesitate to write and we will certainly give it our immediate attention.

Very truly yours,
‘ SeEYMOUR LEFFERT,
Executive Vice President.

MEeRIT ENTERPRISES,
DivisioNn or Arnas Corp.,
Brooklyn, N.Y., March 30, 1970.
Reference: Contract No. 34-9-4003-000 dated March 3, 1969. NAB
ID# 210 K 0216 1251
RecioNnaL MANPOWER. ADMINISTRATION,
U.S. Department ¢f Labor,
New York, N.Y.

GeNTLEMEN: This contract has a completion date assigned to it of
March 2, 1971. As of February 28, 1970, there is $245,273 unexpended
on this contract, and in accordance with our reports, only 33 om-

loyees were still employed by us, with tho likelihood of another
Fa.y-off at the end of March, which would eliminate the last of the
employees originally hired.
his situation is most disturbing to us. We originu.ly ontared the
MA4 program in order to afford gainful employment to disadvantaged
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individunls living in arons contiguous to our loeation, and, at tho same
time, to build for oursolves a cohosivoe tralned work forco with o mini-
mum of absonteclsm and a maximum of officlency. In our opinion,
with thoe help of our educational sub-contractor, we wero proceeding
well along the rond toward this goal, Both tho govornmont and our-
selvos shared in thoe exRenso of training, counsolling, and educating
people who were certifiod to us through the various government
agencios, Wo had adjusted our entire production program so that wo
wotld bully inventory during tho slow season in order to maintain
oven productivity throughout the yoor, and thus minimize the neces-
sity for cither lay-offs or lnrgo, relatively unproduective, hirings, There
were many pitfalls along this road and it was o vcri; expensive pro-
ceduro for us to learn tho best way to administer such o program.

In Novembor of 1000, our roceipts of orders were ent back very
strongly and this fall-off has continued unabated through December,
Jonuary and Fobruary, and presently into March. Wo built for inven-
.tor{ during November and through December, hoping for an upturn
in business which would obviate the necessity for o qroduction cut
back. No such upturn has corne and our projections along with that
of many economists are for a continued downturn for the balance of
this yonr. This wenkening in the economy which has been coupled
with or cnused by o *“tight-monoy” situation and a tremondous
in interest costs, mado it imperative that we cut back our industrial
production. Naturally, those employeas with tho lonst seniority, ropro-
sentmg all who had beon added under the MA4 program, wero lot go
first. Of courso, we referred all of theso pooplo to froo omploymont
agency servicos in our area, and wo hayo overy hope that some of the
geoplo at lenst hnve been ablo to obtain other employment. It would

o most discouraging for us to feel that the gning we have mado
through employmont of “hard-core” individuals should bo totally
lost by their inability to find other work. .

We have every hope that, starting after our vacation period in July
and continuing through September, we will have to add new em-
ployees to our stafl and while, of course, we will be calling back any of
the older employees who will be unemployed at that time, it is our
opinion that most of them will not be available to us.

Since we consider that the training program instituted under the
MA4 program could be most beneficial to the individual and to this
company, we would like to take it ll}) anow and continue its use with
the now employees put on this fall. 1t will, however, bo impossible to
complete the on-the-job training and the job-related basic education
contemplated in the program by Mareh %, 1971, at, which time our
Eresont contract oxpires. We do not desire any acditional funding

eyond the amount remeining in the current contract we have.

( resH)octfully request an extension of time until December 31,
1971, so that we may be able to offer to the disndvantaged a similar
oy.)f)qrhmit.y in ths fnll of this year, with the hope that the econom
will improve sufficiently so that the end result will be o trained wor
force recviving steady employment. .

' -Very truly yours, Co
IR SEvmounr LEFFERT,
Ezecutive Vice Preswdent. .
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Frovp B, MeKissier Exranvniags, 1xe,
New York, N.Y,, March 25, 1070,
Hon, Gayronp NxLsox,

Chairman, Senale Subcommitiee on Employment, Manpower, and Poverty,
Senate Office Building, Washington, D.C.

Dean Mn, Niitsox: As Prosident of the Metropolitan Human Re-
sources Consortium, Ine,, we wish to acknowledge tecelpt of your letter
of March 12, 1070.

Bo advised that we will he happy to testify in eatly April at the
Senate Subeommiitee He‘nﬁn{; on Employment. Manpower and
Poverty on Senate Bill 2838, The five questions ralsed by you wo wiil
be happy to answer at that tme. Aptil 13 or 14 would be suitable
days im;‘:ems to give such testimony as might be desired by your Sub-
commiltice,

We would appreciate your sending us a copy of the Senate Bill 2838
at your earliest convenience.

Yours very truly,
Frovp B, McKissick.

Muyrnororiran Larn,
New York, N.Y., March 81, 1070,
Hon, Gavronp NxLsoN,

Chairman, Senate Subcommilice on Employment, Manpower, and Poverty,
U.S. Scnate, Washington, D.O.

Dran Sunaton NxisoN: In secordance with your request of March
12th, 1 am happy to bo able to inform you that our experience with
the JOBS rogram hos worked out extremely well. On the whole we
aro quite pleased with the results that we have been able to accomplish
in working with the hard-core disadvantaged,

In responsoe to 8our specifie questions:

(1) Our JOBS trainces are referred to us by the New York
State Employment Service, the Coneentrated Employment Pro-
gram and the Manpower and Career Dc\'cloRmcm Agency.

(2) We have worked very closely with the National Alliauce of
Businessmen. Several of us have, at various times, worked on
their committees. This was helpful in the early days of our pro-
gram and we, of course, have continued to keep in touch with their
activities,

(3) Our relutionship with the Department of Labor has been
most _cordin). We aroe in frequent contact with them and my
associates advise me that the amount of “red tape” is kept to a
minimum. ‘

(4) Based upon our experience and what 1 have heard from
others, this lpr‘ogmm is performing a valuable service to the
community. In addition by unlifyin;lz peo‘)lo for employment, it
is helping us and others to offset, nt least in part, tho provmling
shortago of clerical workers in New York City.

. (8) Tho current downturn in the economy has hud.no effect
upon our participation in tho JOBS program. We do not, at this
time, anticipate a need to curtail becauso of a downturn in the
general lovel of business activity.




78

I sh.eerely hope that your Elg‘sﬂoyment, Manpower and Poverty
henﬁng{r are siecessfully concluded.
outs sincerely, , ,
W. W, Prex, Viee President,

Pax Auiiean Wonkp Aiways,
Jamaica, N.Y., April 2, 1070,
Hon, Gavrond Nitsos,

Chairman, Senate Subeommittee on Employment, Manpower, and Poverty,
U.S. Senate, Washington D.C,

Dean Servaron Nuwsox: In response to your letter of March 12,
1070, we are Imp% Lo answer your questions relative to our experience
with our MA=3 JOBS program as follows:

1. Our Manpower Administration Contract mqinired eligibility
certification by either the State Employment Service or the Con-
centrated Employment Program. Applicants were referred to these
agencies by various loeal community organizations for certiflieation
and referral to Pan American, There was considerable ovidence that
the sereening J;mccns nt the Employment Servico and CEP lovel was
superficial and not predictive of applicant succens in our program,

2. Tho NAB conducted seminars and discussions with us prior to
the commencement of onr MA=3 JOBS program. However, once the
contreet was sighed with the Departinent of Labor, wo required no
assistance from the NAB.

3. Tho only contacts we have had with the Dﬂmrtment of Labor
were in tho negotiations surrounding the original contract and its
mvisi:ir;. Wo give the Departiment a monthly status report and billing

y mail,

4. The programn’s strong points can be found in its goals, Tt did
}n'ovide a strong, positive, realistic approach to vaiding o menns
or the disndvantaged to better their iving standards, Secondly, it
irovided o motivation for starting a long range process of training
or oventual up-grading.

The program’s weak points included the following:

(a) The absence of provisions for extended training for up-
gradine, a limitation ecliminated in subsequent Manpower Ad-
ministention contraets,

(6) The nbsenco of background information as a guideline for
selection and training of trainces.

{c) Inndeq]unlo time to teach trainces ncademic subjeets and o
chango deeply ingrained attitudes toward the world of work.
Most supervisors feel that six months veatibule training would bo
l-hoi(mimmum-mnnuut of timevneceded .to mako,n productive
worker,

8. The dwwnturn in tho economy has eaused a reduction in force of
abont 2,000 employoes of whom approximately 60 were MA-3 JOBS
tmineeawand has precluded any consideration of MA-4 and MA-5
contraots.

o it . SOEABARATRARR, MM
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We liopo the foregoing Is of service to you, 8hould you have any
further questions, please do not hesitate to call on us.
Very truly youts, A
Honarto 8. Hiwy,
Personnel Supervisor,

The replies of the 1BM Corp. are on record in the trnnscridn of the
visit made by the subeommitiee to the Washington, D.C., JOBS
iraining center operated by the IBM Corp. The views of Soclal Re-
?enl:ich Corp. were communieated verbally, and will appear in later
ostimony,

Repliez wero not received from Buffalo Niagara CmR. Buffalo,
N.Y.; Joint Advancement Council, New Hyde Park, 'Y, First
National City Bank, Naw York ﬁ.Y.; Superinarkets for Progress,
New York, N.Y.; Sc’henecl.ndy Chamber of yommerce, Schenectady,
N.Y.; and Chamber of Commerce of Syracuse, Syracuse, N.Y.

Ohio

Gnearen CiNeixnati Cuamnen or Commpner,
Cincinnali, Ohiv, March 2§, 1070,
Senator Gavronn Niuson,

Chairman, Senafe Subcommittee on Employment, Manpower, and

Poverty, U.S, Senate, Washington, D.C.

Dran Sm: I received your letter requesting information in regard
to the JOBS Program,

In regard to your fitst question, most of our trainees, in fact 1
would say 99 percent, come from our designated target arens.

Your socond question relates to the nssistance we have received
from the National Allianco of Businessmen. To date, cooperation by
the National Alliance of Businessmen has been excellent. The Greater
Cincinnatl Chamber of Coiamerce is prosently the Prime Contractor
for the MA~4 Consortium, and wo are working very closely with the
National Allinnco of Businessimen.

We have had the o mortunita' of meeting with Mr, Paul Kayser,
Natloanl President of the National Alliance of Businessmen, who
visited our city and talked to several of our businessmen, encournging
them o continue to participate and to provide jobs for the hard-core
disndvantaged.

Thits!. sur contracts with the Department of Labor have been good.
Thay have been cooperative in making modifications where we had
to delete some companies and add new ones. Flexibility, based on
changes that may dovelop within our business communities, ix ex-
tremely important ot thoe suceess of Job training efforts; und we do
encourage even greater recognition by the Department of this essential
program characteristic.

_Ifeel that this program needs more support by the President of the
United States, either in n report to Congress or in a report to the
citizens of this country that ho, as Chief Executive of our_country,
strongly cndorsos the National Allinnce of Businessmen Program.

There scems to bo gravo concorn on tho part of some of our busi-
nessmen about the economy of this country; therefore, they are not
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hiring as wo would expect them to Mire under normal ecircumstances,
'l‘hef are expressing grave foar of a recession,

I have worked with the Natlonal Alllance of Businessmen Program
since its beginning in 1008, There is not the streig leadership coming
from Washington that 1 would like to seo which would keep before
the publie eye that, to date, of all the Manpower Programs that wo
have, the Natlonal Allianee of Bucinessimen Program is the one that
lias 1most Pcnctmwd our unemployment ranks and has been inost
meaningful to the poor of our community, ‘ .

Fifth, in regard to the MA=4 Consortium that the QGréater Cincin-
nati Chamber of Commerce is presently operating, wo are feeling the
effects of the downturn In the economy, and I made reference to this
when I mentioned that the Department of Labor gave us assistanco
in the modifications we have had o make in filling our commnitments
of jobs, We have lost jobs and companies, based on this downturn,
If this continues, we will not be ablo to fulfill out cotmmitments for
the Lotal number of jobs we were funded to fill.

I hope that 1 have been able to provide you with some of the
problems we nre having in our city. I nm sure, Sir, from the comments
that I have made that you fully realize the National Alliance of
Businessmen Program, as I see it, noeds your lielp and the help of
others like you who are concerned abou? the welfare of our country,

Sincerely yours,
. Rongur A. Bowsn,
Director, Human Resources Development.

Rervntie Srenn Conr.,
Clevcland, Ohio, April 1, 1920,
Mr. Gavionn Nzusox,

Chairman, Senale Subcommittce on Employment, Manpower and Poverly,
U.S. Senate, Washington, D.C.

Dean Ma, Nzrson: In response Lo your letter of March 12, 1070
concerning the hearings on 5. 2838, tho Administration's roposc(i
Manpower Training Act, we welcome the opportunity to share our
experience under the JOBS program with your committee,

o matter_of background information, we have signed three
Department of Labor contracts sinee August, 1068—MA-3, 4 and §
eovering our Clovelnnd, Buffalo, Chieago, Warren, and Canton steol
plant locations, In this year nnd o half wo haye learned that severel
aspects of tho Ymgmm uro vitally important, In order of importance
I would rank them: onc-on-one counseling, the Buddy System, good
administration at the plant level, and oﬂ-lixe-job training.

A lot of new agencics have recently been established to help the
hard-coro unemployed, but in spite of the sincerity of their efforts, they
are only scratching the surfuce. The disndvantaged cannot be hand”xd
as.a group. Thoy are individuals with individual problems, and the
only way theso problems can bo solved is t,hou%htono-on-mm counseling.

Wo had the first working industrial Buddy System in thoe nation.
One of tho most cffectivo tools to & good rotention rate is a new em-
ployco’s glimpso of tho paycheck earned by a buddy who has been
with the compnn¥ o fow years. Tho feedbuck to tho community from
this nlono is one of tho best recruitment campaigns that, monoy can buy.

B
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By utilizing the government contracis a company can conduct a
moro extensive program than It can on its own without them, 1t should
be remembered that each how employee hired, trained and retalned
through one of these government programs bocomes a taxpayer and
consequently the government, in turn, is rebmbursed for some of the
costs of the programs,

Your apecific questions are answered as follows:

(1) Where have you obtatned most of your JOBS trainees? The

majority of tralnees have been refcrrmi to us bly the State Em-

}ﬂoymcnl, Service, We have obtained relatively few from the

ederal CEP organizations such as AIMS-JOBS in Cleveland or

Jobs (‘)‘{)pommmes in Chicago. However, tils should not be taken

ns o ctiticisin of these fraderally funded organizations, 1t has bean

our experience that they have been more helpful to the small

. employer in the recmilh:‘i and training of the hiard core, whereas

the larger companies such as ourselves have our own reerulting

and training mechanisms which allow us to function much botter

on our own, Localized publicity through neighborhood opportu-

nity centers about onr pro%mms and more importantly, “word of

mouth” have resulted in hard-core trainees haking application

dirselly to us. This has also oceurred through personal contact

via our personnel involved in the MA program, both the admin-

istrators and the “buddies.” In all instances, i.e,, direct application

: to the company, we have ondined our program to the applicant

and reforred him to CEP for proper certification and processing.

: (2) What kinds of assistance have been furnished to you by the

National Alliance o{ Businessmen? ‘The Natlonal Alllunes of

‘; Businessmen has assisted us greatly through the lending of films,

¢ technical equipment, and necessary visunl training materials,

They have nlso cooperated with us administratively, ruch as in

our Detroit, Michigan, consortium agreement. Further, they have

been a good source of referring our program administrators to

existing community rosources, helpful to successful supportive

servicos for the trathees. .

(3) What kinds of contacts have yon had with the I)o{vaﬂmcnt of

Tabor? On occasion eur program at the plant lovel has been

vizited by U.S. Labor Departsuent !mmonnel. There has been

constant review and interchange of ideas pertinent to suceessful

yrogramming. Thoe Cleveland District representative for the US.

«abor Department is in constant touch with our prograza, In

additon, the Department of Labor has boen mest helpful in

the negotiation of our MA contracts. However, thoy are restricted

through what appears to us a very tight set of guidelines and

rules. For instance, if wo have been funded on a national contract

for G0 training slots at the Canton Plant and 60 slots at eur

Cilevelund Plant, there is a great deal of paperwork and clearaneo

. in say transferring 30 slots from our Canton Plant to Cleveland

Lo, or vico versn. While the Department has boen agreeable i suck

‘ changes, the accompanying paperwork and clearance adds to our
problems in administering the ))ro;xmm. .

] _ (4) What is ‘your neral evaluation of the program, particularly

- 118 strongest and weakest poinls? Obviously there have been many

scrious problems connected with the training and employment of

tho hard core. In a general evaluation of the program, on balance,

i s
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I would rate the program o successful venture, The fact that our
notional rotention rate at Republic Steel among tho hard-coro
hires is_about the snmo as for our other new employces proves this
point. One of our program ndministrators who has held jobs in
numerous government agencies dealing with the hard core and
who Hoinotl our stafl on August 1, 1008, said this: I feel that the
qualftative successes of the Jons Program ave immensurable, As
one who has worked on soveral manpower nwd poverty program
yrojects, T can sny with authority that the JOBS coneept is, by
ar, tho most effective. Our corporation is doing a vastly significant
job in the arcas of race relations, supervisory training, and motiva-
ton of the hard-core (ofttimes militant) vnemployed into useful
citizens,”

The obvious strong point of the program(the main reason for its
inception) centers aroumd the Company’s ability to determine
tho training scheme which it thinks best applies. Through this
vehicle wo are not required to perform training which has little or
no iprncl,icul epplication to the jobs available. Of course, the pro-
vision that the trainec must be an employee from the first dny
should be roetained and is critieal to the program from the ein-
rloyce’s standpolnt. In fnct, with respect to the Spanish American
ard core, their main concern was “Is this another training pro-
gram or are actual jobs available?”

Tho weak points are ae follows:

(A) There is somo difficulty on tho part of the certifying
nt;enc to understand our programn which is specifically de-
signed for the stee) induuufr.

(B) Referring agencies have difficulty providing 10 ws o
specific number of people {15 to 26) in a short period of

me (3 to 5 days) in order that tho traincos may bo started
in a group or class,

(C) The method of funding is burdensome. From our
standpoint tho idonl and much more cfficient method of
funding would bo to havo our )rogrnm negotintod and ap-
prov biy the Department of Labor but wo woeuld prefer
to bo reimbursed through n tax credit mochanisin rather
than the present set-up. This would give us more flexibility
a8 to tho number of traincos to be ? nced and their timing
ns to their job entrance. Wo also feel that the sume concept
of tax erodit should bo extended to tho problem of skills
upgrading among tho workforce. This samo concept should
exlend to other present minority groups who might not be
cluzzified us hard core, cspecially Spanish Americans. We
do havo a number ¢t Spnmsh Americans in our hard-coro
training program who have an excellent record with us,

(6) As you know, the steel industry is o cyclical industry and
this wan an fmportant fuct in our consideration on whether or
not o pnrucilmlo in_tho MA contracta. Realizing that the lnyoff
system is an integral part of the American ceonomy we folt the
hard core should be exposed o the problem. Accordingly, we do
give special counseling for anticipated layoffs. In recent months
wo have been foreed 1o luy off somo of the trainees, moatly in our
planta at Canton and Cleveland. T'raince positions which we had
anticipated filling in the abovenientioned locations will probably
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bo transferred to our Chicago Plant in order to hire the number of
trainees our coatract calls for.

In the ovent that business conditions warrant extensive layofls
in our steol plants, tho MA trainees are subject to lnyofl in the
samno manner that any other omployees are, and layoffs deep into
the workforco would result in tho curtnilment of all prograim
activity (on-the-job und job-related training).

At the curront time wo anticipate submitting o proposal for an
MA-=0 contract for only our Chicago operations. If business condi-
tions in Chicago sufer from current economic pressures, we would,
of coursg, not submit a contract for MA-G.

If wo can be of any more assistance in describing our program and
our successes with the hard core, please feel free to contact me.

Very truly yours,

R. C. Fisuen, Assistant Dircetor.

DayroN Area Cunamser or CoMMERCE,
Dayton, Ohio, March 31, 1970,
Hon. Gayronn NELSoN,
Chairman, Senate Subcommiltes on Ifmployment, Manpower, and Poverly,
U.S. Senate, Washington, D.C.

Dranr Senaron NpusoN: With regard to your letter concerning the
Dayton Area Chamber of Commerce Consortium (MA-3 contract
with the U.S. Departiment of Labor) my reply to your questions is in
the order outlined in your request.

(1) Wehave obtained most of our trainees through the coopera-
tion of the local State Employment Service Office, We recruited
from the Concentrated Employment Program as best we could,
when they were operating, but generally found themn lacking in
administrative ubi‘ity and failing to produce on many occasions.
Still, the effort was innde on a continuous basis. We were very
very plensed with the cooperation we received from the State
Employment Office—they were reliable and made a sincere effort
to assist in many more ways than just recruitment.

(2) NAB ulso offered tremendous assistance. Use of their mail-
ing list, stafl and office space was always available. We could not
have gotten along without them. Their control systems and
reporting procedures were very beneficial.

L 3) This was our first contract held with the Department of
abor,

(4) Programs strongest points: Elimination of barriers to em-
ployment—testing, stringent physicals, criminal records, relaxin
of union requirements, supportive services such as on-the-jo
follow-up, ate.

Programs wenkest points: Twenty-four month contract too
long, did not recognize problems with training sub-contractor—
expenses incurred here could not be recovered adequately if a
job became vacant from time to time. Billing forms and persons to
report to changed to often—get one procedure going and then
it changed. Ccntract wus not flexible enough to allow for a
particular locul situation. Also, there is_too much duplication of
similar programs—CEP, Model Citics, MDTA, etc.—it presents
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compotition amon% organizations trying to accomplish the
samo purf)ose.. JOBS 1870 prorosals have attempted to eliminato
somo of tho things mentioned here but I feel more has to be done.
For example:

(6) The present downturn, as you describe it, has an effect on a
contract such as this, especially when reimbursement is on a per
diem basis. Employers are fearful to risk, let’s say, $1,000.00 in
training during tho first cight woeks, then go into a slow period
where omployment levels cannot be maintained ; therofore, losing
their ability to recover costs. Union controls prohibit, in many
casos, the employer going that step further with the disadvantaged.
During a period of economic prosperity the JOBS program has a
lot in 1ts favor; during a cooling off pericd the employment situa-
tion follows the same trends, JOBS program or not—its survival
becomes much more difficult.

Our |contract was for 541 persons and is scheduled to terminate
September, 1970. To date we are still maintaining a 64% on-the-job
retention rate.

Sincerely,

WiLLiam M. KENDELL,
Director, Dayton Area Chamber of Commerce Consortium.

Oregon
Tae AvLsiNa Corr.,
Portland, Oreg., March 25, 1970.
Hon. GayLorp NELson,
Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C.

Dear SryaTor NELson: In response to the letter from your sub-
committee dated March 12, 1970, we desire to submit the following
information,

(1) We have obtained the vast majority of our JOBS trainees
from the Concentrated Employment Program (CEP) and from
the State Employment Service (SES). On occasion we have had
people walk in off the street and these persons are immediately
reforred to CEP or SES to be certified, under the JOBS program.

(2) The National Alliance of Businessmen have been very dili-
gent in attempting to get us to live up to our pledges. We have
not yot utilized some of their particular services, but we under-
stand that they have a staff available to write up & JOBS program
for any business. They have done periodic surveys as to the num-
ber of trainees we have hired,

(8) Wo have had numerous visits from the United States
Department of Labor both on administrative matters as to how
to maintein the accounts and records and in auditing our invoices.
Interviews have been conducted - with our trainees and the
instructors and the Labor Department people were quite helpful
in advising us as to the change in our conmitments and in taking
advantagoe of other programs. For example, we shiftéd our MA-3
program to & Test Cities program, o

(4). 1 would evaluate the program very highly in its efforts to
obtain commitments and cooperation among local businessmen,
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and particularly its cooperation with the CEP. I do feel, howover,
that the trainees could benefit from a longer period of orientation
in an effort to change some attitudes about work habits and
motivation. The commitment of management to hire JOBS

" trainees and to insure that they are trained is only part of thn
job. CEP, NAB, JOBS, or other programs can do o great deal
more in preparing the individual for the world of work.

(6) The current down turn in the economy has proventod us
from meeting our commitments because anticipated work is
not being made available to our customers. Although this com-
peny has continued to hire people over the past several months,
we are doing so at a much slower pace than wo had anticipated,
A further cooling of the economy would further restrict our
participation. :

A particular problem having to do with The Albina Corporation
stems from the fact that we are a minority enterprise operating as an
experimental effort to train predominantly the unskilled, therefore,
we have committed ourselves to train up to 90 percent of our pro-
ductive work force. While these trainees are included under our
JOBS commitment, we find that the reimbursement formula does not
begin to compensate for the extra effort, the wasted materials and
time that must go into training. Keep in mind that the normal rule
is that industry may train up to 25 percent of its employees, that
rule was waived for The Albina Corporation and we believe that the
reimbursement formula is designed to work within the 25 to 75 percont
ratio and not the 90 to 10 percent ratio that we have. Accordingly,
training is a very costly operation to us.

If you have questions or desire further information on this point,
please do not hesitate to contact us.

Very truly yours,
MayrieLp K. WEBB, President.

Pennsylvania

BeraLenem StEEL Corp.,
Bethlehem, Pa., April 6, 1970.
- Senator GayrLorp NELsON,
) Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C. ‘ :

Desr SenaTor NELson: Inyour letter dated March 12, 1970, you
indicated that the Senate Subcommittee on Employment, Manpower
and Poverty, of which you are Chairman, is holding hearings on S.
2838; the Administration’s proposed Manpower Training Act. Speci-
fically, you requested our comments on how-our JOBS contracts have
worked out in: practice. - : :

‘The information set forth below is based on our experience with
JOBS/MA - Contracts involving approximarely 1,000 trainees. We
received a separate letter from you for each of our contracts. Since
all contracts were ‘administered by this office, we would appreciate
your considering this letter as a combined reply covering all our
confracts.
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(1) Where you have obtained most of your JOBS trainees.—Most,
of our JOBS trainees for our Sparrows Point, Maryland, Steel
Plant and Shipyard, were obtained through the cooperation and
services of the Concentrated Employment Program (Baltimore)
and the Maryland State Employment Service. Our Burns Harbor,
Indiana, Steel Plant obtained most of its trainees from the
Indiana State Employment Service (Gary and Michigan City).

(2) What kinds of assistance have been furnished to you by the
National Alliance of Businessmen.—We have worked for the most
parb, with the U.S. Department of Labor, Manpower Adminis-
tration (DOL-MA), the contractor, concerning our JOBS con-
tracts. The National Alliance of Businessmen (NAB) has not been
involved in our contractural proceedings. NAB has, however,
contributed greatly in making the general public and businessmen
aware of the JOBS/MA Prograin and encouraging employer
participation. We believe the most successful government pro-
gram to date for alleviating *“hard core” unemployment is the
JOBS program initiated by the National Alliance of Businessmen.

(3) What kinds of contacts you have with the Department of
Labor—In general, our contacts with the DOL-MA have been
satisfactory. By way of constructive criticisin, however, we be-
lieve that the administrative details involved with the negotiation
and award of a JOBS contract should be streamlined. In addition,
it would simplify matters if DOL-MA would provide contracting
companies with a single contact for coordinating requests for
material, information, and interpretation of policy matters.

(4) What your general evaluation of the program 1s, particularly
1ts strongest and weakest points—The JOBS Entry Program .is,
generally, satisfactory in its present form. However, the JOBS
Upgrading Program would require modification in the basic
guidelines. As the guidelines are now stated, employers who wish
to participate in the JOBS Upgradin~ Program are required to
(1) guarantee trainees a ten percent increase in wages upon
completion of the upgrading training and (2) guarantee the trainee
the job for which he is training upon completion of the training.
The above-mentioned guidelines, because they do not take into
consideration seniority provisions in applicable labor agreements
governing promotion, dlt)amotion, layoff and recall of employees,
make it difficult or impossible for many companies to participate
in the JOBS Upgrading Program.

(5) Most importantly, what effect the present downturn in the
economy has had on your participation in JOBS, and what likely
effect further cooling of the economy would have on your participa-
tion.—The present economic conditions have caused us to delay
starting JOBS contracts at several of our operations and could
possibly affect the entire Entry JOBS Program.

Because the majority of the JOBS trainees have not acquired
substantial lengths of service for job security purposes, a cooling
of the economy would be quite detrimental to them because
they would be among the first to be laid off,




87

We sincerely hope that the information provided herein will be of
use to your committee during the hearings on S. 2838, If we can assist
you further, please let us hear from you.

Sincerely,
B. C. Boywsron,
Manager of Personnel and Management Development.

—

‘ ‘ Burrouvans Corp,,

P Paoli, Pa., March 25, 1970.

Hon. GayrLorp NELsON,

Chairman, Senate Subcommitiee on Employment, Manpower, and Pov-
erty, U.S. Senate, Washington, D.&)

Drar Senator NELsoN: Burroughs Corporation is pleased to
respond to your letter of March 12, 1970 wherein you solicited our
comments relative to the JOBS program in conjunction with your
subcominittee’s hearings on S. 2838, the Administration’s proposed
Manpower Training Act.

As a matter of general information, the Burroughs Corporation,
with corporate headquarters in Detroit, Michigan, entered into a
national contract on April 28, 1969, under the MA—4 Program,
with the Department of Labor (through the Regional Manpower
Administrator, Region V, Chicago, Ill.) for the training of 195 em-
gloyces for our Detroit Plants and 270 employees for our plants in

asadena, California.

We were fortunate in assembling a uniquely and fully qualified
training staff from former members of our Omaha Women’s Job
Corps Center, which was just in the process of closing out at the time
the MA—4 contract was awarded. Thus, we had a staff that had been
intimately involved for four years with the problems of the disad-
vantaged, and who fully und)(,arstood the proper approach to make
the JOBS program work. This understanding of the problem prompted
: us to use facilities away from the plants for preparatory training,
o such as orientation, job-related basic education, life skills, consumer
education, preliminary basic skill training, ete. Although conducted
: in a partial plant atmosphere (timeclocks, work benches, tools, and
-, production procedures) this separated training prepared the trainee
: to adapt to plant environment. This concept also allowed the staff to

give corrective attention to those personal factors requiring remedial
action before trainees were considered fully qualified for working in a
plant atmosphere. Our training program in Detroit was unique in
that it was the only MA—-4 contract in the city that trained only
women for electronic assembly related work. It has been a very sue-
cessful program since the attrition rate in the plants (after completion
of training in the training center) has been less than 8 percent. The
B Pasadena program (for both men and women) has also been considered
¢ successful although its attrition rate is higher than Detroit but less
g than that experienced in the normal JOBS program—despite the
fact that our traineces are relatively younger and the California
population notably migratory in nature. For your information, a
profile compiled from statistics on the trainees hired for the JOBS
program in Detroit is attached.
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In reference to your specific inquiries it iy appropriate to_snswer
your lust question first as it may clarify subsequent matters, Changes
i production schedules for an individual plant may change for
various reasons, none of which we believe ean be isolated separately
or he based entively on the existing state of the cconomy. I-fo\\'(e\'or,
suflice to say that when the MA-4 contruct was negotiated in the
spring of 1969, the conservative number of trainees contracted for
was based on personnel strength projections for future plant opera-
tions in an ceonomy anticipated at that time.

In Detroit, plant schc(lull(m had to be vevised to the extent that NAB
training had to be discontinued in December, 19069, At that time, 102
employees had been trained of the 105 contracted for under JOBS;
94, or over 92 9%, of theso are currently still on the plant payrolls,
However, at this writing, a signifiecant, number of these employees
are on o temporary lay-off; undoubtedly part of this rather bleak
picture is brought about by the economic slow-down. Should there be
further cooling f the cconomy it may force manpower cuts in the
glnuts which would undobutedly affeet the JOBS employces. The

OBS employees would be the first released sinee they, in general, are
the most recent hires.

Lii the Pasadena plunts, work re-scheduling occurred to the extent
that since last December the rate of hiring of JOBS trainces has been
drastically reduced. This resulted in a need to decrense our training
staff and, virtually precluding any possibility of training (and being
reimbursed for) the number of employees for which we had contracted
within the contract period. Currently, approximately 120 NAB
employees are in plant or in training at Pasadena. Current predicted
needs mdicate that not more than 180 einployees (of the total of 270
contracted for) can be trained under the existing MA—4 contract,
unless this contract could be extended. Should there be any further
cooling of the cconomy, it is possible that training may have to be
climinated or further curtailed. Luy-off of the JOBS employees at
Pasadenn does not appear imminent.

In reference to your cther specific questions:

(1) Where have you cblained most of your “JOBS” trainees? At
Detroit the JOBS trainees were obtained from the inner-city, the ma-
jority within five miles from the center but as far remnoved as fiftcen
iniles. All were secured thvough the Michigan Employment Sccuritx
Commission through four STEP centers. All were certified by MESC
as to eligibility and met requirements set by DOL and NAB. At
Pasadena the majority of the trainees came from the vicinity of north-
west Pasadena; the remaining from East Los Angeles and cther cities
within a fifteen ile radius. Local recruiting was implemented at times
to supplement lists available at the state employment security office;
however, all were certified by and processed through the stute employ-
ment sccurity office before being hired for the JOBS program,

(2) What kinds of assistance have been furnished you by the National
Alliance of Businessmen? The NAB furnished our Detroit training
center with printed materials and fihus that were useful in establishing
basic training backgronnd to our instructor stadl'; representatives also
participated in_the sensitivity training program  which involved
m-plant supervisory personnui. In Pasadena, various forms wero
obtained from NAB. In all instances, the relations were most amicable
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aid NAD representatives were most willing to help in any way thoy

conld.

_ (3) What kind of contact hare you haid with the Department of Labor?
Sinee ours is n nntional contract, practically all contact has been with
the offico of the Regional Manpower Admﬁnislmtion, Region V, Chi-
engo, Hlinois, Relntions huve been extremely good, with a niost cnolpu
erative attitude displayed by DOL representatives. One visit to tho
Detroit Center was made by o Distriet representative which, wo be-
lieve, was well received. Sinee the close of the cesster, there have been
several telephone contacts with the Detroit Distriet and, of course
oceasional telephone disenssions between our contracting sersonnel
and Region V. We have also attended JOBS conferences in the Philn-
delphin and Los Angeles nrea where provious contuet with loeal and
regionnal DOL representatives was renewed.

(4) . What your general evaluation of the program is, partieularly, its
strongest and weakest points. Strongest points: The pregram feature
of “hire first and train"” attracts those who have a sincere desire to
have and to hold a job; it gives them an immediate sense of “belong-
ing" which, undoubtcd‘y, 18 the prime reason that some trainees can
be retained,

Tho prerogative of contractors to screen potential tratirecs and to
reject trloso not capable of performing a\'oi(,s taking on those people
whose hopes could be raised en promises that could nov be kept.

The freedom of contractors to train in the way they see best fit (wo
feel that the use of a sepavate fucility to conduct all preparatory
training, coupled with a fully qualified stafl, is the key to a suceessful
JOBS program),

Wenk points: The contract time limitation will cause n serious
im‘mcb on the program if the state of the economy necessitates cur-
tailing training to slower rate of inputs.

"Transportation still presents ocensional problems. During prepara-
tory training and dayhght workshifts those trainces not having cars
aro able to nse public transportation or get into car pool-. However,
subsequently, some are reguired to go on hight-shift when there is no
public transportation available and car poels are harder to form. In
snch instances, it would be helpful if the trainees could receive some
assistance townrd the nequisition of a car, c.g. reduced interest rate,
low down-payment or a government backed loun.

The current policy of allowing a contractor 25 percent additionnl
payment if the traince leaves for positive reasons (ncceptance of higher
puid job, back to school, ete.) is good; however, the contractor is
currently peanlized if the trainco leaves for other resnons beyond the
control of the contractor (e.g., moved from arvea, sickness or death in
the family, personal problems, pregnancy, cte.) for which some reim-
bursemens or other considerntion should boe allowed.

“Wo fael that JOBS program is an extremely good ono although it
has only begun to cover the needs of the underemployed and unem-
ployed m large cities. Wo havo found that the MDTA training contors,
although gencrully performing a good servies, cannot really wive tho
typo of prollmmtory training that an industry, large or small, needs,
Consequently, rather than requiring industries to give full considera-
tion to tho nso of skill conter facilities for providing job related educa-
tion instruction, theve should be the freedom to utiliza the facilities
and sorvices of an on-going successful JOBS program for preparatory
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training to fulfill tho needs of small organizations, ‘I'he requiremont to
onter into u consortiumm with small companies for this typo of trainin
does not appenl to large industry. Instead, DOL, couﬂ financo this
preparatory training directly with a sueeessful ]progrnm.

Thero is o possibility that tho cconomy will result in the need to
curtail the rato of training in terms of numbers of trainces. "o over-
come this problem and still train the numbor of trainces for which
contraceted, o rousonnblo solution would bo to extend the period of
existing contracts for un agreed-upon lenfith of timo and to allow train-
m% be uecomplished for m‘\ly category us long us the traineo’s entrance
«alary (during training and upon outering the job for which trained) is
equal to or highor than that specified in the contracts,

. We sinceroly hopo the above information will assi.t in the delibora-
tions of tho subcommittee and, agnin, wish to express our approciation
in bcmgroﬁ'crcd tho opportunity to express our views.

ery truly yours
' Mixe B. Davis,
Manager, Education Systems Activily,
Fisld Support Organization,

ProriLe or THE Hanrp Conre Ugmm,oymn, Demoir NAB TraiNineg
ENTER

Thie profile was coml)iled from statistics available on the first 119
trainees who were employed in the Detroit NAB Training Program,

The average nge of the women trained in Burroughs Detroit NAB
Project is 32.4 years of age (the range is between 21 and 51 gcurs of
%e). She will weigh 141 pounds and the average height will be 64"/,

Vithin tho home, we will find between one und 10 children under the

age of 19 with an average of 2.2 per home which is the approximate
national sverago in poverty arcas. FHlowever, it should be noted that
many of our trainces have children over 19 who have their own
familics.

Thus far, the majority of the 119 NAB employce/trainees have come
from the inner city of Dotroit. The greater number of them are living
in substondard housing that costs them between $80.00 and o $100.00
a month. Twelvo percent of the 119 are in the process of buying their
own homes. Nine percent are living with their parents or some other
close relative. Soventy-cight percent rent their homs or apartmont.

One of the major difficultics encountered by the Burroughs NAB
trainee is transportation to and from the plant and especially the
Plymouth Plant in Plymouth, Michigan. Of the trainces so far
trained, 25 percont of them owned their own nutomobile or had access
to one in the family. Most of these automobiles do not prove to be
relinble and are therefore moro of a hindrance than a help to good
attendance. Seventy-five percent of those trained must rely upon the
public transportation system.

Only in 8 percont of the houscholds of trainces involved in Burroughs
NAB Program is there o husbaid and father ag the head of the house.
The following figures toll the story: Separated, 40 percent; divorced,
19 percent; widowed, 6 percent; married, 8 percent; and single,
18 percent.

The employee/trainee within the NAB Training Program will have
an annual income below the poverty level. The average income will
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bo $2,328.00 for the nast twelvo months, Of the total number who
have entered the NAB Program, 37 percent are receiving or have
reccived in the past twelve months, Aid for Dependent Children.
Sixty-three percent have sustnined “themselves below the poverty
lovel by low paid, pare time, unskilled unemployment.

A surprisingly large number of Burroughs NAB trainces have
completed high school. The breakdown is as follows (grade comple-
tion): 12th, 42 percent; 11th, 26 percent; 10th, 17 percent; Oth,
12 percent; 8th, 3 percent; and 7th, 1 percent. Iifty-cight pereent
of those truined are school dropouts,

We lve found through the use of the Adult Basic Learning Exun-
ination that the trainee is aequainted with some of the basic provesses
of arithmetic. However, she will have forgotten her multiplication
tables and will not be able to work fractions or decirnals, Since she
haus fOl'F()Ltt!ll or perhaps never memorized her multiplieation tables,
she will not be nccurate in multiplication or division and is prone to
muke simple mathematical errors.

Her written English is extremely poor and she will have considerable
difficulty in expressing herself in writing, This no doubt is duoe to her
limited use of words and especially her ubility to spell. The traince
however will do exceptionally well i verbal expression.

These are xome of the statistics and characteristics we have found
to be true of the hard core unemployed that have entered the Bur-
roughs NAB 'l‘mininF Program.,

In coutrust to the foregoing statistics, note that of the 78 employee/
trainees in the lplnnm the week ending October 26, 1969, not one of the
78 wus nbsent from work; and, the average paycheck for the week was
$142 with sularies for the group ranging between $126.40 and $191.00.

GreaTER PaiLapeLrHIA Coauper or COMMERCE,
Philadelphia, Pa., March 30, 1970.
Hon. Gayronrn NELsox,

Chairman, Subcommitice on Employment, Manpower, and Poverty,
U.S. Senate, Washinglon, D.Z:.
Dear Sexaron NEeuson: This is in roply to your lotter of March
12, 1970, requesting comments on our JOBS contract.

(1) The majority of the Consortium trainecs have been ob-
tained through the Concentrated Employment Program. In
nddition, substantinl numbers have been referred as the result of
reeruiting by the Pennsylvania State Employment Service and by
the training subcontractor.

(2) NAB assisted with enlisting employer members of The
Consortium, with orienting employers to the program, and with
resolving technical and procodural problems which developed
during the program.

(3) Contacts with Department of Labor have beeu almost
entirely constructive and pleasant. DOL staff has contributed
groatly to an effort to got disadvantged people hired and trained,
carrying out its governmental obligations while recognizing the
real noeds and problems of participating employers.
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(4) The program fell short of expectations, purtly as the result
of n_combinntion of loenl ciremmstunces and partly beeauso of
the diflienities inherent in u complex new program dependent on
many diverse arganizations, ‘The program’s weakest points were
its initinl reeruiting and job related education performance. [(s
strongest points ave the gunlity of training which was ultimately
developed and the recognition by employer participants that
hard-core nnemployed persons can be successfully reeruited,
trained and cmp]oycd.

(6) Cooling of the econmmy has softened the loeal manpower
market, allovinting the manpower needs of employers who might
participate in JOBS. Further, cooling of the economy will
make 1t increasingly diflicult to continue or extend a program
such us The Counsortinm operation. There are two reasons: One
is that employers in a soal, manpower market don’t need this
kind of program to the same degree in order to meet their man-
power needs; and, the other is that the govermmental and political
climate in which the cooling off has occurred has communicated
less nnd less nrgeney about coping with problems of employment
for disadvantaged persons in urban areas.

However, the JOBS Program should be continued. It has produced
excellent results in (erms of getting hard-core unemployed persons
successfully at work and in terms of enlisting the involvenient of
business in pressing—and still largely unresolved—urban problems.
If nothing olse, its contimtion will oflset some of the potentinlly
adverse effects of the cooling,

It you require additional informatior., please do not hestitate to let
me hear from you.

Thank you for this opportunity to express our comments.

Sincerely yours,

Samuer W. SEEMAN,
Chairman, Manpower Council.

I’rogriss AEROSPACE IENTERPRISES, INC.,
Philadelphia, Pa., March 27, 1970.
Senator GayrLorp NELsSON,
Chairman, Senate Subcommiitee on Employment, Adanpower, and
Poverty, U.S. Senate, Washingtorn, D.C.

DEear Senator NeLson: Thank you for allowing me the oppor-
tunity to comment on the MA-3 Training Program in which my
company engaged.

Tirst of all, sincc Progress Acrospace Enterprises, Ine. (PAE)
enjoys & closo aflilintion with Opportunities Industrialization Conter
(OIC) throngh our Chairman of the Board of Directors, Reverend
Leon H. Sullivan, most of our trainees were obtained from OIC.
Others camo from CEP (Concentrated Employment Program), State
Employment Service and walk-ins,

PAE designed a most unique training program which used the
combined cfforts of PAE cadre, General Eleetric Compony, The
Bocing Company and OIC. Tho results of these cfforts wero most
gratifying in meeting the major objective—that of training in a
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muarketable skill. Many of us nve wiser for the experience—including
of course, PAL, O1C, QE and Bocing.

The National Allinnee of Businessmen offered every service and
nid it eould muster, The efforts of Mr. Walter 1’0\\'0][ of 1RC are
especially noteworthy. Their design of the overall truining specificy-
tion (Request for Proposals) greatly facilitated applications to the
Department of Labor,

'l‘hu Department of Labor has assisted PAE in many wnys, By
prompt puyment of invoices, and axsisting in reconeiling minor pro-
cedural problems they have enabled o major undertaking to becotuo
manageable,

My general evaluation of the program, however, does not suggest
such glowing terms, Although in my estimation the program was a
successful one in training terms, PAE's financial loss of some $375,000
on n $622,400 contract with the Department of Labor to tmin 100
hard-core unemployed is far too high a price for a new, small business
like PAE (o pay. Needless to say, until some real adjustments aro
made in Government planning and administration, PAE (and many
other company's officials with whom 1I'vo spoken) have no plans to
renew our involvement with another MA- or JOBS type training
program.

To ndd further to the reasons for our reluetunce to reengage our-
selves, the final months of our enrrent contract are becoming increns-
ingly difficult. We are at this moment attempting to prevail upon our
local Department of Labor officinls in_an effort to prevent further
losses to ]PAE whieh wauld be brought about by their refusal to aceept
our claim for 256 percent of expended dollurs T the case of some 36
people whom we feel took jobs at a higher rate of pay after being
trained by us, und were prepared emotionally and intellectunlly for
these jobs us a direct result of our training program, Many of these
»ersons had to be furloughed by PAE as u result of the eancellution

y the US. Government, of the Biosutellite and Muanned Orbitai
Lander Programs, (PAE had booked sales and manpower londing on
a subeontract busis for both of these programs,) '

The Bresent trend of the economy can only aggravate an already
deplorable unemployment problem in our country. And businessmen
in every part of the country will continue to nvoid embarking upon a
program of hard-core training that ties up his money for u year with
no mierest in o situntion over which he has no control, i.0,, traince
quits after funds are expended: Had ho stayed, contractor would wait
a full yeur to be reimbursed for expenses alrendy incurred. With trainee
leaving contractor gets nothing back. Of course, he has an alternative—
hire another trainee and start all over, but then he only gots remainder
costs—not those necessary for training a recruit “from scrateh’.
Aud no consideration is given for the longth of his training, If a
contractor trains a recruit in two months, s money is spent, Yet ho
must recover in equal monthly amounts over a oue-year period.

I respectfully recommend that while the Sennte ‘Subcommittee
on Employment, Muanpower and Poverty is holding hearings on S.
2838, the Administration’s proposed Maupower Training Act, some
sincere thought be given to the following general problems with the
existing programs.

A contractor may expend necessary and justifiable funds in the
performance of his contract for training hard-core persons. His costs
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can only bo recovered at the contract rate. Adjustments should be
available to those contractors who legitimately incur higher than
contrncted-for costa, For example, in I’A%E's cuse, extremely optimistic
Overhend/G&A rates wero quote(i in our l)roposnl but never realized.
Yet wo can expect (under present conditions) to recover the (lower)
quoted rotes instend of these actunlly ex{;erienced in the training
yrogram. ‘I'his and gome other quoting problems cost PAE $350,000,
ht might be interesting to note that PAE trained 100 hard-core
peoplo concurrently with recrniting, stafling and organizing the
nations first black nerospace mannfncturing company und while
renovating a 30,000 square foot facility.)

The Senato Subcommittee should ruthorize thie Government to
reimburse contractors for all attrition cost, Currently reimbursement
is limited to the percentage stipulated in the contrnet, while it is
recognized the valile mud intent of a contruet is 1o be specific and to
spell out such considerations there are no present provisions to favor-
nbly respond to the needs of the contractor in the event that attrition
projections are exceeded. In this case, the result is a loss to the con-
tractor, Ior example PAE (in the proposal for our first contract ever)
projected and quoted n 36% attrition rate. Onr actual attrition ex-
perienco including lack of work layoffs, as outlined above, was 42
yercent, ‘This cost PAE another $27,000. The nccumulation of losses
ike these spell doom to many companies every year. 1 do not believe
that the Federal Government intends to permit (he continnance of
such inequitics.

Finally, T shall be hnppy to disenss my feelings und associntions with
the MA=3 Training Contract at your convenience and await the
government's decision for furutre programs,

Sincerely yours,
Brnsamiy W, Savnann,

Servo/Tecu Corp.,
Philadelphia, Pa., March 19, 1970.
Hon. Gayrorn NeLsoN,
Chairman, Senate Subcommilice on E‘md)loymcnl, Manpower, and
Poverty, U.S. Senate, Washington, D.C.

Dear Senatorn Nerson: Your inquiry of March 12th concernin
our participation in the JOBS-MA programs is acknowledged with
much interest.

As former participants in the MA3 and MA4 programs wo arve very
concerned with its past, present and futuro. A perusal of the questions
in your letter indicates that wo can possibly bo of major assistance in
pr_(;viding supportive information for consideration by your Subcom-
mitteo.

At your convenience I would be ploased to moet with you in Wash-
ington to discuss how we may best be of assistance.

Very truly yours,
Jack WEINBERGER, President.

No reply was received from Aluminum Co. of Amzrica, Pittsburgh,
a.
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South Carolina

Woobpsini Division,
Dan River MiLLs, Inc,,
Greenville, 8.C., March 20, 1970,
Senator Gayronp Nrison,
Chairman, Senate Subcommiltee on Iimployment, Manpower, and Pov-
erly, U.S. Senate, Washington, D.C.

Dean Senavor: Your March 12th lettor wns received in my office
yesterday. On March 106th, I wrote Mr. Robert G, Wogmann, Con-
sultant to your Committeo, in responso to his letter of inquiry dated
March 4th, Hopefully, the information furnished to Mr., Wegmann
will suffico for your committeo needs.

Yours very truly, '
W. Ganes HuguLEey.

Marcn 4, 1970.
Woonsipe MiLs,
Greenville, S.C.

Dear Sirs: The administration’s proposed Manpower Training
Act, S. 2838, is now being considered by the Senate Subcomunitteo
on Manpower, Employnient and Poverty. Part of this bill nuthorizes
the continuntion olI the JOBS program. Hearings will be held on the
JOBS program noxt month.

In Jooking over n sumple of contracts written by the Labor Depart-
ment, I notice that you follow & basie pattern of 80 hours of vrienta-
tion, 160 hours of job-reluted basic educntion, and 600 hours of on-
the-job training.

I did not notice, however, any description of what sort of material
you are covering in tho job-related basic education. I would appro-
ciato it if you would send me a description of your program of basic
education.

Wo would bo interested in knowing what kind of experience you
have had with your JOBS contract, and any comments you may heve
on_this kind of n manpower program,

Thank you for your help.

Sincerely yours,
RoBERT G. WEGMANN,
Consultant, Senate Subcommitlee on Employment,
Manpower, and Poverty.

Woonsipe Division,
Da~ River MiLus, Inc.,
Greenville, S.C., March 16, 1870.
Mr. Ropent G, WEGMANN,

Consultant, Senate Subcommitlee on Imployment, Manpower, and
Poverty, U.S. Senate, Washington, D.C.

Dear Mgr, Weemans: This will acknowledge your March 4th
lotter. As you possibly know, Woodside Mills' original contract is
now undergoing a modification. Tho modification will roduce the
nmimber of “underprivileged porsons” intako from 1100 to 250.
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You askad for spocific information on job-related basic oducnsion.
Our plan enteils instruction on the assignment for which the NABS
cortifiocl employeo is training, basod on dotailed job description and
proper method of doing tho job. Wo nlso nre brondening our approach
so as to muke use of two of South Curolina’s tochnical oducation
contors, Those contors aro to give educational training in thoe basies—
reuding, writing, and arithmetic. You might also bo intorested to
know that wo are subjoecting our suporvisory managemont group to
tha NABS approved Bell and I’IO\VOh sonsitivity training,

You nsked what kind of experiecnce we have had with our JOBS
contruct. While I wish we could report o highly satisfactory experience,
this has not been the cuse ns evidenced Ey the necessity to modify.
Being the first contrnctor in this area had its drawbacks, both from
the viewpoint of our company and the USES, the certifying ngency.
Inexperience uud lack of l{nowledge had its impact. Deterioration of
business with consequent lay offs because of lack of manpower need
also took its toll. We are of the opinion that we are now on sound
ground and we expact success with the modified approach.

Yours very truly,
W. Gaines Hucurzsy.

No reply was received from PAC Columbia Mills, Columbia, S.C.

Tennessee

AVCO AgrostrucTURES Division,
Nashwviile, Tenn., March 25, 1970.
Senator GayLorp NELson,
Chairman, Senate Subcorimitiee on Employment, Manpower, and Poverty,
Washington, D.C.

Dzear SENaTOR NELSON: I am very pleased to help provide informa-
tion for your hearing on the JOBS Program.

We are currently operating under a MA-5 contract for hiring and
training 300 employees; 150 aircraft assemblers (a very high skill
levol) and 150 metal fabricators, The metal fabricator title covers six
different job classifications running from low to very high skill levels.

Approximately two-thirds of our JOBS trainees have come to us
fromn the Tennessce State Employment Service; the remaining one-
third were suppliced to us from the Concentrated Employment Service
and from those who appilied to us directly for employment and in turn
were referred to the Employment Service for certification.

Our proposal was submitted before tlie National Alliance of Business-
men opened their Nashvillz office so they were of no assistance to us
in pl‘CYﬁl'in our proposal. Since that time, they have been quite hellp-
ful. The National Alliance of Businessmen office has served as the
“control center” for the JOBS Program in Nashvilie. They have co-
ordinated the flow of job applicants from the various referral agencies
and answered the many day-to-day questions of potential JOBS
applicants,

ur contacts with the Department of Labor have igrenemlly been
requests for contract interpretation. I have found the Atlanta Regional
Muanpower Administrator’s office to be cooperative in all instances.
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We evaluate the JOBS Program very highly at this division. In our

articular case, it has provided us with one very distinet advantage.

e, the company, have complete control of the program from 1its
inception. Because of our right of selection, we select those hardcore
unemployed that we feel could do the best job. We tailor the training
to prepare the people for the jobs, and we control their progress
throughout the training program. Another very distinct advantu.ige
of the JOBS Program 1s the ease of reporting and billing and the
simplified paperwork. There is one dism}vzmmge I see in owr JOBS
Program—a disadvantage that comes about because we are training
workers for seven different jobs. For billing purposes, we must desig-
nate the job the man is being trained for the day he goes into class.
This does not give us any opportunity at all to observe the man and
decide which of the seven jobs he would be best qualified for.

So far, the downturn in the economy has not had any effect on our
JOBS Program. Realistically speaking, however, if layoffs should be
necessitated here at Avco, it would have to be done on the basis of
seniority, according to our labor contract, and the JOBS trainees are
among those having the least seniority.

We are so pleased with the JOBS Program that we are submitting
another proposal to the Department of Labor for hiring and training an
additional 200 aircraft workers. The success of our program here at
Avco has convinced our management that we can lielp meet the needs
of the community without sacrificing our own needs.

1t is our belief that the JOBS Program should not only be continued
but strengthened and expanded. If you would like any other informa-
tion about the nature of our program or additional comments, I cer-
tainty hope you will let me know.

Sincerely,
T. C. FRANKLIN,
Vice President, Industrial Relations.

No reply was received from Guardsmark, Inc., Memphis, Tenn.

Texas

Davrras, Tex., April 1, 1970.
Hon. Gavrorp NELson,
Chairman, Senate Subcommitice on Employment, Manpower, and Poverty,
U.8. Senate, Washington, D.C.

Dear Sir: Thank you for your recent letter regarding our com-
ments on how the JOBS contract portion of the JOBS program has
worked out in practice. The experiences of TV Aerospace Corp., with
regard to your specific questions are as foliows:

(1) Most of the JOBS contract trainces were obtained from
State employment services, recruitment at various minority
religious and other organizations in hard-core areas by company
representatives, and advertising in minority publications..

(2) The national alliance of businessmen has been 100 percent
cooperative in the requests of the company. Their primary assist-
ance has been in interpreting guidelines and definitions for the
JOBS contract and in meeting reporting requirements. Their
representatives have visited some of our facilities and explained
programs such as MA-3, MA—4, MA-5 and JOBS 70. They have
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also offered their assistance in recruitment activitios and have
-conducted joint briefings with the Department of Labor on
-available contracts. :

(3) Department of Labor contacts with LTV Aerospace Corp.
have primarily been in_briefings on available coutracts, JOBS
reporting activities, and invoicing for monthly JOBS contract
payments. The Department of Liabor has been most helpful in
answering questions applicable to the preparation of proposals
as well as assisting in solving other problems when requested.

(4) The JOBS program has, no doubt, been very successiul.
The strong point of the program is that many hardcore unem-
pleyed persons have been trained for productive jobs in the labor
force. The jobs afforded these people have enabled them to im-
prove their standard-of-living and to contribute to growth in the
economy. During the critic(flnbor shortage, the JOBS contracts
provided additional sources for meeting our manpower require-
ments. Several weak points ave prevalent in the program. Lack of
adequate public transportation at some locations is one obstacle
to the success of manning JOBS contracts. Beginning wages often
are not much greater than welfare payments. In many cases, the
contractors have not been able to instill the will-to-work m
specific members of the disadvantaged.

(5) The downturn in the economy, especially evidence of re-
duced defense spending, and prevailing business conditions will
serionsly impede progress in the JOBS program. We presently
have employces in a lay-off status with recall rights, some of
whom have been trained through the JOBS program, who must
be offered an opportunity to accept most job openings before we
can hire new people under the JOBS program. In light of a
generally declining workforce, it will be extremely difficult for
LTV aerospace to participate in the JOBS program on the scale
it has in the past. -

We would like to express our continued support of concepts such
as the JOBS program in total. Predecessor programs such as MDTA
and OJT were oxtremely helpful to us in manning past workloads,
We will continue to suppert this program and the national alliance
of businessmen in every way possible.

Thank you for the opportunity to communicate our experiences with
the JOBS program.

If LTV Aerospace Corporation can be of further assistance, please
feel fre% to call 1on me.

ery tru ours
Ty Yorts G. H. Scorr,
Vice President, Industrial Relations.

Texas InstRUMENTS, INC,,
Dallas, Tex., Mareh 26, 1970.
Hon, Gayrorp NELsow,
Chairman, Senate Subcommittee on Employment, Manpower, and Poy-
- erty, U.S. Senate, Washington, D.C.
Drar Mg, NELson: We are pleased to share with your subcom-
mittee our observations and opinions of the JOBS program.
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With respoct to the specific questions outlined in your letter:
(1) While there has been some cyclical variation, generally
our {rainecs have been obtained, in about equal numbers, {rom
3 sources;
(a) Referrel through the neighborhood Manpower Centors,
which are spousored by the Dallas Community Action
(War on Poverty)
() ‘The trainee’s direch application to the Texas Employ-
ment Commission (TEC); and
{¢) The trainee’s divect application to Texas Instruments
P (all trainces admitted to our JOBS program are certified
- as eligible by the TEC;.
(2) In general, we have found the Dallas office of the National
) Alliance of Businessmen (N.A.B.) to be very responsive to our
o requests for information and assistance. The N.A.B. has been
quite active in soliciting the participation of and working with
smaller business firms in Dallas. Specific examples of leadership
assumed by the N.A.B. are:

(@) They were the catalyst for establishing an effective,
communmity-wide “outreach” effort during the early months
of the JOBS program. Persomnel from TEC and the War on

‘ Poverty agencies contacted many candidates for the JOBS
! program through a door-to-door campaign in the target areas.

(6) The N.A.B. organized and sponsored “sensitivity train-
ing” sessions for training representatives from the larger
employers in the area. These training representatives in turn
conducted supervisors’ workshops for personnel of smaller
companics.

(3) Contacts with the Department of Labor have been pri-
marily in connection with negotiation of our JOBS contracts
3 (MA-3 and MA-4). We have been favorably impressed with the
representatives of the Department of Labor—impressed with
» their comprehension of the training and impressed, as taxpayers,
1 with their concern that the taxpayer receive value for the dollars
AR invested.

(4) From our own experience and {rom our knowledge of what

other ecmployers are doing in the training of disadventaged per-

- sons, we believe that the JOBS program is well-conceived and will

prove to be a cost-effective soclal action program. From our ex-

perience, the retention rate for JOBS trainees is somewhat better

than the rate for other new employees; and the average produc-

tivity, by the time on-the-job training is completed, compares well
with average productivity of other new employees,

(@) The strongest point of the JOBS program—from a
socio-economic viewpoint—is the employment of many per-
sons who otherwise probably would have been excluded from
sustained employment in meaningful jobs, From the individ-
ual employer’s perspective, the strongest point is the provi-
sion for direct compensation for extraordinary costs of train-
ing and supportive services. This provision has brought the
1isk to the employer down to an acceptable level.

(0) The weakest point of the current prograns (MA-5 and
JOBS ’70) 1s the provision for upgrading training, Upgrading

O
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of persons into higher lovel jobs not only creates openings in
entry-lovel jobs, but it also demonstrates to the person com-
ing mto the entry-level job that there is opportunity to
advance. Under the present upgrading guidelines, the maxi-
mum allowabls hours for job-related education precludes
training for higher skill level jobs, such ns machinists and
olectronic technicians,

A second weakness of the Option B provision is the vequire-
ment for a flat 109, pay increase for trainees at the comple-
tion of training, With some occupational titles, which offer
clear advancement in terms of a higher ceiling on earnings, a
flat 10% pay increase would place the upgraded person at a
rate significantly higher than that paid to a qualified person
Lired outside of the company. Possibly a formula, which
comprehended the maximum pay rates of the “old” and
“new’’ jobs, could be used in lieu of the 109, increase.

(5) The present downturn in the economy has not appreciably
affected our participation in the JOBS program. We have slowed
down the rate at wilich JOBS trainees are placed on the job, but
we should complete our cwrrent contract with the full number of
trainees pledged/authorized.

A further cooling of the economy would probably lead to a
moratorium on hiring or placement of anyone on entry-level jobs.

To summarize, in our experience, the JOBS program is working
effectively. We believe that it is making a positive impact on the
problems of poverty and chronic unemployment.

If we may be of further assistance, please do not hesitate to call
upon us.

Sincerely yours,

Frep C. OCHSNER,
Assistant Vice President
and Director of Corpoi vie Personnel.

GreaTeEr HousroN BUILDERS ASSOCIATION,
Houston, Tex., March 31, 1970.
Hon. GayLorp NELsoN,
Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,
U.S. Senate, Washington, D.C

Dear Sir: In answer to your letter concerning our MA-3 Con-
tract with the Labor Department, trainees were obtained from seven-
teen sources. The largest original supplier of men was the Texas Em-
ployment Commission: followed by Harris County Community Action
Association Service and Vocational Rehabilitation. In regards to ad-
vertising, final tabulation indicated that trainee referral brought in
the most men, followed by radio and then large signs located at the
training center.

The National Alliance of Businessmen assisted our Association in
negotiating a contract with the Labor Department. Cur office reported
to them periodically, mostly dealing with the number of new trainces
brought into the program—this inforntation was needed for a report at
the national level.

T -
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Our contaets with the Labor Department have been mainly with the
regionnl oflice in Dallus, although our contacts have been fow. Bach
meeting was very helpful to us,

My personal evaluation of the entire program is that it is succoess-
ful. A grent number of the “hard-core” unemployed were helped
both finnucinlly md psychologically. By the latter I am reforring to
the basic human need to be useful, productive, and to be part of our
society. Also hundreds of men were exposed to jebs in the construc-
tion industry, Most of these men probubly would never have given
n seconid thought of boing actuul participants in tho building of homes.

In my opinion, ono of the weakest points of this program is the
placing of the traince on an employer’s payroll from the very begin-
Ning of bis training, Another major problem is transportation. Prac-
tvic:ﬁly all job locations are outside the city limits. Very fow of the
trainees have trausportation as they are nnable to afford it.

The present downturn in the economy coupled with the tight money
and high interest rates has had its effeet on the number of job open-
ings in our industry. When a contractor has to cut down on his crew
due to thiese conditions, he usually reicases the newest member or
tho least skilled. Unfortunately, our trainees are in these categories
and consequently are looking for work now,

Any further cooling off of the cconomy would practically eliminate
our Associntion from further participation in these programs.

I hope the information contuined in this letter will be useful to you
and your subcommittee, If you need any more assistance, plesse let
me know.

Sincerely,
N. RoBert BATTEN,
Executive Viee President.

Replies were not received from Concrete Construction Advancement
Corp., Dallas, Tex.; Dallas Dry Cleaning Consortinm, Dallas, Tex.;
and San Antonio Home Builders, San Antonio, Tex.

Virginia

NATIONAL ALLIANCE OF BUSINESSMEN,
Norfolk, Va., Mareh 19, 1970.
Hon., GayLorp NELSOR,
U.S. Senate, :
Washington, D.C.

Dzear SeExator NELsox: Your letter of March 12, addressed to
Tidewater Jobs, Inc., has been forwarded to me for reply.

To preface any remarks, I should inform you that Tidewator Jobs
is a consortinm formed by our local National Alliance of Businessinen
and, therefore, for practical purposes Tidewater Jobs and NAB are
SyIONYMOons.

To answer specifically the questions:

(1) The majority of our trainees have been provided by tho
Virginia Employment Commission, which is one of two agencies
in t.%lis arca who can certify the trainees as hard-core. The Norfolk
SMSA includes the four south Tidewater cities of Choesapeake,
Norfolk, Portsmouth and Virginia Beach. The member companies
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of Tidowater Jobs, Inc., nro loeated in the four-city nrea, As a result,
tho Concentratod Emﬁ)loymcnt Program (CEP) in Norfolk, the
othor agoncy qualified to cortify individuals for the program,
and which draws its traineos from the model city aron (mainly
the Norfolk ghotto aren) has been unable to provide iob appli-
cants for the ontire four-city area, tho majority of CEIs succoss
having boon in providing porsonnel for Norfolk firms,

(2) Inasmuch as tho k(utropolitnn Chairman of the JOBS
Program in this arca is also the President of Tidewater Jobs,
Inc., the National Alliance of Businessimen has worked ‘“hand-
in-glove” with the comnpany. The Metropolitan Director for the
JOBS Progzamn, who is from the Chairman’s own company and
works full-timo in the JOBS Program, has beon very instruimental
in securing now companies into the prograin and in assisting in
modifications to the contract with tho Departmeoent of Labor i.o.,
dropping companios from the consortium and bringing new
companies into it, ot al. The NAB has snonsored, with Tidowator
Jobs, Inc., two or three “Sensitivity” Training seminars for
first-line suporvisors of companies hiring the hard-coro,

(3) Our contracts with the Department of Labor have been
through its Regional Manpower Administrator, Region III, now
located in Philadelphia, but formerly located in Washington.
Our only complaint would be the unreasonable length of time,
during the first six or cight months of the contract, in receiving
the reimbursement for the member companies after submission
of the monthly invoice. Sometimes it has run as long as two or
three months after submission of the monthly invoico. This timo
lag has been greatly reduced lately, however.

(4) In my opinion, the JOBS X’rogmm scems to be the best
manpower program to come out of Washington. The gencral
concept of hiring first, then training and also retaining is a fine
one. P~ vious programs of training a inan and then endeavoring
to place him in a work situation have not had the success we
anticipate under the JOBS Program. While the job is a very
essential ingredient in the JOBS Program, it is not the most
important one. Equally essential ingredients are the cfforts and
the methods for keeping the man on the job. For most small
companies, the cost of these cssentinls is toc expensive. The
essentials I refer to, of course, are the orientation, the job related
cducation, the counselling and job coaching, transportation,
health services, cte., whicl are vitally important in keeping the
hard-core individual on the job. These services are all available
through a contract with the Department of Labor. I would say
that the strongest point in the program is the “hire first’’ principal.
The weakest point is the difficulty in “selling” the program or
informing the average businessman—getting a company to hire
this type person in the first place; getting across the idea to
“sereen in” instead of “‘screen out”’, as has been the case for so
many decades. Anotlier egually difficult task in this area has been
prevailing on companies to lend their personnel to the effort of
assisting us in soliciting JOBS pledges from other companies to
hire havd-core individuals.

(6) Wec have some employers in the program, who are not
hiring at present due to the downturn in the economy. I think this

e —— e,
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is particularly prevalent in the manufaeturing areas, although
manufacturing ts not a large part of our loeal ecconomy. To take
up the slack, it seems that our greatest effort during the cnrrent
solicitation campaign should be directed towand the serviees and
rotuil industries in an effort to involve them in the program, It is
nlso suspected that the downturn in the economy may not have as
great an impuet on the JOBS Program as might be anticipated
sinee o great many of the jobs (particularly in our aren) are in
non-cyelical industries,

In conclusion, I would like to suy that while our success nationally
hus outdoune our success locally, we are enthusinstic about this par-
ticular program and feel that this approunch is the most sensible one
that has been put forth towards solving this problem, and that our goal
locally is to achieve parity with the nutional figures of success.

Cordially,
Joun B, BErNHARDT,
Metro Chairman.

Washingion

Tus Borwng Co.,
Seatile, Wash., March 31, 1970.
Senator Gayrorp N zLsoN,
Chatrman, Senate Subcommiltee on Employment, Manpower, and
Poverty, U.S. Senate, Washington, D.C.

Drar Senaror N ruson: Thank you for your letter regarding The
Bocing Company’s participation in the JOBS Program and the pro-
posed hearing on S-2838. We are happy to respond. Below are your
questions as you have listed them, followed by our response:

(1) Where you have obtatiued most of your JOBS traivees.—
All JOBS trainces have been reeruited, certified as hardeore
disndvantaged and referred to 'The Bocing Company by the
Washington State Employment Service operating in behalf of
the Concentrated Employment Program (CEP), a local com-
munity-action agency. Trainces referred to us all reside within
an identified CEP target avea which covers the Scattle central
city and selected additional areas in which poverty ‘“pockets’”
exist.

(2) What Iinds of assistance have been furnished 1o you by the
National Alliance of Businessmen.—Because of size and resources
of The Bocing Company and the fact that we are operating in a
direct contract relationship with the Departiment of Labor an
JOBS Programs, it has not been necessary to call extensively on
NAB for assistance. To the coutrary, Boeing supported origmal
establishment of the NAB program here in the Scattle arca by
providing the undersigned on an 8-month loan basis to NAB as
1ts first metropolitan dircctor. At that time Bocing provided, and
subsequently has continued to provide, additional staff support
and secretarial hclp on 4 loan basis. Thus, we have remained
very close to the NAB operation but have not needed to utilize
its services extensively. Through this relationship, however, we
believe we have sufficient knowledge to comment on NAB's
assistance to other employers, It is owr impression that NAB
43-102—70——8
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has done a substantial job and is rather bhroadly necepted in the
Scattle business community as a focal point for assistanee in the
aren of hiring and support of the hardeors disadvantaged. NAB
currently is acting not only in the capacity of secking JOBS
pledges but in assisting employers in their relationships with
community ngencies which are providing many of the supportive
services to the employers’ programs.

(3) What kinds of contacts you have had with the Department of
Labor—We have two contracts currently active with the De-
partment of Labor, one under the provisions of the MA-3 Pro-
gram and the other under MA-5. Contacts with the Departiment
of Labor have been extensive and virtually all in connection with
proposal, negotiation and administration of these contracts. Al-
most without_exception the contacts have been positive and we
liave felt the Depurtinent of Labor to be responsive to our needs
and concerns. The relatiouship has been a good one and to-date
free ot the frustrations and “red tape” problems that sometimes
mark government contract efforts,

4. What your general evaluation of the program 4s, particularly
ils strongest and weakest points,—Onur general evaluation is that
the JOBS Program has been both useful and beneficial, One of
its stronger points has been the relative simplicity with which
the contract programs are negotiated and monitored and Depart-
ment of Labor responsiveness noted in No. 3 above. The contract
approach has been simple and straightforward with a minimum
o} complex technical details, This, I am sure, has been helpful
also to those smaller employers who have entered contracts but
who do not have substantial contract administration and finan-
cial organizations at their disposal. One possible danger should be
oxpressed—each successive contract proposal which we have
looked at since the original experience with MA-3 (MA—4, MA-
5 and JOBS ’70) has been slightly more complex and has had a
few more “‘strings” attached. This, of course, is natural as addi-
tional experience is gained in these kinds of programs both by
the Department of Labor and by employers. Nevertheless, cau-
tion is indicated in development of future JOBS Program offer-
ings, lest the complexity become burdening and a discouragement
to potential ¢- stractors.

We see two wcaknesses: First, the JOBS Program offerings cvea
though relatively simple, do not do a good job of attracting small
to medium sized employers. Many small companies shy away
from such programs. They feel they cannot take on such pro-
grams alone financially, but resist what they conceive to be the
red tape and paperwork and the problems of liaison involved in
setting up a contract with the Department of Labor and coordi-
nation with community agencies involved. None of these con-
tracts have adequately provided for a consertium effort to involve
larger numbers of small to medium-sized employers who can thus
share through group effort the burden of supportive services and
the contracting process. Wo feel that the consortium approuch is
a key clement in attracting those smaller employers and only as
they become invoived do we truly open up the job market for
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tho disadvantaged. It is true that recont amendments to the
JOBS '70 contract proposal (agreed to by NAB and the Depart-
mont of Labor) have substantially assisted in making JOBS 70
more useable for consortium purposes. Howover, we holieve closer
nttontion should be given to this aspeet in future JOBS programs.

A sceond uren of ‘weakness is the difliculty of obtaining ade-
quate lovel and quality of supportive servieces from loenl coms-
munity-action agencies, By supportive services 1 refer to child
care, medical, dental and legal nid, off-the-job counseling and
other such services typically identified with programs for the
huardeore (limul\'m)tuge(\

Boeing nnd other employers have found difficulty in genernting
adoequate businesslike responses to their supportive service
needs. The ngencies have indicated their willingness to respond
and most have certainly made efforts, but lnck of suflicient
numbers of competent administrators, changing organization
structines, patterns of funding, etc., have often made support
haphazued.

(5) Most importantly, what effect the present downturn in the
economy has had on your participation in JOBS, and what Lkely
effect further cooling of the economy would have on your participa-
tion.~As you muy kuow, The Boecing Company is currently
undergoing o period of declining business activity, causing intense
cost emphasis and severe decrenses in manpower requirements.
Consequently, il has been necessary to lny off substantial nun-
bers of employees in all payrolls.” Graduates from the MA-3
contract training program who are now on the job competing as
regular employees are subject to provisions of our eurrent collee-
tive bargaining agreements and have been affected along with all
other employees. In onr MA-5 Program which lias been under
way only since September 1, 1969, we were forced to suspend
entry of trainces into tiie program after only half of the total
scheduled number had enterz<. Further inpnt into the MA-5
prograin has been suspended indefinitely. No new classes will be
started under MA-5 unless theve is significant shange in the
business clitnate which is not foreseen at this time.

Wo anticipate that our ability to participate in future entry-
%evel JIOBS rograms for the immediate future will be severely
imited,

Thank you for the opportunity to comment on the JOBS Program.
I hope our responses will be of some assistance to you and your
. subcominittee.

Very truly yours,
0. C. Scorr,
Director of Urban Affairs.

Wisconsin

Replies had not been received from Manpower, Inc., Milwaukee,
Wis., and Manpower Training Consortium, :filwaukee, Wis., at the
time this sectien was printed.




III. THE JOBS PROGRAM IN OPERATION—COSTS AND
RESULTS

The JOBS program is an allempt to erente n business-government
partnership for the purpose of solving n pressing national problem that
1s both social and economic. s suceess—and its failure-—cannot bhe
understood without seeing c¢learly hoth the socinl and economic uspeets
of the problemn and their interrelutionship. The JOBS program makes
sense only in the context within which it was created.

The United States, in 1967, faced a peculiar combination of circum-
stances, Although the economy was operating full blast, with unusnally
low unemployment, there were concentrated throughout the United
States “pockets of poverty’’—ureas wlhere the unemployment rate
was many times that of the nuational average. Thus, in Li‘le midst of the
most affluent society in history, certain areas of the population none-
theless cxperienced considerable poverty. While jobs (]usnully requiring
some degree of educational preparation or previous experience) went
unfilled, persons trapped in the poverty areas were unable to find
work. The {rustrations and resentments found within these sectors of
the population began to explode in bloody riots, most notably the
Detroit disorders in the summer of 1967.

It was ngainst this background that President Johmson, acting on the
advice of a task force which he had established, called in Jannary of
1968 for o major industry-government cooperative prograrn to provide
jobs for the “hard-core” unemployed. Somehow, those who stood
outside the generally high levels of national employment and aflluence
had to be “brought in.”

Thus NAB/JOBS was born. On the one hand, the National Alliance
of Businessmen, a voluntary associntion headed by top corporate
executives, was created to enlist the support of the business commu-
nity. On the other hand the Department of Labor, drawing on its
experience with manpower programs developed experimentally under
the Manpower Development and Training Act (known as MA-1 and
MA-2 contracts), designed the MA-3 contract to be offered to em-
ployers who agreed to cooperate with the Nationa! Alliance of Busi-
nessmen (NAB).

NAB-JOBS REeacues 125 CIimies

The National Alliance of Rusinessmen is an independent, nonprofit,
private corporation. Its headquarters is in Washington, D.C.; for
operating purposes it divides the country into eight regions, each
with o regiona{)ofﬁce. Local NAB offices, originally set up in 50 major
cities, are now located in 125 metropolitan arcas. (There are 131 such
offices, since some areas have more than one.) These offices are staffed
partially by executives “donated” (and paid) by corporations, and
partially by employees paid with Labor Department funds. The value
of the donated services is undoybtedly considerable. However, these
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executives are not always uble to devote their full time to the job,
and they stay only 6 months or a year,

T'he funds for the program are drawn from Manpowor Dcvclolpmont
and "Training Act appropriations, and also from approprintions for the

l%couomic Opportunity Act, since the lntter prescribes in section 123
that:

The Director may provide financial assistance in urban
and rural arens for comprehensive work and mem{; pro-
10

rams or components of such programs, including the fol-
owing; :
L n L] ». * - *

(8) programs to provide incentives to private em-
ployers, other than nonprofit organizations, to train or
or employ unemployed or low-income persons, including
arrangements by direct contract, reimbursements to
employers for a limited period when an employce may
not be fully productive, payment for on-the-job coun-
seling and other supportive services * * * and payment
to permit employers to provide employces resident in
suc[: areas with transportation to and {rom work or to
reimburse such employees for such transportation. * * *

Persons are eligiblo to be hired under a JOBS contract whose family
income is below the Department of Lebor’s poverty level, and who
in addition, meet one of the following requirements:

(1) Have not graduated from high school.

(2) Are under 22 or over 44 yoars of age.

(3) Are physically, mentally or emotionally handicapped.
(4) Possess special obstacles to employment.

This latter category is somewhat of a catchall; it includes anyone

who is a member of a minority group; those with two periods of

unemployment totaling 15 weeks or more in the past yesr; down-

wardly mobile workers; welfare families; and those laid off perina-

nently from “‘declining industries” (agriculture, ceal mining, etc.).

blAgout 77 percent of those hired under JOBS contracts fiave been
ack.

NAB/JOBS has been in operation for approximately 2 years. The
administration, in its proposed Manpower Training Act (S. 2838),
has indicated its intention to continue the NAB/JOBS program,
under this general legisiative language:

Sec. 101. The programs and activities for which funds
under this title may be expended shall include, but are not
limited to, the following: * * * (10) incentives to public or
private employers including reimbursements for a limited
period when an employee newly hired or being upgraded
might not be fully productive;

The consideration of S. 2838 by the Subcommittee on Employment,
Manpower, and Poverty provides an appropriate time to oxamine
how the JOBS program has worked out since its inception.
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Bastc Ruie Is “Hire Firsr”

There are three things which quickly become evident in any
review of how the JOBS program hus worked out in the 2 yoars
during which it has been in operation.

Tirst, it is & markedly business-oriented program. The Nutional
Allinnee of Businessmen is a group of businessmen who approach

other businessmen nnd attempt to enlist their support in o business-

developed program for hiring the disadvantaged.,

Seeond, the fundnmental concept on which the program is based is
one of “hire first.” That is, it is not & matter of training o person and
then afterwards trying to find him a job. It is rather o matter of hiring
him—so that o has a job from his first day in the program—and
then providing him with whatever training and special services he
needs to perform that job adequately.

Third, the NAB/JOBS program evolved in a sociocconomic situa-
tion which presented an cmployer with ‘“push-pull” motivation.
On the one haud, the shortage of labor presented him with a situation
where he needed workers. Job openings were going unfilled. On the
other hand, public awareness of the problems of unemployment in
the Nation’s ghetto areas was increasing and the social consequences
arising from this situation were becoming painfully obvious. Thus
both altruistic and economic motives could induce an employer to
provide individuals from deprived backgrounds with steady employ-
ment. (An additional reason, cited in a Systems Development Corp.
study of the JOBS program, was that some companies fear & Govern-
ment “crackdown” under Federal equal employment opportunity
rezulations. See Wall Street Journal, I&ur. 9, 1970.)

What the National Alliance of Businessmen offered to the business
community was encouragement and help in_the difficult process of
hiring and training persons, many of whom had not previously held
stead}y i’obs, to fill job openings which were to be set aside for them.
This help inclhided advice and encouragement, the rewards of exiensive
publicity and, for those who wished, help in obtaining reimbursement
through the Department of Labor for the costs of orienting, ¢. unseling,
providing job-ralated basic education, and on-the-job training to the
disadvantaged trainees.

ConTracts ArRe DEscriseED

The businessinan, having been approached by NAB, would be
referred to the Labor Department if he wished to obtain a manpower
contract. Although the actual wording of these contracts has been
revised frequently, their basic pattern has remained the same. The
MA-3 contract was used from March to August of 1968; the M.i-4
followed for September of 1968 to April of 1969, The MA-5 contract
was announced for the 1970 fiscal year, and is still available, although
tlfle é\gé\—ﬁ contract (JOBS '70) also became available in November
of 1969. '

The MA-3 and MA—4 contracts extend for a period of 2 years, and
hience many arve still in force, though some of the MA~3 contracts are
beginning to expire. The MA-5 and MA-6 contracts extend over a
period of 18 months. An employer may bill the Government for
services rendered at any point up to the expiration of the contract.
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The MA~3 and MA~-4 contracts spread the cost of the program over
a period of 2060 payment days (that is, for each day worked the
employer received one two-hundred-sixtieths of the total per person
cost of the program). For the MA-5 contract this was reduced to 195
days. The intent in spreading out payments was to induce employers
to keep turnover low, since costs were presumably greatest at the
begimning of the program, and hence the sinployer would lose money
unless the trainee stayed at least 260 (195) days.

The actual eifect of this creation of “front-end load,” however,
seems to have been to induce einployers to give as little training as
possible (putting the “trainee” to work immediately), to cut corners
on supportive services, or to ‘“cream’’ trainees for those least likely to
dvop out. In the MA-6 contract this feature is largely climninated, and
payment is made over the actual training period (which length is not
prespecified, but is tied to the level of complexity of the ocecupation).

Waces aNp Services Fivancup

Under the latest contract, the MA-6 contract, the Government
offers the following incentives under the JOBS program:

The Government will pay one-half of a trainee’s salary for
a period of from 10 to 40 weeks, depending on the com-
plexity of the job.

The Government will pay the euntire wage during periods
when the trainee is receiving job-related basie cducation,
counseling, and orientation.

In addition, the Government will pay the full cost (up to
certain cstablished ceilings) of provi(}ing these services (job-
relatec} basic education, counseling, and orientation) plus the .
cost of:

(@) Transportation assistance

{b) Child care assistance

(¢} Medical and dental treatment, if necessary

(d) Human relations training for the employer’s
supervisory personnel, plus an allowance for admin-
istrative costs.

For these items, a firm with a JOBS contract could receive up to
$5,213 per trainee.

Costs AR OUTLINED

Just what has been accomplished after 2 years of the NAB/JOBS
program? This turns out to be a difficult question to answer. One thing
that is clear is that a good deal of money has been involved. The
Department of Labor has furnished the following figures on JOBS
expenditures:

U.S. DEpaArT™ENT OF LABOR
Washington, D.C., April 15, 1970.
Mr. RoBERT WEGMANN,
Senate Subcommitiee on Employment, Manpower, and Poverty,
Old Senate Office Building, Washington, D.C.

Dear Mr. Weeman~: This is in reply to your recent request for
information on the JOBS program.

The enclosed table shows the amounts appropriated, obligated, and
expended for fiscal years 1968, 1969, and 1970, as well as the amount
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of the appropriation request for fiscal year 1971. The amounts
obligated for contracts with the National Alliance of Businessmen for
their administrative costs are as follows:

Flgeal year? Amount
1968 - oo o oo o e e e e eam $750, 000
1000 . e e 2, 659, 636
1070 e et — i —— e ——— 5, 499, 148

If you have any further questions, please do not hesitate to contuct
me,
Sincerely,
Mavcorar R. LoveLy, Jr.,
Deputy Assisiant Secretary for Manpower
and Manpower Administrator.

JOBS PROGRAM
[In miltions of dollars)

Fiscal
ear
Fiscal year 1968 Fiscal year 1969 Fiscal year 1970 1y97l

Appro-
Appro- Obliga- Out- Appro- Obliga- Out- Appro- Obliga-  Qut- pn%'l)ion
priation  tions lays peiation  tions {ays priation tions! lays! request

MDTA. - cceeeeaeeiernenas 4.6 44.6 3.7 425 4825 13.4 23b. 0 57.0 157 320.0
EQA (IB)eemeccecreiannes €0.1 &0.1 .5 1My NL3 283 J0.0 658 437 55.0
Total. eeeseeeceannas 104.7 1047 4.2 153.8 153.8 4.7 300.0 1228 59.4 375.0

1 As of March 31, 1970

A number of facts become evident on studying these dollar figures.
First of all, although business firms “donate” executive leadership of
considerable value to the National Alliance of Businessmen, the
expenditure of tax funds by NAB is also considerable.

Secondly, the differences between the amount of money which has
been “obligated” under JOBS contracts, and the amount actusally
ex%end_ed, is quite significant. This is true for a number of reasons.

First of all, when a firm obtains a JOBS contract, it is merely
estimating the number of workers it will be able to hire. Further,
obligated funds are paid out on a per-day-worked basis. Therefore,
if the firm does not actually need as many workers as it estimated;
or if workers drop out before the.end of the payback period;if the firm
does not think that the program is working and decides not to continue
hiring under it; if there is an economic downturn necessitating laying
off of workers, or a cutback ir hires: for any of these reasons any given
firm will not actually invoice the-Government for the full amount that
has been obligated by signing the JOBS contract.

It seems relatively rave for a firm to collect the full amount obligated.

Not all participants in the JOBS program receive Federal re-
imbursement. ¥rom the very beginning, the National Alliance of
Businessmen found that a-large number of employers were willing
to participate in .the JOBS program but did not desire to enter into
an lf\dA contract. There were various reasons for this: A feeling that
the Government money was not really needed; a desire to avoid the
audits and restrictions which are part of a Government contract;
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o general aversion to governmental ‘‘red tape;” a genuine commit-
ment to the voluntary JOBS program. These eraployers would and
did pledge to hire the disadvantaged, train them, and integrate
them into their regular work [orce without Governmentsreimbursement,

As far as NADB is concerned, there is no real distinction between
those employers who have Government contracts and those who do
not. Both are equally part of the NAB/JOBS program. Both are
supplied with IBM cards to record hires and terminations, with the
results from both contract and noncontract employers fed into
NAB’s management information system (MIS). Thus, whenever the
National Alliance of Businessmen relenses any statistics on hires or
retentions under the JOBS program, the data published represents
combined totals from both those participating in Department of
Labor contracts and those cooperating without Government
recompense,

ConrtracT PruESSURE Is GrEAT

It is against this background, then, that the first of the structural
pressures which characterize the NAB/JOBS program arise. For
although it is the Department of Labor which issues the JOBS con-
tracts, it is NAB which encourages businessmen to obtain them.

This puts the Department of Labor under a double pressure to
issue contracts with little scrutiny or review. On the one hand, NAB
may be displeased. if businessmen feel they are harassed by bureau-
crats. After NAB volunteers have gone out to convince employers to
accept JOBS contracts, they expect cooperation from Labor Depart-
ment representatives.

Labor Department officials are under pressure tc obligate their
sppropriations, to carry out the purposes of the JOBS program.
Employees are judged successful on the basis of the number of con-
tracts they are able to successfully negotiate, not on the number they
turn down.

TriRTY MIinvuTE RULE

Official instructions given to JOBS contract negotiators reflect these
twin pressures—the pressure on the one hand to be cooperative with
participating firms, and the pressure on the other hand to get the
money obligated as quickly as possible to make a good showing for
the program.

La}l)or Department instructions for the MA-3 and MA—-4 contracts
stated:

Since cost elements are not to be negotiated, time spent
in face to face cost negotistion beyond an average of half
an hour ordinarily will not be an effective use of the evalua-
tor/negotiator's time.

The latest revision of the Department of Labor’s “Handbook for
the JOBS Program” admonishes the negotiator that “the partnership
aspect of the MA-6 (contract) and NAB’s relationship to the program
insure & great deal of respect for the businessman’s point of view and
regards and treats him as a respected counselor and investor.”

iy
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The handbook goes on to order that “fow MA-6 proposals should
be rejected out-of-hand as nonresponsive.”

The negotiator is exhorted to so arrange his work that the actual
contract can be worked out in a single negotiating session. Thus the
NAB-JOBS program creates a situation where contracts (which may
involve up to soveral million dollars) may be granted with relatively
little review.

One result of this kind of rapid negotiation and signing of contracts,
under pressure to obtain as many signed contracts as possible, is
reported by Levitan, Mangum and Taggart in their book “Fconnmic
Opportunity in the Ghetto’:

An analysis of the contracts throws little light on the pro-
posed relationship between Federal subsidies and job content
or pay, Puyments differed widely for jobs with similar titles
promising, for example, subsidies ranging from $1,000 to
$3,600 for janitors and $2,000 to $3,900 for laborers. One
company was to receive $3,700 {or employing and training a
clerk while another firm in the same city contracted to pre-
pare punch press operators at $2,500 apiece. In another city
$3,400 was the incentive to oue company for employing office
boys, compared to $1,800 for material handlers. Waitress jobs
in one contract came at $3,000 per employee. These wide
variations in reimbursement reflect lack of data about train-
ing costs and the bargaining efforts of the cooperating em-
ployer. Government representatives, under pressure to get
proposals in and contracts signed, were not in a position to
haggle over prices. (p. 26.)

Monrtoring Is ResTRICTED

The pressure exerted by NAB against Government ‘“red tape”
extends o monitoring activities after the contract is granted. Periodic
visits to contractors are made by a “contract service and assistance’
team, a name designed to avoid any connotation of checking or in-
specting, and Labor Department personnel are told that the service
visits should be kept ““as short as possible.”

This situation has created, as we shall see, conditions under which
employers might or might not be fulfilling their contracts, might or
might not really understand the aims of the JOBS program and
might or might not be able to meet those aims,

FiGURES ARE (JUESTIONED

A second major problem created by the NAB-Labor Department
partnership involves trying to detvrmine just how many hard-core per-
sons are really being hired under the program and, what is even more
crucial, how many are being retained.

At first this might not seem to be much of a problem, for reports of
hires and retertions have been widely published. The latest Depart-
ment of Labor JOBS handbook, for example, states that:

As of August 25, 1969, of the 229,680 hard-core unemployed
hired under the JOBS program, 124,395 were still on the pay-
rolls. (These figures include both the contract and non-
confract elements of the program.) (I-3)
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The Secretary of Labor supplied more recent figures in a letter to
this subcommitteo:
U.S. DEPARTMENT OF LABOR,
OFFICE OF THE SECRETARY,
Washington, D.C., April 18, 1970,
Hon. Gayrorp NELson,
U.S. Senate, Washington, D.C.

DEar SenaTor NELsoN: This will respond to your March 23 letter
requesting data on pledges, hires and retentions under the JOBS
program for fiscal years 1968, 1969, and 1970,

Responsibility for JOBS program reporting is shared jointly by
the Department of Labor and the National Alliance of Businessmen.
The Department of Labor tabulates hiring and training data for the
contract segment of the program. The National Alliance of Business-
men tabulates pledging and hiring information for the total program,
but does not report data separately for contract and voluntary par-
ticipants. Figures for the noncontract operation are therefore derived
by subtracting figures developed by the Department for contract
JOBS from those developed by the National Alliance of Businessmen
for the total program.

Computerized reporting for contract JOBS was initiated by the
Department in November 1968. Periodic National Alliance of Busi-
nessmen reports are available beginning with a May 1969 report
which gives cumulative operating information for the total program
up to that time. Information for earlier months, we understand, was
inadvertently destroyed. We are, therefore, unable to provide the
information dyou requested for fiscal year 1968 specifically. However

cumulative data for the program through June 30, 1969, are:
Presently in
Pledges Hires training ¢
Contract.._..._.._--.--..-.-.-.._.-; ______ mmmmam e ecmm——na 72,573 42,974 23, 180
NONEONETACE . < c e ae e emeaeve e mee meee e acancaaamcsmcasenmaean e 135,083 148,139 84,594
Tolalemcmenmcasmmne e emvmmtmn mc e mmcm e cmmaaaam m e am 267,656 i, 13 107,774

1 lacludes only employees with respect to whom the employer may claim further reimbursement for incurred training
costs. Employees for whom reimbursement may no longer be claimed are not included.

The latest available cumulative data for the entire program,
throngh January 31, 1970, show:

Presently in

Pledges Hires training ¢

CONAPACE o cme e e e 99, 846 84,703 34,478
NaNCOR R o o e e e e e eac e emve e cmam—aean 283,727 295, 437 165, 558
Totale oo e e 383,573 380,140 200, 046

1 includes enly employees with respect to whain tihe employer may claim further reimbursement for incurred training
costs. Employees for whom reimbursement may no longer be claimed are not included.

A few explanatory comments on certain of these data items may be
helpful to you. First, contract JOBS statistics do not accurately reflect
the extent to which persons hired under contracts continue their em-
ployment with the contractor by whom they were initially hired. This
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results because contract employers typically report & JOBS employee as
o ‘‘termination’ at the point where the employer has been fully re-
imbursed under the contract for the extraordinary costs incurred in
employing and training the employee. Actuslly, at that point, the
emﬁloyee’s employment has not terminated. Rather he is dropped as
JOBS client and absorbed in the employer’s regular work force.
Recording such cases as terminations, as was the case heretofore,
leads to a distorted picture of accomplishments in the contract seg-
ment of the program. This problem will be corrected under changes
we have made in JOBS reporting, effective February 1970, but sufficient
data to put contract terminations and retentions into accurate per-
spective will not be available under the revised system for some
months yet.

Second, the statistics for contract JOBS include only contracts be-
beginning with the M A-3 series which was initiated in the spring of
1968. Not included are data for such predecessor programs as TEST
and MA-2.

Third, all pledge data for the program is, as I noted above, collected
and reported by the National Alliance of Businessmen, without dis-
tinguishing between contract and voluntary program participants. To
arrive at o division of pledges between the contract and noncontract
programs, we therefore make the assumption that pledges for the
contract program correspond exactly to the number of jobs we have
contracted for employers to provide under their contracts.

A National Alliance of Businessmen report updating information for
the total JOBS program through the end of March is expected to be
released in the second week of April. Fiscal year 1970 contract activity
through March 27 totals 1,242 contracts for an aggregate 48,639 train-
ing opportunities. Additional employment and training opportunities
provided under contracts during the remainder of the fiscal year are
expected to number approximately 25,000. The target of 338,000 em-
ployed by June 30, 1970, established for the total JOBS program has
not been changed.

Sincerely,
GEeoreE P. Snuwrtz,
Secretary of Labor.

RETENTION F16URE EXPLAINED

Perliaps the most significant figure in the Secretary’s letter is
the figure of 34,478 trainees, still in training or employed as a result
of JOBS contracts. This is the result of 84,703 hires and 50,225
terminations. It represents an increase of 11,298 since June 30, 1969,

Since figures on the contract portion of the program are more
reliable than figures on the voluntary portior, this figure of 34,478
trainees—40.7 percent of tiwose hired—may be the most reliable
preliminary measurement of program success.

It will be noted that the Secretary’s letter suggests that there are
some additional JOBS trainees, still on the job, who might not be
included in this figure of 34,478 because they were listed as ‘‘termi-
nated”’ when they finished training, even though they continued
as permanent employees. It should be roted, first of all, that em-
ployers who follow that procedure misunderstand the directions on
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the reporting forms. In any event, it can be established that this
erroneous practice does not greatly alter the 34,478 retention figure,
simply because the overwhelming percentage of -the 50,225 JOBS
terminations occurred in the first few months of the training programs.

This can be seen concretely by examining statistics for the MA-3
contracts, which have been in operation for the longest period of time.
The apparent retention rate for these contracts is 32 percent, as will
be shown later. The payback period for the MA-3 contract is 260
days or 8.6 montiis. Departiment of Labor statistics show that 93
percent of those who have terminated under MA-3 contracts did so
before 8 months—and hence these terminations could not be among
those inaccurately reported. Thus the maximum degree of under-
reporting would be (0.07) x (0.68), or 5 percent. Since it is hardly
likely that every termination after 8 months is really an inaccurately
listed permanent hire, it appears that this “under-reporting” is of
little significance.

NAB Svurrriep FigUres

The figures submitted by the Secretary for the entire program are
taken, as he notes, from tiose submitted by the N ationai Aﬁiance of
Businessmen. It is these figures which have been given such extensive
and favorable publicity in local press releases throughout the Nation.

There is considerable evidence, however, that such figures, no matter
how frequently and widely published, are simply not verifiable. This
is true for several reasons.

First of all, the figures for “hires” under the voluntary portion of
the program might or might not genuinely represent hires of ‘‘dis-
advantaged persons” as defined by Department of Labor standards.
Since these businesses are not under contract, there is no way to verify
how carefully they are checking such fundamental criteria as family
income. To some businessmen, the very fact that an applicant is
black or Spanish-speaking would lead him tec be counted as
disadvantaged.

Second, many employers under the voluntary program do not like to
label employees as disadvantaged. Hence, they do not keep special
track of them. Thus figures reported to NAB may simply be estimates.

How widely such figures can vary is shown in a study prepared for
the Labor Department by the Systems Development Corp. This
s}tludy was done In nine cities throughout the country. It concluded
that:

Verification of actual placements under the program was
carried out by two essentially independent means:
1. Tally cards, obtained by each local metropolitan
organization, and
2, Hiring cards, prepared by employers for each in-
dividual hire, and submitted to NAB national.
These two approaches to collection of information on hires
and terminations under the program led to significantly
different results. The number of hires reported by employers
to the local organization was invariably higher (by as much as
200 percent) than the number of hires reported to NAB
National (p. 12).

It should be noted that the nationwide figures on hires published
by NAB are taken from the tally cards, not from the hiring cards.




P

117

The authors of the Systems Developinent Corp.’s report summed
up the results of their study by saying:

In soliciting pledges, NAB volunteers assured prospective
participants who were not intercsted in o Federal subsidy
that a minimum of recordkeeping would be required. Many
employers who signed pledges interpreted this assurance
quite literally, and, in fact, have significantly under-
reported both hires and (especially) terminations, Reliable
information concerning the number of veople actually placed
under the program and the number currenily at work is, for all
prltflctflctlzl purposes, impossible to obtain (p. 14). [Emphasis
added.

ContracT Fieunes QUESTIONED

Even with the contract employers, statistics may be more question-
able than would be expected. Although new hires are supposed to be
certified by either the concentrated employment program (CEP) or
the State employment service (SES), such certifications may be
invalid. A Labor Department audit of the Globe Bag Corp. of Miami,
Tla., for example, reported that of 50 employees certified by the
Florida State Employment Service as “disadvantaged” under Labor
Department guidelines, only 20 actually met these standards. Family
data (either the number of persons in the family, or the family income)
was missing for 23, six more were clearly over the Labor Department
poverty line, and two were aliens and therefore ineligible.

In fairness, it should be pointed out that this is not & problem
peculiar to the JOBS program. GAO audits of the concentrated em-
ployment program in several cities turned up similar findings. In
Detroit, for example:

GAQO’s review of enrollees’ records selected at random
showed that 18 percent did not meet the family income
limitation and that 7 percent were not residents of the target
area. The files of another 36 percent did not contain enough
information for GAO to determine their eligibility (p. 2).

Or in Chicago:

GAOQ’s review of 282 enrollees’ files revealed that 93 en-
rollees were ineligible and that the files of 62 enrollees did not
contain enough information to verify their eligibility (p. 2).

It is not without reason that this pattern of consistently question-
able certificaiions exists. As Echols reports in a paper for the Inner-
City Seminar on Training the Hard-Core:

In many instances, the Government certification require-
ments have proved a disservice to both business and the
hard core. Many hard core have found the process to be in-
sulting, humiliating, and a source of distrust and hostility.
Many businesses have found it to be & cause of delay and even
& hindrance or obstruction to hiring and training. Among
both groups, the low credibility of many certifying agencies
has been a source of concern (Louie Echols, “Perspectives
and Recommendations,” pp. 27-28).

If this is the case for those businesses operating under Government
contract, where certification is required, it is even more the case for
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businesses participating in the JOIBS program voluntarily. Hence the
degree to which the voluntary JOBS program reaches the hard coro
disadvantaged person simply cannot be accurately known.

OxnLY HaLr or Invoicns SENT

There is an equally serious problem in determining retention even
for contract employces. Employers are supposed to send the tally
cards to NAB, and an invoice for payment monthly to the. Labor De-
partment. In fact, many employers submit such invoices at longer
mtervals, so that it is rare that even half of the monthily invoices which
the Labor Department should receive are regularly submitted.

Part of the difficulty in obtaining timely roports of terminations
from contract employers lies in this irregular invoicing, As the Systems
Development Corp.’s study reports:

Part of the difficulty in obtaining cwrrent and comparable
data arises out of the reluctance of contractors to submit
MA 3100-9 reports when they have little or nothing to claim
by way of reimbursement; they tend to ‘“bateh’ their reports
when Aggregate Trainee Days Worked (col. 7f) reaches a
level sufficiently above that reported in an earlier invoice to
justify the administrative nuisance and the expense asso-
ciated with preparing an invoice (p. 17).

Thus any retention statistics for an ongoing program will almost
certainly be inflated, both because some persons have just been hired
(someone on the job a week or so can be called “retained,” after all,
only in a narrow sense) and because reports of terrainations are con-
sistently late in mriving. (Note that a firm with many new hires, on
the other hand, is motivated to report them quickly, so as to collect
the amount due them.)

NAB itself, aware of these problems, had an sudit done on its
management information system (MIS),

Ten cities were selected for the sudit, with at least one from each
region of the country. One contract employer and two noncontract
employers from each of these 10 cities were then selected for auditing
(what criterin was for selection was not stated; it does not seem to
have been a random selection.) The results of these audits were
summarized as follows:

* ¥ * g significant number of the noncontract employers
keep only rather informal records to support the information
reported to NAB, or no records at all which would allow a
comparison of MIS information to employer records.

In the case of contract employers, it appears also that
while JOBS hires are reported fairly accurately, related
terminations are not consistently reported, resulting in the
MIS including a number of employees as hired and “on-
board’’ who in fact have been terminated.

In the case of many of the non-contract employers visited,
we were unable to compare MIS figures to personnel records
since, as noted above, company records did not indicate in
any manner which employees were those reported as hires to
NAB. In some cases, employees reported as hired were re-
ported on an estimated basis, and in many cases, no indi-
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vidual hire cards were used for reporting. In addition, since
current hires are reported to NAB and then no separate
record is kept of the individuals so reported by somne com-
panies, it is impossible for these companies to report termi-
nations of such JOBS employees other than on an estimated
basis. In one particular case, no terminations were ever
reported, although all new hires were reported.

REerentions Nor RELiABLE

As this audit (duted October 23, 1969) notes, it is difficult not to
conchude that the total number of reported ‘‘hires” are guestionable,
with the “terminations” even more so. Without an accurate count
of terminations, of conrse, there is no way to accurately compute
retentions.

1t should also be clear that non-contract data is quite a bit more
“soft” than contract data. There seem to be roughly three times as
many trainees involved in the voluntary program as there are under
contract. Yet figures from these two sources are consistently combined
when reports on the NAB/JOBS program are issued. The fact is that
statements such as the following, in a NAB booklet on the JOBS/70
program, are simply not verifiable:

Its first-year record of accomplishments shows that in
excess of 200,000 people have been placed in full-time em-
ployment, Of these persons, approximately 54 percent are still
on the jobfirst provided for them. :

Yet the activities and accomplishments of the National Alliance of
Businessimen have been given wide publicity, and such statistics are
usually incorporated in their public statements. As reported in the
ffirst Annual Report of NAB:

In an average month, over 500 news stories concerned with
Alliance activities appear in national or local magazines and
newspapers. Public service advertisements prepared for the
Alliance by the Advertising Council have appeared 24 times
in news and consumer. publications ("Time, § ewsweek, New
Yorker, Life, Look, etc.), the business press has pledged 406
pages of advertising; and over 80 million viewers have seen
Alliance commercials on national television networks (p. 18).

As Systems Development Corp. reports in its study of JOBS in nine
cities throughout the country: ‘ : ‘ T

It is no aceident that press coverage of the JOBS program
was, ot balance, favorable. A deliberate effort was made
early in the program in each city to involve representatives
of the news media in press conferences and . to furnish them
with regular news releases both from the NAB and from
participating companies, This is in contrast to the experience
of CEP in many cities, where no plauned promotien or
publicity program existed und the only news to be found in
local papers or on local television had to do with problems
and obstacles to program success (p. 13).

$-402—70—-9
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Tho statistics published by the National Alliance of Businessmen
are important, not only becauss they ave so widely jublicized, but also
bocause they are froquently the basis for unfavorable comparisons
with other manpower probloms.

An example of this is found in an article by Joseph F. Cunningham,
a vice prosidont of the National Alliance oly Busincssmen, which ap-
peared in the September-October, 1969, issue of Monitor, entitlod
“JOBS: Business Shows the Way in Doveloping ‘People Power.’” !’ The
article states:

Approximately 18,500 American business firms plodged
close to 200,000 full-time jobs. Over 60 percont of the “dis-
advantaged’’ people plnco(f in these jobs were retained and
have become effcctive workers, * * *

When one compares this record with that of other Gov-
ernment programs, most notably the Job Corps, the stature
of the “JOBS” program is enhanced. Job Corps, always
hotly debated, operated with average individual training
costs of over $8,000. Of the total number of individuals
recruited for Job Corps centers, only 17 percent ever com-
pleted their training. An even smaller portion of the 17
percent were then retained on the job! In contrast, the
‘JOBS” retention rate figure, when limited solely to Gov-
ernment contracts, is even more impressive. The first-year
60-percent retention figure jumps to about 80 percent
when Government funds are involved * * * (pp. 10-12, 16).

A retention rate of 80 percent for a manpower training program
which serves the hard-core disadvantaged would be spectacular, and
would doubtless be cited as justification for making an increased
public investment ir: such a highly successful program.

Rare orF 32.1 PErcENT INDICATED

One would expect that if only because of the economic incentive,
contract employers would have a higher retention rate than non-
contract employers. NAB officials, when interviewed, estimated that
contract retention might run as high as 70 percent. As a matter of fact,
Labor Department data shows that, as of January 31, 1970, 45,300
persons had been hired by firms with MA-~3 contracts, of whom 14,564
were still employed. This is a retention rate of 32.1 percent. The
MA-4 contracts, in operation no earlier than September 1968, have
involved the hiring of 31,368 persons, of whom 17,020 have already
terminated, for a retention rate so far of 45.7 percent. (Only 7,898
pg%o;]s have been hired under the MA~5a contracts as of January 31,
1970.

Problems of reporting—and a desire to be able to present a good
retention record—have led to a series of changes in the definition of &
“permanent hire’ who is “still on the payroll.” The instructions for
participants in the MA-5 program were:

When a worker terminates his employment with the com-
pany, or after 2 years, a termination car(f, should be completed
in ink and returned to: JOBS (JOBS: Request for Pro-
posal, MA-5, p. 45).
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The instructions for participants in the MA-G program, lhowever,
omitted any mention of the 2 yenrs rule on retention, and stuie
simply:

The Complotion/Termination Card * * * should be com-
pleted by the contractor when either of two events oceur:
Vef’hen o worker successfully completes his period of
upgrading or entry program training specified under the
Jb S contrach, or when o worker terminates his emn-
ployment with the company for auy reason prior to
completion of training (JOBS 1970, p. 73).

At tho present time, as a matter of fact, NAB is going over its
hire and retention cards and listing anyons who was emplayed for at
least 6 months, oven if he is known to have terminated after that
peint, as a “permanent hire’” who is “still on the job.”

Sinco some of the training programs are more than 6 months in
duration, this means that tramnces will be counted as “permancnt
hires” even before their period of subsidized empinyment is ended.
Yet, interestingly enougl, this has not significantly raised the ‘re-
tention” rate, since so many terminate in less than 6 months,

The Department of Labor recently spent about $10,000 to design
o new an({) more adequate reporting system, When it was shown to
NAB, they rejected it.

DirricurTies ARE CONCEDED

One possible conclusion thut can be drawn from all of this is that
NAB’s widely publicized claims of success must be viewed with
skepticism. A news rolease dated February 9, 1970, for example,
states that:

As of June—the end of its first full year—-NAB had
helped in the hiring and fraining of a total of 175,000
workers. Of these, 107,000 were still on the job.

National NAB officials, when pressed about these figures, admit
that they cannot be verified, as their own audits have shown. They
state that such figures are meant “for the business community,” as
a means of encoursging them to participate in _the JOBS program,

Thus it is difficult to answer the ¢uestion, “What is JOBS accom-
glishing?” The very desire to enlist the voluntary cooperation of

usinessmen dictates a handsoff policy in determining the kind of
program to be instituted, the supervision of its progress, and the
collection of verified data on its results, On a nationwide basis, we
simply do not have any certain picture of what NAB/JOBS has done.




IV. A LOOK AT SOME SPECIFIC CONTRACTS

In order to look further into the operation of NAB/JOBS, somo
firms in the Washington ares which have MA-3, MA~4, and MA-5
contracts were interviewed. More was learned by reading through
contracts on file in the Department of Labor. Additional interviews
were held with JOBS contractors in & number of other cities. (It might
be noted at this point that a thorough study of the operations of the
NAB/JOBS program is now being conducted by the General Account-
ing Office in five cities: San Francisco, Oakland, Portland, Seattle,
and Detroit, The results of this study, however, will not be avaiiable
until at least October 1970.)

Many characteristics of the NAB/JOBS program in operation seom
cloar as a result of the research which has been done thus far. Some
of them can be illustrated by looking at a JOBS program which seems
to be both working successfully and fulfilling the intent which Con-
gross had in appropriating JOBS funds,

The IBM C}orp. was involved in the NAB/JOBS program from the
beginning. One of its executives was a member of the task force that
recommended the creation of NAB/JOBS to President Johnson. The
corporation thon committed itself to hiring 900 disadvantaged persons
over a 3-year period, 300 each year, and obtained & JOBS contract.
The Washington office of IBM has thus far hired 100 trainees, and is
now beginning a new group of 15. The recruits are taken from the
offices of the Washington concentrated employment program (WCEP).

ProGram Is DESCRIBED

The first Washington group had 51 trainees. Some of the initial
education and orientation was subcontracted to a group known as
MIND, Inc. This procedure rveportedly did not work out very well.
The group was too large to deal personally with each individual.
Further, some doubts about 1BM’s commitment to the program
apparently were communicated to the trainees. As & result, 20 of
the 51 dropped out of the program. . o

At this point IBM reduced the group size to 30, and took over all
of the. training itself. As a result, 29 finished the program, almost all
of whom are still emiployed. The next group was kept at 20, of whom
19 finished successfully. N b
* The' training program is in two phases. The first phase-involves
learning about IBM: its organization, the wide range of jobs the
corporation-‘offers, its policies. concerning equal: employment op-
portunity, saleries, and advancement. Those who do: not have high
school diplomas are.given supplemental education designed to pre-
pare- them to pass the examination for a high school equivaiency
certificate. Another area. of this initial training is- called enyiron-
mental survival skills:: bankers, credit union representatives, and
persons from the Better Bus;;;?a Bureau are brought in. to discuss
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how to use credit intelligently, how not to be cheated by salusmen,
et cetera. Finally, the last hour of sach day is devoted to personal
development, o round-table discussion of personal problems. Just as
the environmental survival skills are necessary to a group of people
many of whose members have never written a check or had a savings
account, so-a discussion of personal :problems and the 'problems of
adjustment is essential to a group whose members find the life of an
IBM employee very different from the way of life they previously
experienced—from giﬁ'orent modes of dress and manner to o different
kind of persor. with whom they are associating. Some have never
before worked with white people. :

1t should be clear, then, that what is involved in this program is not
merely the provision of a job. After all, as one can see by checking the
help wanted ads in the daily paper, there are always low-paying
positions available as janitors, dishwashers, and so forth, What is being
provided by IBM is the chance for a carcer—and the consequent
motivation for what amounts to a resocialization process. It has, in
fact, been noted by a number of employers who are running successful
JOBS programs that there is a marked and obvious change in the
appearance and conduct of JOBS trainees after o year of steady
employment.

How JoBs ArE ViEWED

What is really happening here can perhaps be better understood by
looking at some of the results reported in the study entitled ‘“Tally’s
Corner.” Eliot Liebow, the author, spent over a year associating with
around two dozen men who regularly hung out around a carryout
shop in Washington’s second precinct. He reports that menial jobs
were available to these men, but never drew any kind of commitment
from them. As he puts it:

A crucial factor in the strestcorner man’s lack of job
commitment. is the overall vaiue he places on the job. For
his part, the streetcorner man puts no lower value on the job
ikan does the larger society around him. He Knows the social
value of the job by the amount of money the employer is
willing to pay him for doing it. In a real sense, every pay
day, he counts in dollars and cents the value placed on the
job by society at large. He is no more (and frequently less)
ready to quit and look for another job than his employer
is ready to fire him and look for another man * * * Both em-
_ployee and employer are contemptuous of the job (pp. 57-58).

Thus, when & man from the ghetto approaches a job, he does s¢
with both fear and uncertainty. Possibly neither he nor his father nor
any member of his family has done really well at any job. As Liebow
reports, : , :

When we look ‘at what the men bring to thejob rather
than at what the job offers the men, it is.essential to keep
in mind that we are not looking at men who come to the'job

- fresh; just out of school perhaps,” and newly prepared to

- undertake the task of making a living, or from another job
where they earned & living and are prepared to do the same
“on this job. Each man comes to the job with a long job
history characterized by his.not being able to support him-
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self and his family. Each man cairies this knowledge, born
of his experience, with him. He comes to the job flat und stale,
; . wearied by the sameness of it all, convinced of his own
‘ incompetence, terrified of responsibility—of being tested still
again and found wanting. Possible exceptions are the younger
men not yet, or just married. They'sufipect all this but have
yot to have it confirmed by repeated personal ex?erience
over time. But those who are or have been married know it
well. Tt is the experience of the individual and the group; of
o their fathers and probably their sons (pp. 53-54).

The kind of problem that IBM found. itself initially confronted

with makes sense sgainst this background. Any program which

. seriously intends to hire the ‘‘hard-core unemployed” must come to

- grips with the suspicien and fear that the possibility of a steady job
croates, ’

It is not simply that offering a menial job under a government
program is a total waste of time, since these are already available,
it 1s rather that sny attempt to provide continual, respectable

emplosyment at a living wage involves a whole process of resocializa-
. tion. Such a program must attempt to offer the disadvantaged person
a series of experiences and options that will lead to. significantly
: changed behavior, so that he can now perform confidently and
b effectively in-the world of work, Motivating the person through
this resocialization experience, with its inevitable pains and fears,
must be a belief that the corporation involved is offering 2. bona
fide chance to earn a reasonable and stcady income. The hard-core
, do not come with this conviction; rather, considerable skepticism
- and suspicion is universally reported by those who have hired the
hard-core. Given his past experience, little else can be expecied. As
Liebow reports: ' :

koo " Armed with models who have failed, convinced of his own
( worthlessness, illiterate and unskilled, he enters marriage and
: the job market with the smell of failure all around him. Jobs

A are * * * almost always menial, sometimes hard, and never
L pay enough to support a family (p. 211).
B ‘ * Avuto DEALER CONTRACT

The possibility of future earnings is more important than startin

- salary, The Washington area -training program: run ‘by Amatucci

» Rambler held 17 of its 20 trainees through a year’s training as auto-

’ mobile mechanics even though-the salary was only $1.60 an hour. The

rapport established in the program and the clear chance to learn a real

s_kiﬁ3 with solid promise of future earnings motivated this high reten-
" tlon. : : B R

Thus, it is:crucial to the success of IBM’s program that.the black

trainee finds himself in a program run by a black person, and learns

that there are black persons-af all levels of the IBM organization. It is

+ crucial that he is dealt with personaslly, and on many levels: economi-
cally, educationally, emotionally, socially. .. - - « .. . - o

Durin%their first-10 weeks-of orientation and job-related basic edu-

-cation, IBM trainees receive. a salary of $375 to:$400;a month. At the

end of this 10 weeks, most .ge on for 6 or 8 weeks of ;additional special-
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ized training in the particular job which they have selected within the
IBM structure. At this point their salary is generally raised to
around $450 n month. From that point salary depeids on productivity,
as it does for anygue else in the corporation. The director ol the
orientation program consults with the trainee’s new supervisor about
his purticular strengths and problems, ‘

Thus, what is involved in this progran is a genuine commitment to
the enrollee; personal contact; and an integration into a permunent

work force at & good wage, with real possibility for advancement.
“CroamiNg”’ PrRoBLEM ANALYZED

Against the background of this program, which has been crganized
and operated successfully by o major corporation, it should be possible
to discuss some of the problems which are encountered as soon as one
begins looking into how other JOBS contracts have warked out. '

cirst of all, there is the question of the target population. Who is

“to be serv: ] by the JOBS program? On the face of it, the answer is
-obvious: the disadvantaged. In practice, however, some persons are
clearly more disadvantaged than others. Thus, it is clearly to the
employer’s economic advantage—it is easier on him—that the trainees
be as little disadvantaged as possible. As a resuit, there is the problem
of “creaming”’—taking employees who technically meet the poverty
guidelines, but who are, in fact, easy to work with. Thus employers
report that women are consistently more steady as workers than men.
Or an employer can attempt to recruit young men just graduating
from high school; if they are members of minority groups, and come
from poor families, they meet the guidelines (even though' one might
hardly think of them as “hard-core” unemployed). - :

Theoretically, JOBS and CEP are to cooperate in the JOBS pro-
gram, with CEP serving as the source of the disadvantaged employees.
In fact, in many cities, employers do not notify CEP of job openings,
but rather select their own trainees from job applicants and then send
them. to. CEP to see .if. they can be. certified as meeting- the DOL
guidelines for “disadvantaged.” | e — S

Secondly, a JOBS program which is to provide any kind of skilled
job must engage in real training in.order, to bring the trainee to the
point where he is able to perform these jobs. Thus the IBM program
provides 10 weeks of initial education, then generally 6.to -8 more of
specialized training. There are problems with this; evén with Govern-

- ment reimbursement; a company will- lose’ money .if many.of those
who start the training should later drop out (although: the possibility
of loss is somewhat less under: the terms-of the new.MA-6 contract.)

- What soon :becomes evident in studying any number of JOBS con-
tracts, however, is that there is, in fact, little real training involved

“for:many: of these jobs. Many of the jobs positions are really. unskilled

- jobs, no different from these which were:always available to the un-

-employed and unskilled. The Government fee for“on: the job train-

-ing” ‘may amount.to little more than a:wage subsidy. Thus obtaining
a JOBS contract can become a method: of: subsidizing the costs of

- one’s work force. The period of: time labeled “on-the job: training” is
therisimply 2 time of working at the job. At best, it is a time of slightly

-rreduced. productivityfor 4 week or two -as theijob is adjustedito.

As the System Development Corp. study notes:
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The progrum subsidizes wages becsuse some companies are
setunlly providing little or no. OJ'U' [on-the-job training]
to the hard-core and the productivity of new hires is ulmost
the snme us regular employees, patticularly in routine jobs
(p. 41).

It should be noted at this point that a JOBS contract does not fund
a given number of persons, but rather a given number of job slots.
Thus it one has suflicient funds to cover 100 jobs, and 50 percent of
the people quit halfway through the contract period, one can simply
hire more people. T'o the extent that one is running a bona fide orientu~
tion. and training program this would be a real problem—during the
early part of the program costs are highest, since trainees are almost
or totally nonproductive. Thus one could lose o great deal of money—
and a numnber of employers have—if trainees drop out. If, however, -
trainees nre given jobs which they can perferm almost from the first
day at work, then one can make money on the centract, for the
Government is reimbursing for “training” which is at best a slight
decrease in productivity. ' :

The fact is that the positions opened up under JOBS contracts
have typically been of a certain type. As the Systems Development
Corp. report notes: : ' :

Largesegments of industry have not participated, including
those employing predominantly white-collar workers or
craft union members; the. program has been dominated thus
far by firms requiring substantial numbers of male factory
production workers in entry-level jobs {(p. 3}. ’

hLooking through Department of Labor records quickly illustrates
this. . : :
Leaf Brands, of Chicago, Ill,, for example, obtained & contract for
100 package handlers and 100 other workers, So far,.a total of, 728 per-
sons have been hired under this contract (and the Government has.
been billed for $260,464). Only 272 of these 728 persons are now on the
job. The Leaf program provides for 2% hours of job-related basic
education per week, ¥ hour of counseling, and the rest “on-the-job
training.” Wages are $1.70 an hour for package handlers, rising to-
$1.75; §1.90 an hour {or the others, rising to $1.95.. With. a. program
such as IBM’s, which provides a genuine time for both readjust-
ment, basic education, and training, a corporation with such a turn-
over could lose a fortune. Putting trainces to work at oncé, however,
makes turnover almost irrelevant. ' :

The Fala-Mailmen Marketing Corp. of Syosett, N. Y., has a contract
for 84 slots, most (71 of them) for addressing machine operators. This
is a $243,588 contract, and the Government has so far been ‘billed for
$60,775. The company runs 24 hours a day, on’three shifts: Two hours
of job-related basic education are to be provided three times a week.
One shift is to receive this between 6:30 and 8:30 in. the morning:”
Addressing. machine operafor trainees are paid $2 an hour, rising ito
$2.25 ‘after a year. The technical level of. training can perhaps be.
gathered from ‘this description. of what . is to be learned : during: the-
second 3 months on the job:. P e

During the second quarter, his training ‘'will be exterided " °
to the various adjustments to keep the machines operating’ """
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and to be able to distinguish good material from bad. The
training will also include the adjustment of glue levels, re-
inking of the coding units, and other similar functions.

So far 174 persons have been hired for these 84 slots, of whom 125
have terminatod and 49 are currently employed.

Gilbert Gertner Enterprises, of Houston, Tex., has a JOBS contract
for 30 maintenance men. It is an $84,540 contract; so far the Govern-

- ment has been billed for $84,552. The program of Gilbert Gertner

Enterprises provides for 2 weeks of orientation. no job-related basic
education, and gives no details about “‘on-the-job training.” In fact,
some 225 men have been hired at $1.60 per hour under this program,
of whom 195 have terminated and 30 are currently employed.

Merit Enterprises, of Brooklyn, N.Y., has an MA-4 contract for
200 assemblers. They begin at a wage of $1.60 an hour, rising to $1.85
a year later. This is a $544,600 coutract, for which the Government
has already been billed for $299,327. At the $1.85 hourly rate, a
trainee completing the program would earn $74 for a 40-hour week
or $3,848 for 52 weeks olf) full employment.

So far, 479 persons have been hired, 6f whom 446 have terminated,

and 33 are cwrrently employed. The contract proposal states that .

“employees will be strategically placed in production lines under con-
stant supervision in order that the line may continue to produce
items in accordance with prearranged scheduling * * *.”

The orientation component (for which the (GGovernment contributes
$325 per trainee, part of the total cost of $2,723 Fer job slot), includes
lessons on “You and Your Preparation for Life,” “You and Your
Social Environment,” and “You and Your Vocation.” The orients-
tion, job-related basic education, and supportive services have been
subcontracted to American Learning Systems. Questions may well
be raised as to the relevance of such courses to disadvantaged persons
working on a production line for $1.60 an hour in the New York area,
for an employer who is subsidized by & $545,000 Government contract.

The B. B. Saxon Co. of San Antonio, Tex., has a $250,000 JOBS
contract to hire 100 workers. This firm provides maintenance and:
janitorial services for buildings and military bases. Wagés for the
trainees are $1.60 to start, rising to $2.  The proposal submitted to
the Government contains the following paragraph: ‘

It is anticipated that trainees will not reach any degree of
proficiency until the end of thirty-two (32) weeks. From
that point of training there will be a gradual increase of
proficiency that should bring them up to the level of our
semi-skilled employees in their field of training * * * We
have high hopes of retaining these people as skilled employees
within the company, thereby, increasing our productivity.

So far 321 workers have been hired under the program, of whom
297 have terminated; the Government has:been charged $223,790.

The use of subcontractors has already been mentioned. A whole
series of subcontractors have grown up around the. JOBS program,
and their activities would seem to bear investigation. Although, it is

assumed under the JOBS program that employers are contacted by .

NAB in order to interest them in obtaining JOBS contracts, many
employers are now actually approached’ by subcontractors who
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attempt to interest them in JOBS contracts—and in employing them
to supply the supportive services. Often these subcontractors will
attempt to supplzy services simultaneously to several firms who band
together mto a “consortium.” As the Systems Development Corp.
study points out:

Many of the subcontractors are fly-by-night organizations
(e.g., in Los Angeles, some 150 firms are soliciting subcon-
tracts). Very few of these firms have the finaneial or technical
capability to perform the services they are offering (p. 44).

Such firms are often referred to .as ‘‘subcontracting hustlers” or
“flesh peddlers.”

Relationships between corporations, consortium members and
subcontractors often interlock in various ways. In theory, the em-
ployers who band together into a consortium are not supposed to make
any profit on their JOBS contract. The funds given out by the De-
partment of Labor are intended to cover only the extraordinary costs
of training and employing a hard-core worker as opposed to the
“ordinary” worker that might otherwise have been hired. There is
no such assumption, however, about subcontractors; they are assumed
to be profit-making ventures (though not all are, by design or quality
of management). Employers are reimbursed for the actual cost of
services provided. When they subcontract these services, however,
the “actual cost” of the employer may include a substantial profit
for the subcontractor,

The treasurer of Manpower Training Consortium in New York,
with a JOBS contract for over $6 miﬁion, is also the treasurer of
American Learning, to which the supportive services are subcon-
tracted. In San Francisco, the Management Council for Bay Area
Employment Opportunity is a major consortium with a contract in
excess of $1 milhon. The executive vice president of the Council is
on loan from Lockheed; Lockheed is also the subcontractor for the
Council. In addition, the same person is the metropolitan area chair-
man for the San Francisco area office of the National Alliance of
Businessmen. There is no evidence that these relationships are neces-
sarily improper, but they do illustrate the kinds of interconnections
that can characterize the JOBS program in operation.

The activities of professional JOBS subcontractors are recognized
by the Department of Labor.

The JOBS 1970 handbook states, “The Department of Labor rec-
ognizes that the initiative necessary to organize a consortium ordi-
narily comes from those anxious to serve as agents/subcontractors.
This is completely acceptable to the DOL’ (V-14). At a later point,
however, the manual goes on to warn the Department of Labor
negotiator that: '

The employer/prime contractor as a “silent partner” of the
subcontractor has frequently failed to perform successfully
on MA series contracts. * * * the Manpower Administra-
tion has determined that when the employer proposes to use
a commercial subcontractor tc supply more than one sup-
portive service, negotiations shall be conducted only with
the prime contractor and not with the subcontractor as
agent * * * The subcontractor is not to be allowed to seize
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control of the negotiations or to think and react for the prime
contractor (V-24).

How such subcontractors operate may be exemplified in the activi-
ties of Manpower Trainiug Service Division in Washington, D.C.
This firn formed a consortium with five firms, two in Baltimore and
three in Washington. Trainees are obtained cither from: the Washing-
ton CEP office or from those who walk in looking for work. After o
week’s orientation, trainees were sent to one of the three Washington
firms. There is o second site in Baltimore.

- Those sent to the Washington Gas Light Co. are hired for manual
jobs. Thirty-four have been sent to this programn, of whom 12 are
still employed.

Only one person was sont to M. S. Ginns & Co.; she “did not work
out” and no more trainees were accepted, Apparently no one at the
firm was told that she had been hired under the JOBS program.

The third Washington firm, People’s Drug Stores, has accepted 109
persons, of whom 17 are still employed. When interviewed, the per-
sonnel manager of People’s Drug said that he joined the JOBS pro-
gramm because Manpower Training Service Division approached him,
and he wanted to help; that some store managers have proved much
more sympathetic to trainees than others, so that now managers who
are known to be more effective are the only ones to whom trainees are
sent; and that the firm really did not know what it was getting into
when it agreed to join the consortium. He further stated that the
Washington staff of Manpower Training Services had had an almost
100 percent turnover since the program started, which hurt coordina-
tion., The trainees are expected to attend classes at Manpower Train-
ing Services 2 days a week, 3 hours each day. The 38 male trainecs
employed in maintenance work have had an average stay of 1 month
and 9 days; the 45 clerks (mostly women) have stayed an average of
1 month and 14 days, The pay is $1.80 an hour. Short as these perieds
of employment were, the personnel manager stated that they were
not greatly different from the period of employment of many
regular People’s Drug employees in the District o]f? Columbia area.

As of November 30, 1969, the Governmient had paid out $28,702
for the trainees hired by People’s Drug, of which $10,614 actually
went to the employer, and $18,088 to Manpower Training Services.
For the group as a whole, the Government has paid out $153,965, of
which $84,158 has gone to -employers and $69,807 to Manpower

Training Services. (Notice the effects of “front-end load”’—since

Manpower provides more services to employees who stay a short time
and then leave, the proportion of the money going to Manpower is
quite a bit bigher for People’s Drug, with its very rapid turnover,
than for the program as a whole.) It should be noted that Manpower
Training Services states that its Washington operation has operated
at a net loss of $34,862. "

This kind of approach to a JOBS contract is no rare exception.
Manpower Training Services operates centers in Boston, Newark,
Washington, Baltimore, Chicago, Detroit, Milwaukee, Minneapolis,
St. Paul, Fort Worth, Kansas City, Denver, T.os Angeles, Oakland,
Portland, and San Diego. All together this'group of offices has. con-
tracts for 555 job slots, has hired 1,115 persons;:of whom 277 are'now
on the job ' (retention=25 percent) and has received a commitment

i et
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of $1,682,461 in Government funds, of which $1,004,329 has alroady
been invoiced,

There can be o good deal of money involved in subcontracting for
JOBS contracts. Take, for example, the $472,000 coi:truct obtuined by
the Freeport Shrim) Association to hire and train 150 shrimp fisher-
men. For a 6-week course in ‘“‘communication skill * * * elementury
training in net repair, line handling, sanitation practices in handling of
the catch, elementary navigational procedures, and vessel operating
systeins,”’ the Jumes W. Fitzagerald Laboratories of Annapolis, a sub-
contractor, receives $1,131 per trainee. A description of the program
supplied by Fitzgerald Laboratories gives eight case histories. In two
of t‘hese cose histories it is mentioned that the men involved (cuse
histories No. 2 and 5) went out to sea after finishing 4 -of their 6 weeks
of shore training.

This same booklet reports that the Freeport Shrimp Association has
hired 271 men, of whom 26 have completed the program, 109 are in the
on-the-job training phase, and 28 are undergoing shore training, with o
retention rate of 60 percent. Thus 108 men have terminrated; these
figures are given as accurate as of February 1, 1970,

Labor Department figures, taken from invoices for payment, and
accurate as of Februory 28, 1970, indicate 272 hires, 37 completions,
155 in the on-the-job phase, and only 80 terminations. A letter was
sent to the Freeport Shrimp Association asking for confirmation of the
number of terminations, but no answer was received..So far, the Gov-
-ernment has been billed for $358,988 for this program. - - .

Another group, Manpower Training Consortium of New York, has
offices in Boston, New York, Newark, Baltimore, Philadelphia, and
Miami. This group has an MA-4 contract for 1,955 job slots, and a
‘Government commitment of $6,235,863. This contract became opera-
tive in April of 1969. By February 28, 1970, 666 persons; were hired,
of whom 281 have already terminated, and the Government billed for

. :$244,039. BEvidence submitted to the subcommittee indicates that

many of the supportive services called for in this contract are not
actually being provided. : :
- It is difficult to see how some of the programs presently supported
by JOBS contracts can provide the personal contact or career-
orientation that make for a successful JOBS program. By supporting
“érployers:who offer dead-end jobs with little or no hope for advance-
ment the “Government may be merely subsidizing the' employer’s
Tabor force. When the Government pays the Austin Laundry and Dry
“Cléaning Co. of Austin, Tex., to hire silk finishers at $1.30~an hour,
rising to $1.55 after @ months; or the Laurelwood Medical Hospital:of
‘San Antonio to hire maids and cook helpers at $1.30 an hour, rising to
$1.45, it may ‘create- little ‘opportunity-or employment that the hard
core would not have had available anyway. The $1.45 an hour wige
figures out to $68 a week, or $3,536 a year. This is below the poverty
line for.a nonfarm family-of four. , AR

In some; instances. JOBS contracts have been .used. to set. up an
entire business operation, with:the avhole work force made up of
JOBS. trainees. One example of such an operation is the DiCO
Corp;, located in “Washington, D.C. DICO is & wholly owiied’sub--
sidiary of. the 'Martin® Marietta Covp. It has, at the present time,
five managerial personnel and 35 workers. "At one time all of ‘the.
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workers wers covered under the MA-4 contract which funds the
operation, although now three are not. The DICO Corp. was set up
by Martin Marietta for the })urpose of providing employment for
the hard-core unemployed. Of the five managerinl personnel, none
had had any previous experience with this kind of opevation. The
plunt managor had previously been a private housing contractor.
The vice president and general manager, who was interviewed,

reviously taught social work. The firm produces wooden pallets.
The work is semiskilled, taking perhaps 2 wecks for & trainee to reach
full productivity. An hour a day is spent on classroom instruction.
Wages begin at $1.70 an hour, and vise to $2 an hour beginning with
the 13th week. The firm is now operating largely on Government
contracis. In a year, the plan is that the firm will be efficient and
solvent enough that it can separate from Martin Marietta and operate
on its own. It is only now beginning to show u profit, due to a series
of problems and troubles encountered in the first year of operation.

The extent to which & JOBS contract can subsidize a labor force
can be considerable. The Globe Bag Corp. of Miami, Fla., for example,
obtained a contract for 300 sewing machine operators, CDC Inter-
national of Summit, Ill, has a contract for 200 laborers. Lucky
Stores of San Leandro, Calif.,, has a contract for 258 grocerymen.
(Job-related basic education, they say, will be provided “after hours
as required.”) The Dallas Dry Cleaning Consortium has a contract
for 450 pressers.

A number of the largest such operations seem to be in the South.
The State Poultry Co. of Jackson, Miss., which had 242 employees,
received a $408,190 contract to hire 140 JOBS trainees with wages

‘beginning at $1.60 an hour and rising to $1.80. PAC Columbia Mills

of Columbia, S.C., has a $705,113 contract to hire 400 employees
(present work force is 1,900) in jobs beginning at $1.83 an hour and
rising to various rates, all but one between $1.91 and $2.35 an hour.

Another South Carolina operation, Woodside Mills, received a
$1,856,000 contract to fund 1,100 mill positions (present number of
employees is 4,775), all starting at $1.60 an hour, rising after $ months
to rates largely between $1.84 and $2.49. The significance of such &
subsidization of one’s labor force, especially in a competitive industry,
should be obvious.

It might be mentioned that much of the money paid out under man-
power contracts lies in the ‘‘supportive services” to be provided by the
employer. The Government can be charged a considerable amount for
such services; just what the trainee actually receives might be some-
thing ‘else. Woodside Mills, for example, charges for 80 hours of
“orientation.” This includes a 2-hour allocation for ‘location of rest
rooms and canteens.” Further, half of this orientation period is de-
scribed as follows: : . . .

Additional followup orientation and counseling not to ex-
ceed total of another 40 hours will be carried out by counselor
and/or personnel director. This will inelude areas where re-
orientation or special needs apply. . SRR

~ An audit of Globe Bag Corp. disclosed that “iyifh the exception of

‘transportation and supervision, supportive services ars not provided

to the trainees.” It seems that the subcontract mentioned in the pro-
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posal had never been executed; the auditors computed that the corpo-
ration had filed $4,637 in claims for services not provided.

Merit Enterprises budgets §852 per job slot for job-related basic
education; their description of the program stipulates that ‘* * *
the trainee will report to the center during the hours in which his
subject-matter is scheduled, and during such hours as he can spare
awa?r from his OJT."

The State Poultry Co. states that, “Special counseling and job
conching will be done informeally on an individual and small group
Lasis,” and “coaching will be done in the plant by assigning a regular
employee in the work unit to act as a ‘buddy’ on a ratio of 1 to 5.”
Cost to the Government of this informal counseling is $56,000.

It appears that many JOBS contracts have been used to subsidize
low-paying jobs which have little future or chance for advancement.
According to the latest JOBS handbook, 45 percent of M.A-3 trainees
were hired ot less than $2 an hour (p. I-2). As a result, the turnover
in these jobs has been considerable. lNot only does this result in con-
siderable cost to the taxpayer for no appreciable return; it slso may
produce bitterness in the d’irsudvantaged trainees, who may feel that
they have been “used.”

Ideally, the National Alliance of Businessmen is a source of help
and: support to the firm which is attempting to hire, train and retain
the disadvantaged. In fact, the amount of assistance available from
N AB varies considerably. The principal help offered by the National
Alliance of Businessmen to those obtaining JOBS contracts has been
a program of “sensitivity training” which may be taken by manage-
ment personnel who will be in actual daily contact with the newly
hired trainees. The expenses for such training may be paid by the
Government, and are regularly included. in .%OBS contracts. thile
such programs undoubtegly have some value, their effectiveness can
be overestimated. As the Systems Development Corp. report notes,

Unfortunately, these programs have been limited in their
effectiveness because of the limited investment that has been
made in them. Seminars, workshops, lectures, films, and
combinations thereof have been attempted, but with disap-
pointing impaet. It is unreasonable to expect that any 1-
or 2-day program, however professionz;ﬁp designed and
skillfully agministered, will overcome the habits and atti-
tudes of a lifetime; yet some employers have acted in the
belief that it will, an(i7 have.assumed that, because they have
a)sensitivity training component, the problem is solved (p.
6). ,

The lack of consistent or effective assistance, combined with quick
contract negotiation and little monitoring by the Department of
Labor may lead to ineffective programs in many companies, - ..

An example that illustrates both the problem of front-end load and
results of inadequate supervision can be found in the experience of
the Hotel' Employers Association of San Francisco. This. group
obtained an MA~-4 contract in order to train 100 persons for front
desk hotel positions. The first trainee was hired in ‘February 1969.
At that time, it was realized that there were no funds available to
start the training school which the contract called for, and.which the
job required. (Such clerks, for example, must know how to operate
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"accounting machines.) The person responsible for running the program

was dismayed to find that he had to place persons on-the job with no
training in order to collect money from the Government so that he
would then be in a position to pay for the necessary training. When
the General Accounting Office began its San Francisco study in
January 1970, it discovered that the training school had still not been
set up. Since there is only one person at many front desks in small
hotels, there was no one to give even minimal on-the-job training. As
of February 28, 1970, a total of 36 persons had been hired, of whom 14
were still on the job. In fairness to the association, it should be stated
that they had not pocketed the JOBS subsidy; the bulk of it (some
$15,000) is still in a bank account, presumably waiting the time when
enough will be accumulated to begin the training the original contract
called for. .

The San Francisco hotel JOBS contract stated that ‘“‘all supportive
services and pre-OJ7T training” would be supplied by the ‘“Teamster
Training Counsel.” The contract stated that “* * * the Employers
Association will subcontract the performance of all supportive services
to the TTC, the latter to remain in existence at least 24 months.”

The Labor Department, in negotiating the contract, apparently
assumed that the ‘“Feainster Training Counsel” was an organization.
The contract stated: ‘““The subcontract will be located at 25 Taylor
Stireet, where training facilities, plus experienced personnel are pres-
ently available.” As it turns out, the “Teamster Training Counsel”
was one person—a legal counsel—who had an office at the Teamstors
“Union :(the jobs in the contract are all Teamsters Union-organized).
Since no‘money had been provided to set up the training, nothing
was done.

s ServicEs WERE Nor ProvibED

A similar example is found in the case of Valley Crest Landscape
of Concord, Calif., also discovered by the General Accounting Office.
Valley Crest obtained a contract for 10 “landscape gardeners.” Ap-
parently the firm originally thought that someone from the local
Opporturitties Industrialization Center (OIC) would help provide
the supportive services. This did not work out, however, and so the
JOBS hires were treated essentially the same as any other new
employees, except perhaps that more consideration was given to their
lower productivity. None of the supportive services called for in the
contract were being provided when thé General Accounting Office
came on the scene in January 1970 (the contract had gone into effect
in April 1869). As of February 28, 1970, 52 persons had been hired
and 48 had terminated, and the Government billed for $8,575. As
a result .of the audit, a community aetion group in Berkeley is now
supplyihg supportive services. S

Vl’hat has come up over and over again in the staff study is that
the combination of “quicky” contract signing and limited monitoring
almost guarantees misungerstandings. problems, and a failure: to
catch deteriorating situations quickly enough to do something about
them. ‘ e v :

As Levitan, Mangum, and Taggart note in “Economic Opportunity
in the Ghetto’: ‘ : : Co

* * * exclusive reliance pon executives loaned by ‘coop-
erating companies restricts, if not’ c'om‘pletel%r precludes,
Negro participants in NAB, because few of the corporate



: 135

i executives are black. NAB’s inability to provide adequate
technical assistance to aid participating employers in the
unfamiliar task of assimilating the disadvantaged, as well
i as the unsettling effects of constant turnover among local
P NAB volunteers, huve led some within NAB to advocate

permanent staffing. Yet this would create a private bu-

reaucracy which would soon be guilty of most of the ills
. which beset the public counterpart (p. 33).

There have been instances where NAB officials have paid more
attention to the quality of the JOBS program than to the number
of pledges and hires. Levitan, Mangum, and Taggart veport one such
case, in which—

* * ¥ a new director took over a moribund orgunization in
an eastern eity. Suspecting the “freebies,” [a term used to
describe those reported as hired by noncontract employers]
he concentrated on securing and administering MA con-
| tracts, forcing changes in those he considered inefficient.

Pledges in that city are fewer but results are more apparent

and testable. However, the director’s rapport with the dis-
; advantaged community is now much better than his relations
) with the business community (p. 34).

i Communtry AcrioN Roue Ureep

If the local community action agency or concentrated employment
program personnel had had a voice in the negotiation of JOBS con-
tracts, the process might have been improved. At the present time,
some elnployers ‘“‘cream” workers who technically meet the definition
of disadvantaged but who are really not hard core. Some employers
use CEP as a source of workers, but give CEP—which sends workers
to them, and whose eredibility in the ghetto is thus very much in-
volved—little voice in how the program is to be designed and run.
Thns if the worker finds out that the “education” is a joke, the sup-
portive services not provided, and the job a menial and deadend posi-
tion, he may return to the ghetto more bitter than before, And he may
hold CEP responsible, although the JOBS program is guite outside
CEP control.

.
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V. SUMMARY

In summary, the fundamental principle of JOBS—hire first, then
train—is a sound one, and can work. A number of firms holding
JOBS contracts have designed excellent programs for hiring, training,
and retaining disadvantaged Americans. The program, however,
suffers from insufficient supervision. Many emp{)oyers have gotten
involved in JOBS with little understanding of how to work effectively
with the hard core. Others have sought and obtained JOBS contracts
primarily as a means of cutting costs or solving personnel preblems
during a period of full employment and, in some instances, actual
labor shortages.

Mr. Roy L. Coffee, vice president of Lowenstein Textile Mills (of
which PAC Columbia Mills is a wholly owned subsidiary), stated
in a letter to the Regional Manpower Administrator: ‘“We feel that
this program will mutually benefit our community and our company.”
He goes on to say:

Our turnover has been excessive, especially among the jobs
that are staffed from the hard core section. The supportive
services, and particularly the counseling offered in the MA-5
program, in our opinion, should be of great benefit to us and
to the worker. We are in a real tight labor market in the
Columbia ares and this additional training that should
increase our retention rate will enable us to continue running
our equipment full.

Another statement of this kind is found in o letter from Mr. Thur-
man Barrett, Jr., of the San Antonio Home Builders Association:

Our industry has endured a critical shortage of skilled
labor for some time now and it is evident that only through
such a program as the JOBS MA/3 program can there be a
relief to this situation.

The JOBS program, operating in a full employment economy, has
sometimes been used to recruit and try to ho{)d workers for low-level
jobs with little or no future. These are often jobs which would be
taken largely by the poor and uneducated in any event. Thus some
JOBS contracts appear to have been used to provide certain employers
with what amounts to & subsidized labor force. The government
has reimbursed some employers for on-the-job training which involved
little real training, o E o

There has been little participation by representatives of the poor
in the negotiation and administration of such contracts. A great deal
of the NAB effort has gone into obtaining job pledges and producin;
publicity. -A, limited amount of effort has gone into working wit
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employers to insure that their programs are well designed and effec-
tively run, and are genuinely aiding the poor.

Further, the whole economic incentive of the progrum rests on the
assumption of a full-employment economy sorely needing entry-
level workers,

As Levitan, Mangum and Taggart report in their study “Beonomic
Opportunity in the Ghetto’’:

To separate the effects of an early blossoming of social
consciousness from those of a tightening labor market and the
company’s consistent needs for unskilled workers is to
attempt to unseramble the proverbial egg. The NAB director
for the Detroit area claimed that il the city were givon
another pledge of 20,000, it would be unable to fill the jobs,
especially since two of every three unemployed are women and
most manufacturing jobs are restricted by law or practice to
men. Obviously, the automobile companies had nowhere to
tun but to the disadvantaged (p. 31).

As thoe economy cools off, and as the confracts gonorated by the
war in Vietnam are reduced, as workers must be laid off, JOBS con-
tracts may loso their attractiveness for employers. Under such condi-
tions, some JOBS contractors offering bona fide training and good
pay will find the contracts unprofitable, or even—in a time of layofis—
impossible, ’ '

Whatever problems may be present in the NAB/JOBS Program as
it now stands, however, there is no question that it has made significant
contributions to the problem of finding jobs for the hard-core un-
employed. As with any new program, particularly one with such an
ambitious goal, it is, hardly surprising that problems have been
encountered in attempting to carry out, on a practical and nationwide
scale, one of the first programs to significantly link together Govern-
ment and private enterprise for the solution of a most pressing social
problem. As Levitan, Mangum and Taggart indicate:

* * % for every anecdote of a firm on the make or less than
fully committed, there are equally documented cases of
firms going far bayond their contractual obligations to absorb
extraordinary costs and expand extra efforts. (p. 35)

The benefits of the JOBS program go beyond the jobs given to
thousands of disadvantaged persons. Many of the executives who
have worked for NAB have gone back to their parent companies with
a greatly increased understanding of the prob]ems of the disadvan-
taged, and an increased concern for contributing to the solution of
those problems. Firms which previously would not have thought of
hiring the hard-core, or perhaps even any member of a minority group,
have found that a change in this policy is a benefit not only to the
hard-core disadvantaged, but to themselves,

Recommendations for improvement in the JOBS program might
then include: '

(1) Less push to negotiate large dollar amounts of JOBS contracts,
and more concentration on high-quality, effective programs. Labor
Departinent representatives should be rewarded for negotinting von-
tracts that will, earry out the stated purpose of the program, rather
than for spending their appropriations, - “a
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(2) Members of community and minority groups should be included
in the negotiating process (rom the very begiuning, both to give help
and advice and to aid in screening out exploitutive contructs. The
Government Accounting Office recommendation that CEP operations
be coordinated fully with the JOBS program needs to be carried out.

(3) Much closer supervision is needed to see thut supportive services
contracted {or are actually provided, and that instances of rapid
turnover are quickly spotted and corrected.

(4) Proposed JOBS contracts which do not offer reasonable wage
levels upon completion of training would seem to be open to serious
question, (This issue, incidentally, tonds to divide NAB and the Labor
Department, on the one hand, from regional offices of the Office of
Economic Opportunity and Community Action and CEP representa-
tives on the other hand, NAB and the Labor Department press to
fill job pledges. OEQ, CAA’s and CEP’s tend to question whether
filling some low-paying job pledges will merely “perpetuate poverty.’”)

{5) Particular care should be taken to assure that on-the-job
training—a fundamental of the JOBS program—is actually provided
and is of sufficient value to justify the substantial amount of Federal
money invested.in it. If real training is not being provided, beyond
that given to a typical employee not covered by a JOBS contract,
then consideration should be given cither to discontinuing the pay-
ment {or training or labeling it as a direct subsidy to encourage the
hiring of the disadvantaged.

(6) Special scrutiny should be given to the activities of subcon-
tractors, to make certain that whatever services they provide are
useful, appropriate, and reulistically priced.

CorrespoNDENCE WiTH LABOR DEPARTMENT

U.S. SENATE,
CoMMITTEE ON LaBor AND PusLic WELFARE,
Washington, D.C., March 24, 1970.
Hon. GeorGe P. Suurrtz,
Secretary of Labor,
Washington, D.C. :

DEear MR. SECRETARY: In connection with our subcommittee’s hear-
ings on the Administration’s Manpower Training Act, the Department
of Labor has submitted an interesting exhibit outlining the effect on
various groups of an increase in unemployment from 3.7 percent to 4.7
percent. .

A reading of this exhibit, combined with reports on difficulties being
experienced in the JOBS program, seems to indicate a need for a re-
view of budget requests made by the Labor Department. In earlier
testimony before our subcommittee, the Lubor Depnrtment expressed
its intention to cominit $420 million to the JOBS program in fiscal
1970. [ understand this has been revised to $300 million. In addition,
however, the administration has requested $375 million fov fiscal 1971.
These amounts at this point appear to be unrealistic. Even if unem-
ployment were not rising, it seems doubtful that the department could
eflectively commit a total of $675 million to the JOBS program in fiscal
1970 and 1971,

This would seem to be an appropriate time to review some of the
decisions made earlier on programs designed to serve disadvantaged
teenngers. If the JOBS program does not appear at this stage to be the
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most effective progmm available to us to meet rising unemployment,
eslpecially among disadvantagad teenagers, it would seem wise to re-
allocate these funds promptly to other programs.
I would appreciate your comments on this matter,
Sincerely yours,
Gayrnonp NELSON,
Chairman, Senate Subeommitiee on Employment,
Manpower and Poverty.

U.S. DurARTMENT OF LABOR,
OFFICE OF THE SECRETARY,
Washington, April 8, 1970.
Hon. GayrLorp NruLSON,
Chairman, Senate Subcommittee on Employment, Manpower, and Pov-
erty, Committee on Labor and Public Welfare, U.S. Senate,
Washington, D.C.

Dzear Mr. Cuarman: I appreciate veceiving your letter of March
24, in which you indicate your concern for the status of the JOBS
program,

I want to express my unreserved commitment to the JOBS program
as one effective tool in our efforts to ameliorate poverty and unem-
ployment among our country’s disadvantaged citizens. Since its incep-
tion the JOBS program has made major contributions to our totul
manpower effort. gnder the leadership of the National Alliance of
Businessmen, it has been the vehicle for an unprecedented level of
involvement of American business in this effort. Alinost 25,000 com-
panies have participated in the program to date.

Performance of the program has been impressive by any objective
standards. Over 380,000 persons have been hired by participasing
JOBS employers since the program’s inception in May 1968. Of these
over 75 percent have been noncontract, a larger proportion than
earlier anticipated. The contract portion, currently over 100,000 slots,
is almost double the level at the start of this fiscal year. Program data
confirm that indeed the JOBS program is reaching the hard-core
unemployed. Average family income is about $2,500. Enrollees have
an average 10.5 years of education; and were unemployed 21 weeks
during the year before entering the program. Almost 85 percent are
members of minority groups.

In recent months the economic slowdown has affected our short
term expectations for the JOBS program’s level of performance in the
immediate future. Despite the fact that we have recently experienced
our most active month of contract awards this fiseal year, the need
may arise to shift funds from JOBS to other manpower activities in
the months ahead. We are currently engaged in discussions concerning
this contingency.

We will soon present to our appropriations commiltees u report o
the utilization of the recently enacted fiscal year 1970 appropriations.
As our plans develop, we would be happy to share with you our think-
ing on these matters. To be effective, we recognize that manpower
programs should have the capacity to adapt the changing labor
market conditions. Such flexibility is a major o{)jectivo of the proposed
Manpower Training Act.
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Once again I appreciate your expression of concern and always
welcone the leadership and interest which you bring to manpower
policies and programs.

Sincerely,
Georee P. Sauvrrz,
Secretary of Labor.

U.S. SENATE,
CoMMITTEE ON LABOR AND PuBLic WELFARE,
Washington, D.C., April 13, 1970.
Mr. ArNoLD WEBER,

Asststant Secretary, Department of Labor,
Washington, D.C.

Dear Mr. WEBER: The staff of the Subcommittee on Employment,
Manpower, and Poverty is publishing & preliminary committee print
on the JOBS program for the information of subcommittee members,
to use prior to the hearings planned for May 5 and 6. A considerable
amount of information from the Labor Department is vital for this
committes publication. We would appreciate the assistance of the
appropriate staff members of the Labor Department in obtaining this
information promptly.

A lotter to Secretary Shultz dated March 23, made & general re-
quest for ‘“‘the results of the JOBS program thus far,” including
pledges, hives, and retentions, covering both the contract and volun-
tary portions of the NAB-JOBS program.

In addition, T would like the subcommittee staff to work with
appropriate Labor Department staff people to obtain the following
information:

(1) The Labor Department’s computation of the retention rate
and dropout rate in the JOBS program, along with whatever
material is necessary to explain and interpret. those figures.

(2) A complete updating of the chart sﬂown on page 237 of the
hearings entitled “(%losing of Job Corps Centers,” published in
May 1969. This table is headed “Characteristics of USDL Man-
power Programs and Job Corps.”

(3) The Labor Department’s computation of the cost per en-
rollee in the JOBS program, computed in such a way that it is
comparable to figures used for the cost per enrollee in other man-
power programs. If possible, it would be helpful to compute both
the cost to the Federal Governrient and the cost to participating
firms if this infermation is available.

(4) An updating of the announcement which the Secretary of
Labor made on June 5, 1969, in testifying before this subcominit-
tee (page 485 of hearings on Economic Opportunity Amendments
of 1969) in which it was stated that the Labor Department has
asked Congress for funds to “provide the money necessary to
finance 140,000 jobs—75,000 more than in fiscal 1969.” A similar
statement, suppilied by the Labor Department fo: insertion in-the
hearing record, appears on page 249 of the hearings on “Closing
of Job Corps Centers.”

(5) An explanation of the table which appears on page 281 of
the hearings on the “Closing of Job Corps Centers” in which
140,000 training opportunities are listed under the JOBS program
for fiscal year 1970, resulting in a total of 1,022,280 total training

~
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apportunities available under. manpower programs for fiscal
1970. From statistics available to this subcomimittee it appears
that these gonls were not reached, and we would like to have the
relevant figures from actual experience to substitute for the figures
used in that table.

The subcommittee staff must submit the committee print for print-
ing on Friduy, April 17, so we would appreciate it if this information
cotld be made available forthwith.

Sincerely yours,
i GAvLORD NELSON,
Chatrman, Senate Subcommittee on. Employment,
Manpower, and Poverty.

U.S. DEPARTMENT OF [LABOR,
OFrIcE oF THE ASSISTANT SECRETARY roR MANPOWER,
W askington, D.C., April 16, 1970.
Hon. Gavuorp NEeLson,
U.S. Senate,
Washington, D.C.

Dear Senator Newson: This will reply to your April 13 request
for certain information needed in preparation of a committee print
on the JOBS program which your subcommittee members will review
in advance of the scheduled hearings on the JOBS program.

The first of the five questions raised in your April 13 letter deals
with the computation of “retention” and “drop-out” data for the
contract segment of the JOBS program. The Sccretary’s recent
response to your March 23 request for pledge, hiring, and retention
data for both contract and noncontract JOBS contains some informa-
tion which is relevant to this question.

As the Sccretary indicated, we are not in a position at this time,
w fortunately, to provide comprehensive retention and drop-out rates
for contract JOBS. Until very récently, we tabulated employee data
for contract JOBS under the following captions: “Cumulatively
hired”; ““Terminations”’; and “Current trainecs.” -

The last is an accurate reflection of persons who at o given moment
are still in training with the contractor by whom they were hired.
The second, on, the other hand, aggregates all those no longer in
training—no distinction was made 1 the reporting system between
those not in training because they were dropouts in the traditional
sense and those dropped from trainee status because they had satis-
factovily completed the training programed for them. Many of the
persons employed under our older contracts—those approved roughly
from the spring of 1968 to the end of ¢nlendar year 1969—have long
since completed training and been absorbed into the employer's
regular work force, or perhaps have moved ou to a new job with a
different employer. In our present stalistics, however, these persons
are comingled with dropouts in a common ‘‘terminee” category.

We have recently revised our reporting system to correct this
problem. Effective during the Tebruary reporting period, contract
employers are required to report the following information with
respect to persons hired under their contracts: number hired cumula-
tively; number still in training; number dropping out before com-
pleting training; number successfully completing training and em-
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ployed by the contractor as a regular employee; and number termi-
nating employment with the employer after making the transition
to regular employee status,

The detailed explanation of the reporting system and the related
definitions are enc]osed as exhibit No. I. We also hope to implement
a followup system; now in the experimental stages, which will enable
us to tracﬁt former program clients to determine how they have fared
since their affilintion with the program ended. However, it will be
some time yet before these efforts will be productive of sufficient
information to enable thie question of contract JOBS program re-
tensions and dropouts to be seen in better perspective.

We are going to be dela.yed in updating the table referenced in
point No. 2 of your letter, This table provi(Tes certein finaacial infor-
mation relative to our several discrete manpower programs as well as
selected information on terminations and postprogram status of per-
sons who participated in these programs, -

All of tLe information concerned here is not being tabulated on a
current basis for our programs at this time, when we are in the midst
of a major conversion in our data operations. Until the conversion is
completed, we are dependent for more recent information in these
areas on special computer runs or other types of tabulations. I have,
however, requested our data systems stafl to take the steps necessary
to compile the most comprehensive up-to-date stiatisties that are
available and forward them to you as soon as possible,

In response to your third question, the development of the unit
cost for each employee/trainee under the JOBS program is based on
the extraordinary costs of hiring and training disadvantaged persons.
The level of reimbursement to the employer 1s determined by the skill
level of the occupation and the wige rate paid by the employer to
the employce/trainee. Also included in the unit cost-are other sup-
portive services such as transportation assistance, day care and
health services as needed by the employee/trainces. Further details
for determining the fixed unit cost are included in the JOBS 1970
announcement which I have enclosed as exhihit No. II,

Reimbursement to employers under the JOBS program is provided
through a fixed unit cost, performance-type contract. The period of
reimbursement varies according to the length of training in tlhe JOBS
1970 program; for 195 days under the MA-5 program; and for 260
days under the MA-3 and MA-4 programs.

The average cost per enrollee has dropped during fiscal year 1970
to a level of approximately $2,400 per employee/trainee. This figure
is developed using the factors noted above and includes current data
on obligations for both the MA-5 (195 days reimbursement time) and
JOBS 1970 (period of training, 8 to 45 weeks). The unit cost figures
for other manpower programs such as new careers ($4,200), Operation
Mainstrenin ($3,800) and the Out-of-Schoo! Neighborhood Youth
Corps ($2,800) are based on the cost of maintaining services to a person
for a full year including the payment of wages. The MDTA institu-
tional program his a unit cost of approximately $2,000 per person
and is {mscd on the period of training for an individual including the
payment of training allowances,

The various manpower programs operated by the Department
utilize considerably (Iiﬁ'ercnb means to achieve their objectives, and it
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is difficult at this time to fully equate the unit cost figures between
programs beyond the matching of gross unit costs noted above.

It is also difficult to fully assess the costs to employers for the
hiring and training of disadvantaged persons:because many employers
do not keep detailed cost information for the training.of new hires,
whether they are regular entrants or disadvantaged persons. It is the
judgment of the Department staff and the National Alliance of Busi-
nessmen that the JOBS program, and specifically the JOBS 1970
program, provides to employers approximately 70 percent of the costs
of training disadvantaged persons. In the case of a JOBS contract
providing reimbursement of $3,000, the employer will normally have
to provide an additional $1,286 to bring the individual to a fully
productive level.

Regurding the final two questions, the original budget request for
the JOBS program was, as yoa know, scaled down to $300 million
from the original level of $420 million. This represents a decrease of
40,000 training opportunities to a revised JOBS level of 100,000.
The amended total training opportunities are noted in exhibit No. IIT
which provides for 1,123,500 training o Fortunities, including the
Job Corps v “ich was not a part of the tag e noted in your letter.

The imf.~ % of economic changes may further affect the JOBS
program goal of 100,000 training opportunities. As Secretary Shultz
noted in his response to your letter of March 23, we are expecting to
reach & level of approximately 75,000 opportunities in the JOBS
program by the end of the fiscal year, In view uf this, we are examining
all possible means for effectively utilizing funds not required for the
JOBS program. Qur plans are geared to maintaining at least the re-
vised objective of 1,123,500 training opportunities for fiscal year
1970 in all of the manpower programs administered by the Depart-
ment of Labor. L

I trust this information is sufficient to meet your needs.

Sincerely, .
: ArvoLp R. WEBRER,
- Assistant Secretary for Manpower.

Enclosures.
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(Eprror’s Nore.—This is the May 1969 table on characteristics
«of manpower programs, referred to in question No. 2 in Senator
Nelson’s letter and in the reply from Assistant Secretary Weber.)

CHARACTERISTICS OF USDL MANPOWER PROGRAMS AND J0B CORPS?

Planned man-year operating, cost Placement

(ompIoX ment

Federal rmed

Porcent who Forces and

Wages State and left within full-time

Program Total allowances {ocal 90 days sehool)

30b GOtPS s acececeac i caanee 6,470 $1,330 5,140 [0} 55,0 65.0

Neighborhood Youth Corps: !
n school. 832 670 160 $90 3%.3 3
Out of schao 2,800 2,390 410 280 48,3 f
Summer... ... 1,670 1,340 330 170 (:Z §
«Operation Malnstream. . 3,620 2,900 920 390 51, 3
New coreers........... 4,200 3,190 1,040 420 3 3
Work incentive program............ .. 1,500 400 1,100 300 3 3
‘Concentrated employment program........ 1,090 5 5 110 3 3
Job opportunities in the business sector-... 3,110 0 3,110 0 48, 3
-Manpewer Development and Tralning Act:
Institutionaltraining youth (under 22). 1, 885 085 980 80 632,0 1750
On-the- ob training youth (under 22).. 660 0 660 0 40,0 87.0

1(a) The len%lh of stay is not a meaningful comparatlve item because programs may be designed for training periods
«of varylng lengths. A Job Corps enrollee, for exampl2, could be enrolled In a 2-year program; and,a New York City summer
e““’"f‘} v{,"gld be In a 10-week program. (b) Educatlonal gains In reading and math are not available for any program
-excapt Job Corps,

25| unsu'rjs‘sﬁare is negligible,

s Not available,

Not available.

Not applicable,

Percent of enrcllees who did not complete training, Includes those who teft after 90 days.
Placement rate based on completers and those who found a job,

:Source: Office of Manpower Management Data Systems, May 5, 1969
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{From Manpower Repdit f the President Mareh 1970

TABLE L=FIRST-tIME ENROLLMENTS Y IN FEDERALLY ABSISTED WORK AND TRAINING PROGRAMS, FI5CAL
YEARS 1964, 1968-71

{Amounts in thousands)
Fista) yests

1970 191
Progism 1964 19681 1969 (estimited) Cprojetted)

To18)aaayssnssnnzanssnsasasnans 278 1,514 1,761 1,952
Manpowst Development and T taining At ! ! ! Ziz
Institulions] (HAININGasanssssasassas & Ilo 135 s Ibs
- Onthe: ol 1HOININE. anssnansansaaa 9 D} 82 ] 3
Peightdrhood Youlh Corbs...aarssnanassssssasasssas A5 i [ [
Contentiated empioymest PIogIsm.... .. 1] 2 i 1]
Job opportunities ih the business seitoi b [ $ 7% 13
Work InLentive BrogtsMassssssaaaassss ia § 13 §0
0B COMPB,sassszinzzansansansassasssas 69 7 B 4 9
orations! tehsbilitalionsssssssssnnssss 229 39’ N 42
Other PHogIems s, ...aaassccansssssnsss '] 3% 40 [11]

§ Estimated number of new enroliess Buring the fiscsl yeer, genetsily Iarger then the sumber of trsining or work ops
portunities programed becsuse Wirnover or short-erm training cesuits in more then § individusl using s enroliment
oppoptunity, Persors ysrved by more Than § program sre Lounied unl{'om.

inut difistentes between Lertain of Shese figures snd compsisble date in sppendix tabls F=1 result Srom similer
sresll ammnc?i in Ssfinition,

'&mlum only $hose enrolises in the JOBS program who wete hired by employets undet conttacts with the Depsriment

bor,
4 ncludes  wids variety 9l programs, some 1um smoll; :;5? Operstion Mainstresm, New Coreers, Foster Crandusrents,
the Veloions’ Administrstion's on-the:job training snd vocstions! retbilitation progrsms, snd lfu transition progrsm
ang Project 100,000 of the Department of Dstense, Dsta I0r some of these Programs sta estimted, ,

Source; Buresu of the Budget, "Specis) Analysis of Fadors) Menpower Programs.”
TABLE 2=LNROLLMENTS IN MANPOWLR PROCRAMS AT END OF MONTH FOR SCLLCTLD MONTHS, 1508.70

{Amounts in thoussnds)
158 10 o
Progrem April July  October  Jenusry April July October Jsnudryt

TOU1Yainnanennnnae 603 6306 3061 #0.7 a0 s a2 208
Ms npawor ggo‘lapmonl ahd
nin H
tostitutions! trpining.ss,, 60,8 £4.0 lg. ; u.? 9%.7 4, .6 4,
Onsthe=JOY BMINGs0ssss .y 40,0 43, an .9 ) , 4 3.
Welghborhood Youth Corps:
1n school nnf summel,., lzl. 113 113 2. 10, 3.4 .1 aol,
Out 01 §CH00), 0 000nsasas ], 3, 43, ] 18 i.l ,
Operstion Maingtres N g ] 10, [ 10, t &
New Coroef..n. yarrasesnes .8 3 3 34 3 7 38
Concontrated employment
gmmm.., sayarzsnasess ) n? 1%
Job opporuRitien in the
UBINBIS, BOTION D, o s unsasnasasasansasasssasasnannnns

70, e
PRt e S S B O B B

§ Protliming

8 {nciuces tmiy om?m 3dministered by the Depsriment of Labor, Persons enrolied in tpecis! impact programs, ot
;how'ue rately, are included ‘1 the m;g
ol.l..'mr " onlyinou enrotiess in the JOBS program who wore hired by employers under dontracts with ths Depsriment

g

1.3 n? 20.8 .8
.

Kote: Detall may mot s34 to totals due 10 rounding,
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TABLE 3.=CHARACTCRIBTICS OF ENACLLEES IM FEDERALLY ABSISTED WORK AND TRAINING PROSHAMS,

. s . HIBCAL YEAR 1263
. Percent of a1l enrol'ees
Years of sthool
., Age completed
' Undet 22 45years 01 publie
Program Wonea Negrod years  andover Botless Qo) l:;msﬁguu
Man:;?nr Development and Taining
t
mtitutionst tralning,. e M 4 1 1
Onsthe:joy mlningf. e b FH gg 10 ‘3 gg g
Neighbeihood Youlh Corps?
gomenlﬁo. 11aitaazansanseias l: :7 lgg gg g 30
[ 0saaaissasssnssssasns assseneIazin
Obeistioh Meimtiesis !s 7 2 ta ?o % ii
New Careets... ..., ] ! ‘I 0 i
foneommea employment Drogism. .. a2 (1] 3 1 % 4 H
ob Opportunities in the business
wmn&;’éﬁiﬁ'?&'f"""'""""' 3 zg ﬂ 13 “ ﬂ llo
Jor%m_be*.,;.f..f...............::: H “ 100 siisenessnas 1 4] g?

lSubnuTuny il the remaining entpliees were white, except in Operation Wainstresm, JO83, and Jub Corps. 1n these
pm‘nmn. 00 12 tiercent were American tndiang, kimol, of Orentals,
1The gefihition ol *'public saaistance’’ used i thess figures vaties somewhal omonlg rromms {e.g.. i1 may 01 Mmay ot
‘.’,’f,"’,f,‘; ;u‘chelﬁ oi' lgalod 2130P8 and *'in kind ™ benefis), In the NYC program, it may relsie 3o snroliees’ Iamilies, b3 well 83
(! BIseivES, A -
't nciude only those entoliees in the JOBS program who were hired by employers undet contratts with tha Oepartment

of Laboe,
¥ Dais tetale to Calendal yeut 1903,
{From {he Wall Street Journol, Mar, 0, 1070)

Huavike Riants Laws Uxie Wourn Promer Monx Fimus To
Joix JOBS, STuny Savs

(By Byron E. Calumne, stafl reporter)

WasniNaroN.—A study mado for the Labor Departinent suggests
that broader enforcement of Foderal equal-employment laws would
bring more employers into the JOBS program, the major Government-
industry effort to hire nnd train the hard-core unemployed.

The unpublished report indicates that many employers find the
program u convenient way to comply with equul-employment rules,
and somo companies, participate chiefly beeauso they fear the effects
of o Government minority-hiring crackdown,

Tho study alko warns that a substantinl economic downturn “is
cortain to liave serious and possibly disastrous consequences for the
program,” and outlines other pitfalls faced by the effort.

enerally, howover, it rates the program which has beenine thoe
Govermment’s principal on-the-job training effort sinee it was begun
in _ecarly 1008, “a qualifiecd suceoss.” .

.Based on detnilc(l evaluntions of JOBS efforts in nine major cities
during tho fiseal year ended lnst June 30, the study nlro makes these
other points;

—Somo employers oxaggerate reports on how many participants
aro rotained nud “relinble information” on the number of unemployed
persons hired is, “for all practieal purposes, itpossiblo to obtam,”

—Organized labor has played a generally “pussive rolo in the
program."

—Reornitment of hand-core unemployad through state employ-
ment services has been “limited in offectivencss.”
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—DParticipation in the program has convinced sotne companios
that “many potentially productivo employeos are excluded by un-
realistically stringont entry lovel standards.”

The Job Otporumitim n the Business Sector l)ro ‘ratn I8 o joint
effort of tho Labor Department nnd tho National Alliance of Busi-
nessmen, o voluntary: organization that promnotes employer particis
pation in the JOBS plan.

SINCE JOBS BEGAN * * *

Sinco tho program was started, about 380,000 hard-core unemployed
linvo boen hired, the NADB reports. Of this total, 95,000 havo been
omployed under contracts awarded by tho Labor Departinent, and the
rest have been hired voluntarily by comlpnnics that don’t receive any
i‘ederal subsidies. The NAB estimmates that at least 200,000, or about
53? of thoso hired to date are still on the job.

"?lo NAB, which held its annual meeting here over tho weekend,
hax said it wants to have 338,000 hard-cors unemployed on the job
or in training by Juno 30. The goal for Juno 30, 1071, is 614,000,

President Nixon has warmly embraced the program launched by the
Johnson administration, and has proposed boosting Federal s{:cnding
on the contract portion to $2006 million in fiscal 1971 from the $129
million to bo paid out during the current year.

The nine-city study completed last September by Systems Develop-
ment Corp,, Santa Monica, Calif., was propared to guide JOBS wd-
ministrators in ﬂl[nrY)(‘lling the “operational effectiveness” of the
program, The Labor Department has already modified its reimburse-
ment procedures, for example, to encourage employers to hire those
whoso problems are more scrious—a step recommended bf tho study.

‘Though the data for the study come from only nine of the 131 cities
where JOBS pro{;mms aro in oycrution, Systems Developinent assorts
that “many of the findings * * * can probably bo generalized to the
JOBS program as o whole.” Tho nine cities are Chicn{zo, Kansas City,
Los Angeles, Minneapolis, New Orleans, Pittsburgh, San Antonio,
Seattle and Tampa.

“YEAR OF GOVERNMENT S8ANCTIONS'

Assessing the impact of Federal equal eml)loymcm opportunity
rc‘;ulntjons on the program, the study says that “many companics
admit in privato that their participation in tho JOBS program is
substantially determined by fear of Government senctions, cither in
tho form of lost contracts, adverse publicity from public hearings,
or legal action under equal employment opportunity (laws).”

“Many employers,” tho study concludes, “may bo participating in

ODBS ns n convenient means to assuro coml)linnco with oquull employ-
ment o° portunity regulations.” The study says it's impossible to
ascertain how many companies may bo in this eategory, but they're
generally largo employers and “may account for a significant pro-
portion of totul slots lminF made available.”

Tho study observes that relaxing these regulations could reduco
the number and typo of jobs offered by employers under tho program.
On the other hand, tho report asserts that stronger Federal require-
ments for the hiring of thoe poor could help the growth of tho JOBS
program.
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Specifically, the study suggests thut the Government might extend
minority-hiring goals similar to those it las already imposed on
fedorally funded construction projects to such federally regulated
concerns as banks, suvings and loan associntions, and airlines.

The potentinl effcet on the program of economic downturn was
underscored lust week witli the disclosure that the Lubor Department’s
JOBS contract with financinlly pinched Chrysler Corp. had been
“torminated.” The $13.8 million contract was thoe largest negotiated
in any Fedoral munpower progrum.

Tho study notes thut, “JOBS trainees fn'obubly huve in all but o
fow companies, o very tenuous hold on thair jobs, und they will be
the most vulnerable to layoff or dismissal if t{m job market loosens
significantly.”” An ecconomic downturn, the study reiterates, *is
certain to have severe negative itnpuet on the JOBS program.”

REPORTING OF S8TATISTICS \,

Examining the reports turned in by participuting noncontract
omployers in the nine cities, Systems Dovelopment found that the
number of hired persons reported to the local JOBS oflice wus “in-
vuriably higher”—sometimes by us much as 200 percent—than the
number roPortcd to the NAB headquarters here.

Many of the volurtery participants have also “significantly under-
reported’ terminations, according to the study. As a result, many
locnl offices’ dutn on the number of people still on the job at the
beginning of fiscal 1969 was “almost certain to be high.”

“Relinble information concerning the number of people actually
placed under the program and the number currently at work is, for
all practical purposes, impossible to obtain,” the study says of the
noncontract portion of the effort. There weren’t any complaints in
the report about the statistics covering the federally funded part of
the prograins in the nine cities.

sing the reported data, the study found that the average combined
retention rute for noncontract and contract employers in the nine
cities was 656 percont; the suspeet noncontract rate was 56 percent.
If the noncontract ﬁgures were accurate, tho study potes, it would
have to be concluded “that Federal funding of a company JOBS
program_does nothing to improve retention of hard-core disad-
vantagod emﬁloycos." )

While NAB officials are currently pushing the idea of signing up
moro small employers to reduce turnover in the JOBS program, the
study shows that the retention rate in the nine cities was highest
among larger companies. According to its figures for fiecal 1969,
for example, the retention rato was 73 percent for contracts coverin
100 or more trninces, mostly with lurger companies, compared with
48 pereent for agreement where 10 or fewer persons were involved.
Tho size of the company is more indicative of what the retention ratoe
will be than cither the cost or comprohensiveness of n concern’s
program, the study concludes.

UNIONS CALLED ‘‘PASSIVE"

“Participation of the labor movement in the JOBS program, to
date, is best described as ‘passive,’ '’ the study observes. "The eraft
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unions—for that matter, most unions other than (the) United Auto
Workers and the Retail I'ood Clerks—have been unwilling to bend
their seniority preference and mewmbership rules to permit industry
participation in the program.”

Unions in somo cities have established “buddy systems” in which
their members offer a helping hand to JOBS trainces, the report
notes, At the same time that the NAB is trying to emphasize profes-
sional counseling. The study suggests that the unions give up the
“buddy system’” idea in favor of the “more effective” professional
counseling,

Couplect with its criticism of the craft unions, the study cites the
lack of JOBS participation by companies with primarily white-collar
workers. It singles out banks, 8. & L.’s, insurance and real estate,
wholesale and retail trade, airlines and date processing concerns.
National NAB officials aro currently pressing their efforts to get more
employers in these industries to participate in hopes of offsetting
some of the declining demand for labor in manufacturing.

The study assails the performance of State employment services,
which were generally the major source of JOBS referrals in the nine
cities,

The report states: *Generally, employment service offices have few
minority staff members and don’t fully utilize their capability to
recruit the hard-core; nor do they normally have much experience
with the frequently unique problems of the hard-core int preparing for
and adjusting to a work situation.”

“One of the most significant impacts of the JOBS program is that
participation has caused many employers to lower entry-level stand-
ards, many of which were historically—if unnecessarily—high,” the
study observes. These requirements have been changing during recent
years, the report notes, “end the JOBS program is speeding up this
process as companies discover, through tﬁeir hard-core hiring experi-
ence, that many potentially productive employes are excluded by
unrenlistically stringent entry level standards.”

But the study cautions that “a change in the economy, which
would result in mcreasin% the availability of experienced workers at
wages not significantly higher than those which must be paid to
d}ilsndvm,lmgea individuals, would undoubtedly nullify much of this
change.’
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APPENDIX

Rayreeon Service Co.
Burlington, Mass., April 13, 1970.
Hon. Gayrorp NELSON,
Chairman, Senate Subcommittee on Employment, Manpower and Poverty,
U.S. Senate, Washington, D.C.

DEar Sir: Thank you for your letter of March 12 concerning the
hem;i&ngs on S. 2838, the administration’s proposed Manpower Train-
ing Act. '

e at Raytheon are most pleased to have this opportunity to
comment on the JOBS program. Our answers to your specific questions
are:

(1) Most of our trainees have come from the Roxbury, Mass.,
area. All of our trasinees are screened through A.B.C.D. and
the State Division of Employment; however, 80 percent are
referred to these agencies by former trainees and relatives.

(2) The NAB was helpful at the early stages of our program
and since then has assisted us in updating administrative
procedures,

(3) Our contact with the Labor Department has been in
negotiation of the MA-2 and MA-4 contracts and through their
frequent visits during implementation over the past 2 years.

(4) The strongest point of the program is that in fact it has
existed and has been effectively administered by the Lebor
Department according to its regulations. The wealkest points are
(a) the underestimation of the amount of special training that is
required to deal not only with general educational and specific
technical requirements, but with the personal problems each
individugl has in adjusting from a ghetto existence to the working
environment of industry (our efforts on this latter point have been,
in our opinion, the most successful aspect of the Raytheon pro-
gram), and (b) the trend with each successive modification of the
JOBS program format to reduce the amount that can be recovered
by the contractor.

(5) The downturn in the economy has definitely affected our
program. In fact, the present employment outlook coupled with
the shortcomings suggested in (4) above have forced us to give
serious consideration to discontinuance.

Thank you again for allowing us to pass on these remarks. Please
excuse our tardiness in responding. We have examined S. 2838. We
would very much appreciate it if your committee would allow us the
opportunity of discussing it and the JOBS program with you at your
earliest ﬁ:onveniferlllce.

espectiully yours,
H. A. LoEseL.
(167)
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Strvo/TEcu Corp.,
Philadelphia, Pa., April 14, 1970,
Hon, GavLorp NELSON,
Chairman, Senate Subcommittee on Employment, Manpower, and Poverty,
U.8. Senate, Washington, D.C.

Attention of Robert Wegmann.

Drar Sir: In response to your inquiry of March 12, 1970, and our
subsequent, telephone discussion, the foﬁ,owing general information is
forwarded. '

As per our conversation, we consider these programs to be of a major
significance in their intent and much consideration should be given te
their continuance. The role of the sincere businessman or industrial
organization is very important in the relationship established with the
varied administrative functions. We believe that much can be done to
establish and maintain more direct relationships betweern those who
actually accomplish the program and those who provide service for
the contract.

(1) Al JOBS trainees were obtained through the actual
certification prograin of the Peamsylvania State Employment
Service. No persons were hired directly by the company.

(2) Our contact with the NAB was very limited before and
during the program lifetimes. Initial contact was to obtain
proposal forms prior to the first contract award.

Sl;cond contact was when a NAB representative contacted
Servo/Tech to advise that the PSES had erroneously certified
some trainees. The representative visited Servo/Tech facilities
to interview the trainees and as a result disqualified three trainees.
Despite the fact that the trainees had been certified and provided
by the PSES, and despite the fact that Servo/Tech never saw
or heard from the NAB thereafter, Servo/Tech retained the three
trainees on its own payroll and at no further cost to the
Government.

(3) We note that our general contacts with the Department
of Labor have been good. Numerous representatives from their
Washington and Philadelphia offices visited Servo/Tech facilities
on many occasions during the programs. Although there did not
appear to be a scheduled system of the same people visiting we
feel that they did indicate interest.

{4) General evaluation:

(a) Strong points: Intent and purpose of the program is
excellent to draw individuals into the mainstream of the
working world. It can place the individual in.a position of
“self responsibility”’ and achievement. The intent of the
grogram to involve the businessman is very significant

ecause of the total exposure that can result. Total in
context of more in the areas of the related labor environment.
The resulting absorption into the “mainstream” may be
slow but can%)e achieved. : , ‘

(b) Weakest points: Lack of coordination by interagencies
concerned with the program and their relationships with
tha employer. Same agencies concerned with ‘“Numbers”
not people. Insufficient preplanning, prescreening, orientation
and indoctrination for consideration of the individual for
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work type adaptability. Insufficient coordination with the
industry or busmessman,

(6) Unfortunately, the general rule of all industry prevails
last in, first out. Industry revolves around its skills, in low
ecoriomic periods industry will rely upon its most skilled personnel
to carry the load of many jobs ordinarily delegated to lesser
personnel. Since production is down time is available, less skilled-
labor is costly.

A point of consideration * * * a method or plan mutually ad-
vantageous to industry and the Department of Labor can well be
developed to utilize the period of economic downtura.

If we can be of any further assistance please do not hesitate to
contact the writer.

Very truly yours,

Jacx WEINBERGER, President.

CuamMBerR or COMMERCE OF METROPOLITAN BALTIMORE,
Baltimore, Md., April 13, 1970,
Senator GayLoRp NELsON, :
Chairman, Senate Subcommiltee on Employment, Manpower, and Poverty,
U.8. Senate, Washingion, D.C.

DEesr SeENaTOR NEeLson: With reference to your inquiry as to
information about owr JOBS prOIgra-m that we are currently executing,
the following results are available:

Question. Where you have obtained most of your job trainecs?

Answer. By in large our manpower trainees come from Mary-
land State Employment and (C.E.P.} Concentrated Employment
Program and some few from the Mayor’s special community
stations on community affairs.

Question. What kinds of assistance have been furnished to you by
the National Alliance of Businessm n?

Answer. The National Alliance of Businessmen primarily set
the stage for our manpower programs by gaining and soliciting
support and commitments from the business and industrial
sectors.

Question. What kinds of contacts you have had with the Depart-
ment of Labor.

Answer. To date, we have had varied and consistant contacts
with the Department of Labor. Examples follow:

1. Contract modification support.

2. Invoice changes notification.

3. Individual personnel coaching.

4. Frequent personnel counciling and supervision.
5. (Some differences, but resolved.)

Question. What your general evaluation of the program is, particu-
larly its strongest and weakest points;

Answer. The strongest evidence of the program is the employ-
ment of people, that might not have been among the chosen.

As for the weakest points: they are varied and numerous and
require many changes that might not permit immediate altera-
tion or feasibility. However, to identify a few—

(@) Actual real opportunities for humen development.
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(b) A better evaluation of the true needs of the people who
are being helped (with answers),

(¢) Identifying the total problem as one of total employ-
ment instead of categorized employment only!

(d) Greater emphasis on upgrading as it truly fits the
potential of the person. To evaluate the realism of limited
motivation training versus completed training and better
understanding.

(¢) Simultaneously attack the problem at the root and
not only the stem—for it has many spillover influences.

(f) Conflict of interest—more than one simultaneous man.-
power programs taking place in one company.

Question. Most importantly, what effect the present downturn in
the economy has had on your participation in JOBS, and what likely
effect further cooling of the eeonomy would have on your participation.

Answer, Of course, there has been some effect, however not
major for our program. The most critical effect is caused by the
time factor where there is a time limit for hiring—and the posi-
tions are not available until a date beyond your cutout date
of a program.

The larger businesses are experiencing the greater ecffect in job
openings than many medium and small businesses.

Very truly yours,

Davip J. Jorunson, Jr.,
Manager, Manpower Development.

[From the Detroit (Mich.) Free Press, Mar. 28, 1970)
Harp Core Hit THE HarDEST BY Auto CUTBACKS

The automobile industry has been responsible for much of the suc-
cess of the National Alliance of Businessmen in providing jobs and
hope for the hard-core unemployed.

Since the NAB program was launched in April, 1968, the big
three automakers have hired 76,000 they say were among the
hard core.

But with the recent tightening of the money market and subsequent
drop in auto sales, 9,000 i ~ve found themselves out of work again
because of layoffs.

“It’s the story of the.. .ves,” says Ken Bamnon, chairman of the
United Auto Workers’ Ford Department. “Once again they're
destitute, once again they are without hope.”

John Marshall, 54, was accepted for Chrysler Corp.’s hard-core
training program, carried out under contract with the Government,
in January 1969, after 5 years of “just doing anything that came
to hand.”

Marshall, & Negro, like most of those who make up the ranks of
the hard core, was paid $2 an hour for 7 wecks while he learned the
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job on the dummy assembly lines in a renovated warchouse. For the
next 9 months—except for a fow briel layofls—ho wekled puarts on
autc frames at Chrysler’s Lynch Roud usscmbly plant.

Marshall was lnid off in January and doesn’t oxpect to get called
back ‘“unless t.hingirs pick up.”

“Something had to bo done,” he suys, “but I believe it could have
been doxu’s, in u different way. Contrel prices, mayboe stop prices from

oing up.
g The slume thing huppened to Rod Sterling 2 months after graduating
from Chrysler's {raming program. Sterling, 36, married with five
children, has gone back to working odd jobs.

“I can’t say who's to blame,” Sterling snys. “My feeling is that
the man—Mzy, Chrysler, Mr. Ford, or anyone clse—if he's muking a
product and making too much, so ho can’t get rid of it, he's got to do
somethin%.”

General Motors Corp.—which says it has lnid off 3,600 hard-core
workes—IFord and Chrysler all admit they have no followup program
(tlo.ﬁnd out what the hurd-core workers who were laid o!“ are now

oing,

Neither does the UAW.,

Bannon and UAW president Walter P. Reuther promise to make o
big issue of security for the hard-core workers when the union nego-
tintes for o new contract with the big three this summer.

Baunon last year approached Ford with a proposal to let high-
seniority workers take layofls instend of those most recently hired.
But Malcolm Denise, Ford’s vice president for labor relations, told
h{m Ford had not found a practical approuch to the inverse seniority
plan.

Chirysler, which said it could not provide significant figures, recently
canceled n $13.8 million contract with the f)cpurtmont of Labor to
]tvruir}f 4,;1’50 hard-core workers beeause of “‘skidding sules and mounting
ayoffs.

N “Even if they're going back on the street they're going back with
- skills they naver had before,” points out a Chrysler spokesman who
: sces o brighter side to the probiem.
“sychologically, they have a history of failing or expecting to fail,”
: he says. “But here’s a situation where they worked for some time and
‘ {;hcfay worked successfully so the situation is not quite the same as
efore.

“This time they were part of the system and it was economic
. failure rather than their own failure.”
B0 The companies not only are laying off significant numbers of hard-
core workers, but are hiring fewer. In the first 6 months of 1969,
GM hired 10,329 under the hard-core program, compared with the
17,409 hired in the last 6 months of 1968. Ford’s hiring plunged from
7,500 to 1,800 in the same two poriods.
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NarioNan Auniancs or BURINESBMEN,
Washington, 1).0., April 20, 1070,
Hox. Gavronp NELSON,

Chairman, Senate Poverty Subcommitiee,
U.S. Senate, Wushington, D.C.

Deanr Sexaron Nuwson: Wo are attaching the information in
regard to the Nutional Allinnce of Businessmen, which you have
requested, Due to the nature of the program, most of these figures
were provided on n voluntery basis from thousands of participnting
companies ind beenuso of this factor, we cannot say that thoe intormu-
tion is nbsolutely precise,

At the beginning of fiseal year 1070, we requested our auditors,
Lybrnnd, Ross Bros. & Montgomery, to make o snmple audit of 10
NAD cities to ascertain the wvalidity of the data produced by our
manngement information system. "The audit disclosed that there was
o need for better reporting and record keepiniz, it our MIS were to
be relied upon with perfect confidence. It 13, however, indicative of
performance in the field.

Notwithstanding the inperfections of the system, we feel that the
figures reasonably set out the results of the program, recognizing they
will never he compietely accurate us long as the required information
is provided on a voluntary basis,

Ve hope this will be helpful to your subcommittee.

Very truly yours, '
Ronerr J, WiLsox,
Ezecutive Vice President, Seeretary-Treasurer,

Status reporl, NABIJOBS 1870 program, as of March 31, 1970

Jobs pPledged. - e v e e et cmce e ceceememecccemccmac—aan 405, 864
Trainees hivedoo o oo ool - 432,797
Trainees terminated. w o ceacecaaoo ——— .- 223,731
Tralnees terminated nfter & months .- -- 10,285
Trainces on board. .. ceceeenean rmemeeeesmeeemessemefmecceSemansan 228, 341
Retentlon rate (pereent) oo oocmivceecccceccccccmccccccccccmcnee

Number of companies participating. - cee oo oo icecc e 24, 742

Approximately 30 percent of the above figures are attributable to
JOBS contract pledges and hires.

Tue Liprary or CONGRESS,
LEegisLATIVE RErFERENCE SERVICE,

Washington, D.C., August 11, 1909,
To: Hon. Gaylord Nelson.

From: Congressionnl Reference Division.
Subject: Request for ndvertisements for JOBS program.

The National Allinnco of Businessmen’s Washington office referred
ns to a Mr. David IHart of the National Advertising Council in New
York. Ho is responsible for the plncement of JOBS advertising in
current periodiculls.
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Mzr, Hart informed us that the figures used in JOBS ads previous
(s November 1008 were erroncous beeatise they were based on faulty
computer projections,

Ho was quite willin,; to give us citations for the current, adjusted
figures and copies of these ads are included.

Mr. Hart refused to be pinned down on thoe figures and citations to
ads provious to Novemnber 1008, Ads for JOBS are run free, on o
space available basis, ond Mr. Hurt claimed that he did not know
when or in which periodicals the erroncous, pre-November 1068, ads
wero run,

Davip WHITEMAN,



Because 12,500 American companies knew a
Because more than 100,000 hard-core unemployed

Last March, the Natlonat Alliance of Bust-
nessmen was formed to work with the Gov-
crnment on a problem of critical national
Importance, The Program: J O B S (Job
Opportunities in the Business Scctor), The
Task: to hire, train and retain the nation's
hard-core unemployed. To find and fill
100,000 Jobs by July 1969; 500,000 by
1971,

Thay are being hired.

The first year's goal will be reached montha
ahead of schedule!

In the nation's fifty largest cities JOBS
is progressing at the rate of thousands of
placements per month—-more than the an-
ticipated rate, Over 125,000 hard-core

workers have been hired, and 85,000 re.
main on the job,

They are boing trainad.

Companics are bringing the hard-core into
the mainstream of Amcrican business by
providing the new workers with special train.
ing both educational and vocational. And
by conducting Imaginative “sensitivity” pro-
grams to help foremen and supervisors
understand the unique problems of the hard-
core,

Extra training costs are being shared by
Industry and Government. In two-thirds of
the cases thesc cests have been voluntarily
absorbed by the individual employers. One-
third of participating compunies have signed
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sound business proposition when they saw it.
went on payrolls instead of relief rolls.

contracts with the Department of Labor.
They are heing retained.

Two out of cvery three hard-core workers
have remalned on the job. .. better than the
normal rate for all entry-level jobs.

Bascd on this high job retention level
and upon the success of the training pro-
grams, 97% of employers surveyed said they
will continue hiring the hard-core, They
maintain that the J O B S Program is “the
most practical way to solve the problem of
the kard-core unemployed.”

JOBS iIs still urgent business!
Success to-date has been extremely encour-
aging. But thousands of the hard-cors aro
still waiting...waiting for the chance to

develop thelr abllities; walting to fill indus-
try's growing need for skilled workers,

Special training funds continue to be
available through MA-4 contracts with the
Department of Labor. Call the National
Alliance of Businessmen offico in your clty
for complete detalls.

The J O B S Program is more than an
obligation to the country and to the econ-
omy. It's a prime business opportunity for
your company.

IDRIN

National Alliance of Businessmen

010
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advertising contributed for the public good

[From the Now Yorker, Mur, 15, 1669]
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Additional Lubor Department Views

U.S. Duvawrstent or Labon,
Orrice oF TR AssIRTANT Suonerany ront MANrowen,
Washington, D.C., April 28, 1970.
Hon. Raurit Yannonovat,

Chairman, Labor and Publie Welfare Commiltlce,
U.S. Senate, Washinglon, D.C.

Dean Mz, Cnairyas: A majority stafl’ report on the Jobh Oppor-
tunities in the Business Sector (JOBS) progrant has heen transmitted
to you by Chairman Nelson of the Senate Subeommittes on Employ-
ment, Manpower, and Poverty. The Department of Labor welcomes
criticism of its manpower programs by the Congress, but there are
sovoral arens where the majority stafl report cun be improved upon.

It is recognized that the Genernl Accounting Ofice is presently
studying the JOBS program and a full and complete assessment of
the program'’s performance may not be possible until late in 1970.
However, in the interest of providing a balanced picture at this time,
the following comments are in order:

I, INTRODUCTION

The JOBS program represents unique meshing of the resources and
abilities of business and government, in finding jobs for disndvantaged
unemployed persons, We are nware of the problems encountered by
virtually all of the other manpower programs now wvailable—that is,
the ability to locate jobs that not oniy pay well but also offer oppor-
tunities for advancement after the trmning has been completed. 'i‘his
is what the JOBS program offers, and in greater quantity wnd quali,
than all efforts that have preceded it. 'I‘hesOBS program is a ]nmlnmri;
wogram of cooperative effort and should be u cornerstone of our
uture manpower programs. 1t is recognized that there ure problems
in the JOBS progrom as is the case of any largoe und_ertnl(ing and

rowing pains are to be expected. The business-government effort has
con extremely alert in correcting problems and is continuously
improving and strengthening the programm. We hope to point ous in
this report the considorable strengths of the program ns well as its
wenknesses and the steps that are being taken to further improve it.

The most important conclusion drawn from the subcommittee
reporl appears on page 138:

“Whatever )mbxems may be present in the NAB/JOBS program as
it now stands, however, there is no question that it has made significant
contributions to the problem of finding jobs for the havd-core nn-
emuloyecl. As with any new programs, particularly one with such an
ambitious goal, it is hardly surprising that problems have been en-
countered 1n attempting to carry out, on a practical and nationwido
scale, one of the first prngrnmsf significantly link together Govern-
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ment and private enterprise for the solution of n most prossing socinl
problem. As Lovitan, Mangum and Taggart indicate: * * * for overy
ancedoto of o firm on the muke or less than fully committed, there
are equally documented cases of firms going far beyond their contrac-
tunl obligations to absorh extraordinary costs nnd expand extra
eflorts (p. 36).

The benefits of the JOBS progruin go beyund the jobs given to
thousunds of disadvantaged persons, Many of the executives who have
worked for NAB have gone back to their parent companies with n
greatly inerensed wierstanding of the problemns of the disndvantaged,
acl nn inerensed concern for contribution to the solution of thoso
problems. Firms which previously would not have thought of hiting
tho hard eore, or perhiaps oven muy momber of o minority group, have
found that o change in this poliey 13 n benefit not only to the hard-core
disndvantaged, but to themselves,”

1I. REBULTS OF TIE PROGRAM

Tho performance of the JOBS program to date has been impressive,
"The program wus announced by President Johnson in his Manpower
Messnge to the Congress on Junuary 23, 1968, und program activitics
began in March of 1968. In a scont period of less than 2 years, over
432,000 disndvantaged persons had been hired, and nearly 53 percent
wero still employed by the original firm or had stayed on the firms
payroll for at lenst 8 months. This remurkable effort has involved
nearly 25,000 firms throughout the country. In addition, o large
percentago of the firms have hired and trained disadvantaged persons
without the benefit of government financinl assittance. To date,
over 70 pereent of the disadvantaged chons have been hired by firms
under the noncontract phase of the JOBS program.

A. Interpreting statistics

The majority background report raises the question of the accurncy
of the statistics under the JOBS program, especially in the noncon-
tract portion which relies upon the voluntary cfforts of businessmon
in the reporting of hires and retentions. Clearly, in o mejor voluntary
cffort such as this, there aro going to be some arens of nonreporting
or incompiete reporting. The performance of the JOBS program has
been so substantial, that whatever structural softness may be present
in_the raw statistics, by any objective standard, the proegram would
still bo more successful in finding jobs for disndvantaged porsons than
all provious cfforts.

There is ovidenco availabloe to support the greatest proportion of
the figures givon. For example, a followup study on the income earned
by former JOBS employces was made using duta from the Social
Seceurity Administration. Though individunl records werg not exam-
ined by NAB, the Social Sccurity Administration compilod deta in
a manner which would indicate shafts in both annual earnings and the
number of quarters JOBS employees were employed.

The results of this study are meaningful. A randora sample of 12,000
trainees was studied including employees from both contract and non-
contrnct JOBS programs. The mean earnings of the 12,000 employces
in calendar year 1960 was $1,499. During 1968, mean earnings for
these employoees increased to $2,582—an increase of 73 percent. In
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wddition, the number of employees with no roported earnings in 1960
decrcased by 90 percent in 1908, and, in the same period, the number
of employces with enrings between $4,000 and $6,000 ineroased by
more thun 50 percent, It 18 ovident that JOBS employces have sub-
stantinlly benofited from their participation in the program. This is
substantintion of the viability of tho JOBS progrant and there is no
“softness’” in these statistics,

A Labor Department study of tho wages received by JOBS cumi-
ployees under the MA~5 contract portion of the program further
llustrates the overall eflectiveness of the program. This study, which
surveyed the wage rates in contracts signed in the fiest half of fiscal
year 1970, showed that the movo than 15,000 omployees participuting
m these contracts veceive an average wage of $2.10 per hour st the
time of entry into training and could expoct to recoive an averags of
$2.49 per hour alter B months. This ropresents an inereaso of nearly
19 percent above their starting wage. This wago rate [urther represents
an annual wage of $5,200. The average fumily size for JOBS contract
employees is 3.7 add an estimate of the poverty level income for a
family of that size is $3,420. Thus the income of the wverage JOBS
employee will be raised considerably above the poverty lovel, This ulso
indicates that the jobs being offered by employers on the whole,
cannot bo charactorized ns low wage, deadond jobs.

The subcommittee background report indicates that some of the
jobs found in the program, both under the contract and noncontract
dhases, do not offer the employee the full opportunity to carn o proper
livin . This should be corrected through careful adininistration and
the development of standards that would insure all trainces the oppor-
tunity to break out of the poverty cycle. We believe that this standard
should not he based solely on the wage rate of the job but also on the
potential for advancement offered by the job. In addition, such
standards should take into account the geographical differences of
prevailing wage rates and particularly the cost of living in a specific
arcn. The wage rate that is acceeptable in New York City is not
comparable to that which could be expected in Vermont.

As the background report by the subcommittee points out, there
have been deficiencies in the management data system for the contract
and noncontract JOBS programs. It is ackuowledged that as a result
of these deficiencies certain important items of mformation on the
1')r0§rcss of the program ure lacking. We strongly believe that the
JOBS program must have an aceurate comprehenstve data system to
allow the Congress and the administration to properly assess the
results and effectiveness. The administration has recognized these
deficiencies and has already taken steps which will result in improved
information. It is our understanding that & completely revamped
JOBS management information system has been developed and imple-
mented by the Departinent of Labor and the National Alliance of
Businessmen working in a cooperative effort. This information system
is designed to specifically produce information on completors of the
contract JOBS program. This imformation could not be recovered
from the system developed nnder the previous administration. The
new information system also desighed to produce a complete response
from JOBS contractors for all information required. The information
system for the noncontract JOBS program has also been revised in
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accordance with tho changes in the contract JOBS system. In addi-
tion, further study is underway to detormine the most effective means
for aiding noncontract employers in thoir reporting efforts.

The present reporting system does produce necurnte information
confirmmg the fact that the JOBS program is, in fact, reaching
disadvantaged porsons. It is significant to note that the charactor-
istics of the employees in the noncontraet program are essontially
similar to those under the contract program. The criticisin that has
been voiced that employers mre “cremming’” or not hiring disadvan-
taged persons does not appear valid. Unaoubtcdly some employers
in a large program such as JOBS will not follow the requirements, but
the following information conclusively demonstrates that the JOBS
program is reaching the disadvantaged (sce attachment 1):

The average income for all participants prior to enrollment
was $2,432 while the average family size was 3.6 persons. The
poverty level for this family size is $3,360 or almost $1,000 more
than the average wage prior to enrollment.

78 pereent of all employeces were Negroes and an additional
16 percent came from other minority groups such as Mexican
Americans and Puerto Ricans. Thus a total of 90 pereent of all
JOBS omployces are members of minority groups.

Fully 50 percent of -all JOBS employces aro under age 22,
the same age group as that of the Joh Corps. Furthermore,
73 percent of JOBS trainees are male.

16 percent of JOBS employees were receiving public assistance.

The average JOBS employee had received only 10.5 years of
schooling. :

The average JOBS employee had been unemployed 21.5 weeks.

The characteristics of JOBS employees noted above tell the story
well, The JOBS prograin is reaching the young Negro male who has
been unemployeg for o lengthy period of time and who has not
eraduated from high school. This group is most likely to have poorly
aeveloped work attitudes and other employment impediments. 1t
is this group that comprises one of the major social concerns to the
country and the JOBS program is clearly reaching them.

B. Management procedures

We believe that it is absolutely imperative that effective program
management procedures be implemented in dealing with a program
with the scope of JOBS. With the expansion of the program from the
first tier of 50 standard metropolitan statistical areas to the entire
Nation, serious understaffing problems in the Labor Department’s
regional offices became readily apparent. The regional DOL: offices
responded to this additional strain by reallocating staff, but these
shitts in personnel had to be articulated with the rest of the Manpower
Administration’s programs, In September 1969, in response to the
increased workload of projects funded after the second tier of 125
metropolitan areas was added to the program, & systematic monitoring
schedule was put into place. Regional officc monitoring stoff were
required to visit on-site, all companies awarded JOBS contracts. The
first visit was to be made within 30 days after the oxecution of the
contract, and thereafter in frequency according to tho size of the
contract award. Contracts with a total obligation in excess of $100,000
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were to be visited avery 30 days; those between $50,000 and $100,000,
every 60 days; aud the balance, with obligations of less than $50,000
ot least once every 90 days. Reference is made to this system in the
JOBS Haudbook, page VI-2.

When it was decided in the fall of 1869, that the contrect would be
available to employers throughout the country, over 500 Stato
employment service stafl members were specially trained to augment
the regional office staff. The responsibilities of these State based
contract service representatives are te assist in the promotion and
development of JOBS 1970 proposals, and to also engage in technical
assistance to contractors after the award of a JOBS contract. These
representatives are not to function as contract compliance officers
during post award visits, but to aid contractors in program operation.
Implicit in this activity, however, is the notification of the apl)rop'ﬂ-
ate regionally based monitoring staff if any contract irregularities
are uncovered., Where additional investigative activities are deemed
appropriate, the special roview staff of the Assistant Secretary for
Manpower is alerted. This staff will conduct an intensive on-site
investigation of the charges to determine what action should be teken.
This action includes referral to the Department of Justice when
clements of fraud against the Government are exposed. It is impor-
tant to note that the special review staff has investigated only 27
cases for possible instances of fraud or gross mismmenagement. This
is approximately 1 percent of the number of contracts executed.

The revised information system is programed to detect instances of
nonreporting contractors or nbnornm} invoicing practices, Tho system
will function as a backup for regional staff who might not have picked
up invoicing or reporting aberrations.

The Department of Labor has also employed audit firms to supple-
ment departmental suditors in reviewing contract activities. Evalua-
tion studies are continually being conducted. Much of the information
in the subcommittee report was extrapolated from the Systems Devel-
opment Corporation’s evaluation report, conducted under Labor
Department auspices. Other independent evaluation groups have been
employed to scrutinize the effectiveness of the JOBS program including
its impact on the community, and to determine which program designs
appear to be the most effective. These ovaluation studies and other
reports are used to constantly improve the JOBS program.

There is & suggestion in the background report that community
groups be involved in contract negotiations ostensibly to assist the
Government in sereening out exploiters of unskilled labor. We do not
believe that it would be proper to invite third parties, who are not
involved in the contract, to participate in contract negotiations. The
suggestion does lend itself, however, to o form of community involve-
ment that is in’ existence and which can be. developed further, The
NAB jhas set up community advisory boards in the majority of its
metro offices. Lioaders of the minority community are providing assist~
ance in the program’s outreach activities. These groups could be
contacted as part of the preaward survey conducted by the Labor
Department’s proposal evaluators to cull ont the companies known to
have bad reputations in the commuhity becauso of ftheir dealings with
the local populace. These activities would necessarily be done prior to
additional contact with proposers to insure the privity of contract
between the principals.” ‘ T
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'~ "Phere is a safeguard against runaway invoicing by contractors by
the nature of the contract mechanism, As o fixed unit cost contract
for performance, no billings can oceur except in relation to employcees
being on the job and in training. The contract is based on performance
insofar as attendance is concerned, and the suecess of tho program’s
methods is reflected by its retention of the JOBS employees. Unlike
cosy reimbursement contracts where the costs acerue regardless of
program success an unsucecessful JOBS project that docs not hold
the employee will not receive funds available under the contract.

The Department of Labor aud the National Allinnce of Businessmen
have had a continuous and fruitful relationship since the inception of
the JOBS program. The unique nature of the bOL—NAB relationship
has resulted in some difficult moments, but good cxa.mEles of the re-
sults of this relationship are the recently deveToped JOBS 70 Consort-
ium and the revmnp(—zd1 JOBS management information system. Con-
trary to the comment noted on page 121 of the subcommittee report
that NAB ‘‘rejected” the revised management information system,
NAB actually worked very closely in the development of the system
and provided invaluable assistance in its expeditious printing, dis-
tribution, and implementation.

The letters reccived by the subcommittee bear out the gencrally
favorable response by business to the combined efforts of the Labor
Department and NAB. Where husinessmen are critical of the DOL
it has been generally on the firmness of the Department in adlering
to the guidelines. Both the DOL and NAB have maintained a cm'efuf,
arms-length relationship on the issuance of JOBS contracts being
very much aware of possible changes of conflict of interests.

A very important product of the NAB-DOL relationship is the
change 1 attitude and outlook within the participating business
community with regard to their hiring and supervisory practices.
Many of the traditional practices have been demonstrated to be out-
moded and new policies have been developed. In addition, many
businessmen through their association with NAB, have gained a new
outlook on the problems of the country which they carry back to their
firms. These are some examples of the long-run benefits that this
cooperative relationship has brought about.

C. The changing economy ) ,

The subcommittee background report places great emphasis on the
vulnerability of the JOBS program to “recession”. While the affect of
an economic downturn will definitely influence the hiring and employ-
ment posture of some employers, it 1s certainly premature to consider
the economy as presently being in a recession. Furthermore, it must be
kept in mind that approximately 70 percent of all private sector em-
plo¥ment has been substantially unaffected by earlier recessions.

We believe that the JOBS program can and should remain a major
clement in the Nation’s manpower program, Certainly the program
must be adaptable to the employment situation, The fact that the
program can respond is evidenced by recent events dealing with the
Chrysler Corp. As is noted in the Chrysler letter to.the subcommittee,
it became impossible for the corporation to fulfill its commitiments to
train additional people for its assembly plants. Facing the reality of the
situation, the corporation developed additional programs for the. train-
ing of auto mechanies and auto body repairmen at ifs dealerships where
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the need for trained people continues unabated, and, in fact, is growing.
Chrysler has also mll:cn this opportunity to contruct for the upgrading
of 400 working disadvantaged persons presently on its payrolls for
more challenging jobs in the corporation. This reflects one company’s
ndu.pmbilit;y to chinuges in the cconomy.

There are growth areas in the economy at all times and the JOBS
program has been moving in this direction. A new JOBS consortium
contract has been developed and issued. It is designed to involve
smaller businessmeun, particularly those in the emerging service oc-
cupations such as TV and appliance vepair, auto repair, and health
occupetions. The move to the smaller employers has been particularly
evident during fiscal year 1970. The recent accelernted performance of
the JOBS program belies, in part, the dire predictions made in the
subcornmittee vreport. From Ifebruary 16, 1970, through April 10,
1970, 652 contracts serving 18,033 disadvantaged persons at a cost
of $40,022,000 were approved.

III. SETTING THE RECORD STRAIGHT

It would appear that some erroneous background information has
led to & compounding of the generalizations presented in the Sub-
committee’s staff background report. This inadvertant misreading
of the available information has unfortunately colored some of the
basic statements found in the report.

On the discussion of the program results (p. 3) the statements are
made that “The annual Manpower Report of the President * * *
conceded that the JOBS premise is not fully tested * * * that the
1)3'ogrmn has had startup problams, the most serious of which has been
igh turnover.” In context, the annual report stated on page 62:

“This program is built on the premise that immediate placement
in jobs at regular wages; followed by training aud supportive services,
provides superior motivation for disadvantaged individuals. This
premise 18 supported by initial experience, although it is not yet fully
tested. The program has had startup problems. The most serious
problem to date is twnover, which has been greater than expected,
although it appears lo be about on a par with the usual experience in
entry-level jobs.” [Emphasis supplied.]

Thus, while the actual statement does recognize some program
difficulties, it nevertheless puts them in perspective to the actual
civeumstances regarding the program.

Another error, while of simple arithmetic, unfortunatety exaggerates
the program’s turnover problems. On page 4, the background report
states that of some 30,756 persons hirell, only 14,564 remained on the
job, giving a retention figure of 32.1 percent. This is an arithmetic
error and it should be 47.5 percent, of course, which when supple-
mented by the 8.9 percent that the GAO concluded may have ter-
minated for “good reasons,” the retention rate of the MA-3 contracts
would increase to 56.4 percent, rather than the 41 percent as re-
ported. Compared to the 54 percent turnover of American industry as
a whole, it would appear that the program is at least retaining the
chronically unemployed on a par with the general mainstream of the
Nation’s work force. This is indeed notable when we realize that the
JIOBS , program serves a disadvantaged, chronically unemployed
clientele.
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While it is the hopoe that contruct negotiztions wonld not be overly
protracted, the nature of the roport’s rocital of the nogotintor’s role
1s ovorstated. The report on page 112 cites a “Thirty Minute Rule”
and goes on to parnphruse statoments found in the Negotiator's
Huandbook that would lend a casual observer to conclude that in fact
tho emphasis is on “get the monoy obligated as quickly ns possible to
mako a good showing for the program.”’

Unfortunately, the background report noeglects to include many of
the statemonts that emphasized the absolute nced for program quulity
which are noted below:

The principal purpose of the JOBS program is to assist hard-
core uncmployed persons in obtaining jobs and the related t1 mmnﬁ
and other support necessary to insure that they become stable an
roductive members of our society, The principal purpose of the

TA-4 contract must be the same.”” (Operating Manual for the Evaly-
ation, Negotiation and Award of MA-/ Contracts, p. IV-2.) “Manpower
Administration policy calls for agreement between the cvaluator
and the proposer on program before evaluation and negotiation of
price. Emphasis on the program factor does not minimize "the impor-
tance of contractor responsibility or proposed price; rather, it stresscs
the criticality of program excellence to the overall success of the MA-5
program,’ ?Opcrating Manual for the Evaluation, Negotiation and
Award of MA-5 Contracts, p. 65.)

The time element referred to by the background report also mis-
construes the amount of time the evaluator/negotiator is to spend
on each proposal. Mindful of the time constraints on businessmen in
the normal course of their business activity, and acknowledging the
fact that the JOBS program is an adjunet to their main purpose, the
handbook prescribes that prior to meeting with an employer face to
face, a series of eight procedures be completed. They mclude an
evaluation of the proposal and o verification of the job levels; a
check of the company’s eligibility through EEO cou.pliance lists and
financial soundness (Dun and Bradstreet check) ; obtaining additional
information via the telephone, and preparation for negotiation with
other staff members. (Handbook jfor the JOBS Program, p. V-23.)
The emphasis is on prenegotiation preparation rather than discussions
face to face.

Likowise, rogarding the injunclion that “fow MA-6 proposals
should be rejected out-of-hand as nenresponsive” the handbook
centinues:

“Only those which appear pormancntly impaired—for example,

those from ineligiblo imployers—should be summarily rojected. It is
quite possible that the MA-6 program, as structured, will require
considerable DOL effort to assist contractors in proparing acceptable
proposals.” (CF. Hendbook, 1. IV-.1)
.. Further discussion lists the other proposal disqualifying factors
and states that any of the disgualifying factors must be repaired before
further negotiations. (CI. Handbook, p. V--10 ¢t seq.) This is at con-
siderable varianco with the background report statement that
“* * * tho NAB/JOBS program croates a situation whore contracts
(which may involve up to several million dollars) may be granted
with rolatively little review?” (p. 113). :
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“Even though tho training of Department stall is continually evolv-
ing, o closor and moro thorough reading of the available instructional
matorinls would hwve clearly indicated that » stronuous procodurs of
checks und rochecks huvo been instisutod prior to any contract awnrd.
The background report (p. 16) does tako somo cogmzanco of the con-
tracting procedure when it statos, although this time with some
implied criticism, “* * * that some Labor Dopartmont represonin-
tives, at lonst, aro quite rigid on what thoy will or will not approvo in
JOBS contrncts * * * 7 And, of course, this approval is necossary
it a contract i3 to bo executed.

Another poing of possible misunderstanding is what the contract
covers for repaymoent. Prior to thoe MA-6 (JOBS ‘70) contract sorics,
Department of Labor negotiators would consider total dollar cost in
relation to the job skill, the wages paid to the JOBS employee, and
the presumed vulue of the supportive services to be provided m excess
of what the employer would normally provide his other employces.
There wus little historieal mformation to determine stnndard costs,
for what is regarded s ‘“normal” levels of costs could vary in each
region of the country. In the restructuring of the latest contract format
howover, a genoral body of information on cost bases was predicnted
and incorporated in the proposal package. The pricing guidelines were
1ot set forth as norms, but rather maximums up to wlich a component
ice could be negotiated. The negotiations would now revolve around

uilding a total contract cost on the individual elements of the training
})rogram. Exceptions in excess of the broad pricing gunidelines would
wve to be approved by the Regional Manpower Administrator on &
case-by-case Ln.sis.

The need for negotintions and questions on the cost of cach of the
program olements was reemphasized in the JOBS 70 Announcement
(p. 11): “The cost guidelines are maximums and special care should
be takon to see that they do not become the norm.” Much of the
background report dwells upon the extraordinary profits that might
accrue to o contractor under the program. It nevertheless recognized
that o scrious, bona fide attempt to integrate those persons who
might not have otherwise had the opportunity for a desent job, conld
cost an employer money (p. 17).

It might do at this point to determine exactly how much an employer
might get ander the cuwrrent MA-6 contract program. Apart from the
wages paid to an employee (which becomes referant in the determina-
tion of the on-the-job training component), un smployer, receiving
the maximwin costs allowable would receive no more than $1,055.50
for the supportive services provided. (See attachment 2.)

The balance of the contract cost is determined on the wage rate,
with repaymont for those times when an employee is clearly nonpro-
ductive. This would include the time spont in job velated education,
orientation and counseling. The on-the-job training cost is determined
on a basis of 50 porcent of the wage rato for the period estimated to
train an unskilled person for a specific job. The time spent in on-the-
job training is based on the skill code as determined by the complexity
of the occupation as refieccted by the Dictionary of Occupational
Titles. I't was assumed that going from being completely nonproductive
to fully productive during the hands-on skill training wouid'avernge
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to a 50 percont, productivity rate for the entire poriod. Thus the OJT
cost clement is not a wage subsidy but dosigned to offset tho costs
innenrred during training while o fulf salary way being paid to the JOBS
employeo. Under many of the other training programs, a traineo niny
reecive a training allownnee, without vegard to tho wage potontind
of the oceupation for which he has had training,

The statement found on page 110 of the buckground report is mis-
leading for it appears that the total cost of the services could bo in
excess of $5,200, In point of fuct, o contract under MA-6 wouikd have
to offer a disadventaged person training for a skill code 10 (equivalont
to becoming a tool and die maker) at o salary of $4 por hour for n
period of 46 weeks, giving maximum and conpleto services, including
child care nesistance to have a contract prico of $5213.

1V. CONCLUSION

We believe that this effort must bo encouraged further, and wo are
pleased that the prosent administration has takon the necessary steps
to improve the operation of this program. We liopo that the suggestions
offercd in this report will further improve and refine the program.

Sincerely yours,
AnrxoLp R. WesEy,
Assistant Secretary for Manpower.

’ ATTACHMENT NO. 1

JOBS TABLE I.—CHARACTERISTICS OF PERSONS HIRED THROUGH JOBS PROGRAM, U.S. SUMMARY, CUMULATIVE
THROUGH FEB. 28,1970

N Contract
on-
Characteristic Total  contract Total MA-2 MA-3 MA-4 MA-5 MA-6
Total number of persons
[{:1: K 169,161 113,049 56,112 1,239 32,195 17,449 5,083 146
Percent . _____._.__. 100 67 33 2 57 31 9 [1]
N 100 100 100 100 100 100 100 100
Male. 73 74 70 71 73 69 60 41
Female. 27 26 30 29 27 3 40 59
Handicapped. .. - ooeee . 2 2 2 1 1 2 1 5
Pubiic assistanced. . ... 16 15 17 10 14 20 13 13
100 100 100 100 100 100 100
21 17 14 18 17 14 i2
29 30 32 31 30 23 2}
45 48 50 47 49 52 54
4 4 4 4 5 6 7
0 0 0 0 0 0 [\
(24.7)  (25.1) (254) (24.8) (253) (26.2) (26.5)
100 100 100 100 100 100 100
24 25 28 28 21 18 18
47 45 47 43 46 46 49
21 22 19 20 24 25 26
6 bl 5 6 7 9 6
N 2 2 1 2 2 2 1
Average .o oo .._. 3.6 3.6 3.7 3,3 3.5 3.8 4.1 3.9
Family income__.____..__.. & 100 100 100 100 100 100 100 100
Oto $1,000... ... 23 24 22 18 22 23 22 17
$1,001 {o $2, 000 26 24 28 20 29 28 28 28
$2,001 to 33,000. 21 20 22 24 21 23 23 29
$3,001 to $4,000. 15 16 15 17 15 14 15 18
Over $4,000.. 16 13 12 3

15 13 21 1 8
Average. _. 2,432 2,436 2,367 2,842 2,384 2,325 2,347 2,228
See footnotes at end of table, p. 177,
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ATTACHMENT NO. 1

JOU3 TABLE 1.—CHARACTERISTICS OF PERSONS HIRED THROUGH JOBS PROGHAM, U.S. SUMMARY, CUMULATIVE
THROUGH FEB, 28, 1970 1=Cantinyod

No Contract
ne
Characterlstic Total contract Total MA-2 MA-3 MA-4 MA-5 MA-6
Years of aducation. .. ....... 100 100 100 100 160 100 100 100
Under 8.u.ueenaanennas 6 5 8 7 7 8 10 8
7 7 7 4 1 7 8 9
48 46 52 48 53 51 46 38
39 42 33 40 3 33 36 44
l 1 0 ¢ 1 0 i
(i0.5)  (10.6) (10.3) (10.6) (10.3) (10.3) (lo.2) 10.3)
100 100 100 100 100 100 100 100
25 29 20 16 22 18 20 15
21 21 20 25 20 21 19 23
19 17 22 20 2] 22 25 26
35 33 37 39 37 39 36 37
0 0 0 0 0 0 0 0
(2.5) (20.4) (23.0) (23.7) (22,6) (23.6) {22.8) (24,4)
100 100 100 100 100 100 100 100
21 23 16 7 13 20 23 36
3 70 77 73 80 75 n 52
1 1 l 0 l 1 1 0
1 0 1 0 1 0 2 1
5 5 ] 20 6 4 4 12
9 9 12 22 10 14 8 16
6 6 19 1 B 4 12
2 2 3 1 2 3 2 3
1 1 2 2 1 2 2 1
100 100 100 100 100 100 100 100
40 19 73 33 n 66 80 86
13 7 22 58 18 30 14 7
a3 69 2 3 2 2 1 7
5 ] 3 1 3 3 5 0

1 Percent may not add 1o 100 due to rounding,
2Reflects number of hiring cards received and recorded,
3This data element was added %o hiring cards in January 1969.

Note: Total responses for this item—37,149.
ATTACHMENT NO. II

Maximum allowable costs under MA-6

Job related education (J REl)—IGO hours at $2 per hour. . __.__..__ $320. 00
Speeial counseling (personal and job coaching) 5 perecent of hours for
maximum 83} hours at $3 per hour allowed for skill code 10-+ 160
hours JRE. oo e 250. 50

Orientation—40 hours at $2 per houx 80. 00
Transportation assistance (maximum, 80. 00
Child care assistance (generally restrioted to jobs for women) (moxi-

13101 1.1 U U 150. 00
Medical and dental service (maximum) . ..o o s 50. 00
Supervisory and human relations training (for supervisory employees

of employer) (Maximum) . o .o 25. 00
Administrative costa. . .. e 100. 00

Totala e e e e e m 1, 055. 50
O




