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PREFACE

For most Americans the term "unemploy-
ment" is a statistic which refers to the
collective job-related problems of others.
And while most of us go through changel
in jobs and sometimes even careers during
our working lives, our skills and experi-
ences usually lead to new and better posi-
tions.

However, for as many as 13 million
Americans, "unemployment" means
something quite different. For roughly 11
percent of the workforce, the term refers to
the difficulties and despair of being unable
to obtain or hold a job for a wide variety of
reasons. When experienced for prolonged
periods, unemployment, for many, means
being confined to living in poverty without
the key to getting out.

Perhaps the most vulnerable of all
groups to the effects of unemployment is
disadvantaged youth. To this group, unem-
ployment represents an inability to obtain
jobsparticularly full-time jobsdue to
deficiencies in basic skills, lack of experi-
ence and ignorance of how to find a job.
The effects of these barriers to youth em-
ployment combine to form a pattern of
disadvantagea pattern characterized by
poor job opportunities, low earnings and,
typically, chronic unemployment.

This pattern of disadvantage brought
on by unemployment and related problems
has a way, all too predictably, of following
youth into their adult years. For single
women with children, especially those who
become parents as teenagers and do so at
the cost of their own educational and skill
development, the difficulties of finding and
keeping a job are often insurmountable.
Among other groups of adults, a lack of
marketable skills, poor employment histor-
ies and personal problems create barriers

to work which result in long-term unem-
ployment, underemployment and circum-
stances in which individuals are discour-
aged from even seeking a job.

Another group of adult workers today
faces serious employment-related prob-
lems. For this group, known as "dislo-
cated" or "displaced workers, problems
differ in that they do not result from a lack
of skills, experience or the presence of
personal problems, but rather from the dis-
appearance of jobs for which their skills
were once in demand. Frequently in the
middle of their careers or beyond, dislo-
cated workers typically have deep roots
where they live and are thus less likely to
move where new jobs can be found. Some
are also reluctant to retrain for new occu-
pations, at least in part because many dis-
located workers will earn less in their new
jobs than in this ones from which they were
displaced.

For the individuals and families af-
fected personally by problems related to
unemployment, the stakes are high. They
are also high for the rest of society, and the
point where these problems have their
most jarring social impact is at the local
community level.

The elected officials of local govern-
ment have a particular concern with the
causes and consequences of unemploy-
ment. Fcr them, unemployment is not ex-
perienced as a national statistic, nor is It
felt only in terms of human hardship within
their local community. It is also a problem
with social, economic and fiscal dimen-
sions that are the substance of their daily
policy concerns as local government offi-
cials.

People without income can't consume
locally-produced goods and services.

vii
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Those without jobs can't pay Iocal taxes.
And yet, their need for public goods and
services does not decline. If anything, un-
employment causes them to increase. The
unemployed can't adequately housl them-
selves and their families. They and their
dependents often suffer from inadequate
health care. Their children experience diffi-
culties in school. Prolonged periods of un-
employment are associated with a whole
series of social and economic needs which
manifest themselves as public policy is-
sues and fiscal problems for local govern-
ment officials.

In August 1984, the National League of
Cities surveyed officials to determine their
views on the unemployment situation in
their own city. Twenty percent of those
who responded described local unemploy-
ment as a "top priority" problem and an
additional 42 percent described it as a
"high priority" matter in their community.
This sense of importance was shared by
municipal officials in all regions of the
country and from cities of all sizes. Per-
haps even more striking, most of these
officials saw local unemployment problems
as likely to persist into the forseeable fu-
ture.

Reducing Urban Unemployment: What
Works at the Local Level is, in part, a book
about the types of employment-related
problems faced by America's cities. More
important, it is a book about what cities, as
communities, are doing to ameliorate those
problems, with insights into how others
might de: so as well.

The book, which features twenty-one
case studies of local initiatives to reduce
unemployment, results from the interest of
the National League of Cities and, in par-
ticular, the League's 1984 Task Force on
Urban Unemployment, in sharing among
cities ideas and examples of what is work-
ing in a variety of communities across the
country. Its intended audience is the wide
group of institutions, organizations and in-
dividuals who share a stake in reducing the
incidence and effects of urban unemploy-
ment. This audience includes elected offi-
cials, employment and training profes-
sionals, educators, business leaders,
community-based organizations and phi-
lanthropies.

Readers of this book will observe, in
case study after case study, that success-
ful local initiatives to reduce unemployment
involveif not reauireworking partner-
ships as wide and diverse as the audience
for which it is written.

The principal author and editor of Re-
ducing Urban Unemployment: What Works
at the Local Level, is William H. McCarthy.
Mr. McCarthy is a Policy Analyst with the
National League of Cities' Office of Policy
Analysis and Development. He has respon-
sibility for a range of human development
issues of which employment is one. The
author is a former local elected official from
Massachusetts and holds a Bachelor of
Arts Degree in Urban Studies/PcEtical Sci-
ence from Columbia University.

William E. Davis, Ill
Director,
Office of Peiicy Analysis
and Development
National League of Cities
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URBAN UNEMPLOYMENT
The Problem

At the outset, a discussion of urban unem-
ployment raises the question of whether, in
a general sense, unemployment differs in
its effects on urban and non-urban areas of
the country. The answer is both no and
yos.

On one hand, in its nature and mani
festations. the problem of unemployment
in cities :s not generally different from the
problem in small towns, suburbs or tha
;cation as a whole. On the other, the con-
centration of nearly three-quarters of the
U.S. population1 in urban areaswith den-
sities in central cities fifty-five times the
national averagesuggests, at a mini-
mum, that concentrations of problems
such as unemployment are greater in ur-
ban areas. When factors such as higher
incidence of poverty, crime, overcrowded
schools and decayirg economic bases are
considered, the difference between urban
unemployment and any other form of the
problem becomes one of magnitude.

Comprehending the magnitude of un-
employment in cities requir -Is some under-
standing cf the nature of the problem in
general, its dimensions, and its mpacl, on
specific segments of the population. Tne
following sections of this chapter address
these aspects of unemployment, With a
concluding section assessing their impact
at the local level.

The Complex Nature of
Unemployment

It le term unemployment" refers not to a
single problem but to a multiplicity of prob-
lems: some personal, some social, others
econorilic and still others political in nature.
While interrelated, and often compound in
their effects on individuals, groups, com-

munities and the nation as a whole, the
causes of these multiple problems are, at
somP level, separable. Thus, solutions to
"unemployment," if they are to address
more than a single element of a complex
set of problems, must necessarily be com-
prehensive and, at the same time, flexible
in order to deal with the differing types and
degrees of employment-related problems.

Classifying Unemployment r,:oblems
The wide range of problems which can be
regarded as "employmen* related" can be
grouped into two general classifications.
One, encompassing a host of barriers,
impediments, deficiencies, etc., which pre-
vent one's finding or inhibit one's keeping a
job, can be lalreled "employability prob-
lems." The other, emanating from forces,
trends and cycles within the economy
which influence the types and availability of
jobs, can be labeled "opportunity prob-
lems." Grouped ir.io this second classifica-
tion also are the speeal opportunity prob-
lems encountered thrc ugh discrimination
within the labor econoi iyon account of
race, age, sex, handicap, etc.though, ar-
guably, the bases of discrimination repre-
sent employablity problems as well.

Employability Problems
While the effects of barriers to employment
have differing effects on different seg-
,nents or the workforce, e.g., youth, adults
and older workers, there are commonal-
ities in the types of be riers which present
employability problems. Four tyres of bar-
riers, varying in degree and combinations,
are generally respor ri 'le for such prob-
lem:

3 13



Basic Educational Deficienciesmore
and more, the inadequacies of funda-
mental reading, writing and computa-
tional skills are distancing workersof
all agesfrom available jubs in in-de-
mand occupations.

Lack of Basic Job Skiflswith unem-
ployment often tied to educational defi-
ciencies, unskilled workers find them-
selves in a Catch-22 situation in which
they cannot gain skills without experi-
ence, but cannot gain experience with-
out requisite skills to obtain jots.

Mismatch of Skills and In-demand
Jobsmore a characteristic of older
and/or dislocated wot kers, this barrier
often negates years of experience in
jobs for which there is no longer a de-
mand and skills which are not easily
transferrable to new occupations.

Miscellaneous Barrierssuch as teen-
age parenthood, language difficulties,
behavioral problems, and various forms
of handicaps.

Most alarming about these barriers to
employability is that, within certain seg-
ments of the population and within certain
demographic areas of the countrymost
notably inner cities and rural areasthey
are all present in high degrees producing
formidable combinations. From the per-
spective of employment and training pro-
fersionals, the challenge to eliminate such
complex barriers is a long and arduous
one, one in which success is frequer
mean :ed in increments rather the ,

tom sir BS.

Opportunity Problems
Different in n rre from employability prob-
lems, opportunity problems result chiefly

From factors extrinsic to workers and their
characteristics. Of these factors, the econ-
omymore specifically, changes and fluc-
tuations within the economyis dominant
in its contribution to labor market shifts
which produce opportunities for some and
problems for others. The term "opportu-
nity problems" is us ad here to refer to
individuals in the latter circumstance.

Problems which affect the numbers
and types of employment opportunitig::
can be divided into four sub-categories. As
in the case of employability problems, each
of the four have varying effects on youth,
adults and older workers. They are:

II Insufficient Number of Jobsthe
broadest of employability prohlems,
"insufficiency," in absolute terms, is an
ever-present circumstance. As a funda-
mental factor in unemployment levels, it
is a product of changes within the econ-
omy mid, increasingly, of the exporta-
tion of production and, hence, jobs. In
this respect, it is tied to another, more
specific opportunity problemoccupa-
tional/industry decline.

Occupational, Industry Decline--the pri-
mary factor in the evolution of the "dis-
located worker" phenomenon, the gen-
eral decline of the U.S. manufacturing
economy and acute declines in certain
industries have shrunk the U.S. labor
market by more than 11 million jobs
oetweer 1979 and 1983 alone? No
longer a "rustbelt" versus "sunbelt" is-
sue, dislocation or displacement, as the
problem is also known, today spares
not a single state or region of the coun-
try. While finite product life spans and
inevitable changes in consumer de-
mands account for some decline, over-
seas production by "American" compa-
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nies and importation of foreign-made
goods are major contributors.

Disparities in Labor Force Skills and Job
Market Demandan opportunity prob-
lem subdivided into two problems: one,
the incongruence of many workers'
skills a id current demands for skilled
labor; and two, the overall shortage of
skilled labor which, in many parts of the
country, retards economic development
potential and opportunities for job cre-
ation. In concert, these disparities not
only deprive workers of opportunities
for economic self-sufficiency, they also
inhibit the economic growth of the na-
tion as a whole.

Discrimination in the Workplacethe
most insidious of opportunity problems,
discrimination is practiced both con-
sciously and in a de facto sense through
hiring patterns, locational decisions and
compensation practices. Its practice
disproportionately affects the poor,
women, minorities, younger and older
workers and the handicapped, many of
whom share common characteristics,
including urban residency.

As causes and explanations of the na-
ture of unemployment, eLiployability and
opportunity problems suggest the symp-
toms of what may be regarded as a human
resource "disease." While various reme-
dies or cures for the disease do exist In the
forms of education and remediatlon, occu-
pational and skill training and retraining,
job creations and enforcement of equal
opportunity laws, they are dispensable
largely on an individual case basis, conse-
quently ensuring limits on the numbers of
"remedied" or "cured" problems. The
broaa manifestations of the disease, i.e.,

5

the different types of unemployment which
affect large numbers of workers, may be
characterized as the "faces" of unemploy-
ment, each one requiring a different ap-
proach to solution.

The Three Faces of Unemployment
The American economytoday, more
than ever, influenced by and Interdepen-
dent on a world economy that is constantly
in fluxis a complex weave of trends with
both short- and long-term Implications for
workers, their communities and the nation
as a wholo. As an aspect of the overall
economy, America's labor economy is ever
characterized by both temporary and long-
term unemployment, frequently recurring
recessions followed by less-than-complete
recoveries, and constant shifts in demand
for ?killed and semi-skilled labor. An
examination of unemployment, as it results
from this confluence of trends and activity,
reveals three di..atict types or manifesta-
tions of the problem:

Frictional Unemploymentdefined as a
joblessness resulting from the move-
ment of workers from one employ to
another or from hiatuses brought by
career changes, childbearing, etc.

Cyclical Unemploymentdetermined
by inevitable downturns (recessions) in
the economy, regular downturns in cer-
tain industries and the effects of both on
labor demand.

Structural Unemploymentjobless-
ness, often long in duration, which ema-
nates largely from deficiencies in work-
ers' skills, disparities between workers'
skills and in-demand skills, insufficiency
of jobs and discrimination.

15



Of the three forms, the least problem-
aticboth in numbers and comolexityis
frictional uner.ployment. Fo. r...riy work-
ers, this typically finite pi '...d of jobless-
ness is elective; so too are the timing and
points of re-entry into the active labor
force. Given, howeve, the widespread
phenomenon of the two-wage-caner fam-
ily and the fact that individuals can antici-
pate multiple career changes in their work-
ing lifetimes, efforts to mitigate fictional
unemployment should focus on pnmotirig
hexible work arrangements and career
transitional assistance.

Cyclical unemployment, in tha ab-
stract, should resolve itself in 'he same
way that economic "recoveries" resolve
recessions. Were the world of work an
abstraction and recessions less frequent
and much shorter than history records,
recoveries might well obviate concerns
over the need for countercyclical employ-
ment programs, hiring incentives and en-
hanced social insurance benefits. The real-
ity of cyclical unemployment is that
recessions produce a "stair-step" effect
on overall unemployment, an effect which
serves to add numbers to the ranks of the
long -term unemployed, thus contributing
to tne third and most pernicious form of
unemploy mentstructura: employment.

Multiple and complex in its dimen-
sions, structural unemployment, in its
broadest sense, represents the separation
of workers from the means of elonomlc
self-sufficiencya job. Often this separa-
tion is prolonged, in other cases, periodic
and chronic; for some, the separation is
likely to be permanent. What accounts for
structural unemployment is not easily dis-
cernible; its roots are often a braid of per-
sonal, family, social and econuinic prob-
lems. That structural unemployment is
most prevalent among the poor irrespec-
tive of color, ethnicity or region suggests

that one of these problemseconomics
has an impact overwhelming all others.

Regarding the combined effects of cir-
cumstances surrounding the structurally
unemploy d, author Daniel Saks observed:

... Not all members of (society) are born
into the same situations, share the same
experiences or are affected equally by their
irf.perience. Such differences generate
special problems for some individuals be-
cause of discrimination, background, loca-
tions, occupations, or industry of employ-
ment.' '3

Considered together, the three faces
of unemployment present formidable barri-
ers io self-sufficiency, to family and corn-
munir,i stability and, indeed, to the eco-
nomic growth and human resource
development of the entire nation. The ac-
tual numbers of Americans affectedin
some instances victimizedby unemploy-
ment is a matter marked by discrepancies,
disagreement and, in no small measure,
politics. While there may be disputes as to
its numbers, the one certain and irrefutable
fact about unemployment in America, par-
ticularly its structural component, is that it
is a growing problem, growing in complex-
ity and inadequacy of solutions, as well as
in numbers.

A Growing Problem

In the most general of terms, the prowth of
unemployment may be traced by charting
increases in the rate', of joblessness over a
given period of time. (See Figure 1). In
somewhat more focused terms, the in-
creases in actual numbers of unemployed
persons, especially among segments of
the population most susceptible to jobless-
ness, reveal growth in the dimensions of
unemp'oyment. With respect to both mea-
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sures, however, there is dispute over pre-
cisely who should be counted as being
unemployed, thus variations in both rates
and numbers are advanced according to
one's predilections.

Official Versus Real Unemployment
Are "official" unemployment figures, as
reported by the federal goverment's Bu-
reau of Labor Statistics and based on se-

1

1

lected State Employment Se -vice data-
"real" in the se-se that they accurately
reflect the total numbers of people out of
work? Or are "real" unemployment levels,
as propounded by many non-government
experts, accurate in their addition of the
numbers of underemployed and &scour-
agedfs workers to "official" figures? Given
the philosophic and political overtones of
both positions in this essentially method-

U.S. ANNUAL AVERAGE tuNreE1MPLOYMENT, 1965.1985
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ological disp' de, a definitive answer to ei-
ther question is quite difficult to find. The
discrepancy between official and real un-
employmentregardless of one's sub-
scriptionis revealing nonetheless of the
extent of joblessness among Americans.
Whereas, for the year 1984, the nation's
official unemploy.. ate was 7.5 per-
centwhich represented 8.4 million of the
total 112 million person labor forcethe
addition of underemployed and discour-
aged workers created a "real" national
unemployment level of 13.6 percent, or
15.4 million Americans. Whether counted
as officially unemployed or not, the pres-
ence of these "other" individuals has a
decided and tangible effect on the commu-
nities in which they live and on the human
and social service costs which taxpayers
and government at all levels incur.

The ostensible proolem with relying on
official estimates of unemployment is that
the extent of joblessness, its magnified
impacts on certain segmerts of the popula-
tion, and full awareness of growth in its
numbers go underassessed, diminishing
the perceived level of needed response.

Unemployment Growth in Perspective
In 1965, the official unemployment rate in
the U.S. was 4.5 percent. Twenty years
later the official national rate hovers
around 7.0 percent. The more-than-fifty-
percent increase in the rate over this period
is one indication of the problem's growth.
Another is the fact that the nation's
workforceapproximately 74 million in

1965 versus 116 million in 1985has
grown by 36 percent. Considered together,
a higher rate of unemployment and a larger
workforce reveal that approximately 4.7
million more Americans are out of work
today than in 1965.

What accounts for such an increase in
the numbers of unemployed workers? For

certain, the entrance of the 1946-64 baby
boom generation into the labor force has
swelled the ranks of workers seeking em-
ployment, thus intensifying competition for
a limited number of jobs. Another contribu-
tor was the upsurge in inflation during the
1970s, brought on chiefly by increased en-
ergy costs which inhibited economic and,
hence, employment growth.

Increases in structural une. loyment,
however, particularly long-term unemploy-
ment and chronic joblessness, are ac-
counted for through a somewhat different
explanation. A recurrent pattern of reces-
sions in the economy, followed by less-
than-full periods of recovery, has produced
incremental increases in the numbers of
worke s who become unemployed during
recessions and for whom recoveries are
insufficient to bring about their reemploy-
ment

In terming this the "Stairstep Pattern"
of unemployment, the U.S. Bureau of La-
bor Statistics has noted that the result is
higher levels of joblessness at the begin-
ning of each succeeding recession. Trac-
ing recent recessions/recovery cycles on
the chart in Figure 2 demonstrates this
pattern.

Before the 1969-70 recession, the job-
less rate was 3.5 percent. It increased to 5
percent before the 1973-75 recession, to 6
percent before the 1980-81 downturn, and
to 7.2 percent before the 1981.82 decline.
At the height of recovery from this most
recent recession, the overall unemploy-
ment rate returned to the level at which it
stood-7.2 percentbefore the recession
began. At such time as the economy be-
gins to move downward toward the next
recession, unemployment will likely in-
crease, once again reflecting a pre-reces-
sion level higher than the previous one.

In addition to the "creeping up" of
threshold unemployment levels, there is
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Figure 2
GROWTH IN PRE-RECESSION UNEMPLOYMENT, 1965.1985
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also the problem of increasingly high levels
of joblessness at the height of recession-
ary periods. Tracing these high pointy !see
Figure 3) reveals that, with the exception of
the 1980-81 recession, unemployment at
the apex of each recession was higher than
the apex of the previous one. For example,
at the height of the 1981-82 recession,
official unemployment reached 10.7 per-

9

1980 1985

cent (11.4 percent unadjusted), represent-
ing in numbers more Americans out of
work than at any time since the Great De-
pression. In many areas of the country,
most notably cities, levels of unemploy-
ment were twice the national average, and
even higher among selected segments of
urban populations. As recessions continue
to occur with an a:Tiost predictable regu-
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Figure 3
PEAK PERIODS OF UNEMPLOYMENT, 1965-1985
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lardy, and as threshold unemployment lev-
els increase with each recession, it is also
quite likely that peak unamployment levels
will continue to swpass previous highs.

From a public policy standpoint, incre-
mental increases in unemployment, what-
ever the cause or explanation, have re-
sulted in a gradual increase in the
acceptable level of Joblessness. "Accept-

YEAR

able" in this case represents the level
above which efforts to reduce unemploy-
ment contribute to inflation, i.e., the Phillips
curve. In determining what is an acceptable
level of unemployment in relation to infla-
tion, there are, however, inherent trade-
offs to be made. For instance, it is esti-
mated that, for every 1 percent of inflation
saved by not reducing unemployment,

10
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1 million jobs are lost in the economy. To
the 8.4 million Americans "officially" un-
employed or the 15.4 million "really" un-
employed, such a trade-off woulo seem
rather unfair, since inflation is quite relative
when there are no earnings to spend.

With the exception of individuals
transitioning between jobs (frictionally un-
employed) and those in occupations which
experience periodic downturns (cyclically
unemployed), the majority of unemployed
Americans have traditionally been youths
and adults living in or close to poverty.

Their circumstance is captured in an-
other observatioa by Saks: "Many disad-
vantaged adults were youth with labor mar-
ket problems earlier and will be elder!'
workers in distress later."' The gloomy
scenario described in this statement sug-
gests that one's beginnings in poverty are
likely to be perpetuated and, extending the
thesis, passed on to one's future genera-
tions . The family histories of many Ameri-
cans living in poverty unfortunately bear
this out.

A July 1985 report of the Full Employ-
ment Action Council, a Washington-based
coalition of organizations concerned with
unemployment, found that 23 percent of
unemployed Americans live below the pov-
erty line, an increase of 9 percent over the
last five years.? Amor.g long-term unem-
ployed personsthose out of work for
more than twenty-six weeksthe poverty
rate is 36 percent.

The relationship between poverty and
unemployment is even more telling among
specific segments of the population. For
example, the FEAC report cited 61.6 per-
cent of unemployed female heads of
household as living in poverty, along with
51.7 percent of Blacks, 43.4 percent of

Hispanics and 32.1 percent of Whites.
More recently, however, unemploy-

ment has extended its reach to a new seg-
ment of Americans, a segment character-
ized by long, stable work histories often
with a single employer and often in well-
paying occupations. "Dislocated" or "dis-
placed" workers, as they are known,
represent a quite different group of unem-
ployed Americans, in that the roots of their
joblessness have little in common with
poverty, lack of skills or lack of experience.
In the absence of solutions to their re-
employment problems, however, dislo-
cated workers find much in common with
the unemployed poor and near poor.

A Special Problem for Youth
Of the more than 8 million Americans un-
employed in 1985, nearly 38 percent are
under the age of twenty-five. For youth
overall, this means an unemployment rate
of 17.3 percent.

For sorr- subsets of the youth popula-
tion, Black teenagers for instance, the un-
employment numbers are much higher.
While unemployment among White teen-
agers today stancs at 15.1 percent, the
rate for Black teens is more than twice that
at 38.3 percent. Viewed another way, only
24.4 percent of Black and 38.1 percent of
Hispanic teenagers are employed, while
some 48.7 percent of White teenagers hold
jobs. When the measurement is of full-time
employment only, these percentages are
even lower.

Despite a decline in the youth popula-
tion of 11.5 percent between 1979 and
1984, the longer-term view of youth unem-
ployment is equally dismal. During this
same five-year period, the number of em-
ployed teenagers dropped by more than 20
percent. Participation by poor and minority
youth dropped even more.

The statistics could go on They reveal

11
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a critical problem that r worsening. The
causes of youth unemployment, while dis-
cernible, nonetheless seem to escape so-
lution. The basic ones are summarized
here.

Basic Skills
By far the most influential factor contribut-
ing to youth unemployment is lack of basic
educational skills. The extent of these ba-
sic skills deficiencies was reflected in a
1976 nationwide study which found that 56
percent of Black youth and 44 perce- ^s
Hispanic youth were functionally i,
compared to only 13 percent of youth aver-
all. Linked closely to the lack of basic skills
among youth is the school dropout rate, in
New York City, 70 percent among Blacks,
80 percent among Hispanics. In Chicago,
the overall dropout rate is 45 percent, with
14,000 additional students joining the
dropout ranks each year.

Lack of Jobs
The second major factor in high levels of
unemployment for disadvantaged youth is
a lack of jobs. Despite the strongest of
economies, the number of jobsparticu-
larly full-time jobsfor which disad-
vantaged youth can qualify is severely lim-
ited. The inadequacy of job supply is
heightened in certain areas, such as older
urban areas, rural areas and communities
impacted by high unemployment, plant
closings, etc. In these areas, competition
between adults and youths for scarce job
opportunities invari3bly places inexperi-
enced youth workers at a disadvantage.

Other factors in the youth unemploy-
ment equation include: a lack of access to
jobs, resulting from various forms of
discrimination; a lack of knowledge of how
to find and compete for openings e the job
market; limited English-speaking abilities
on the parts of ethnic minority youth; and,
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far from least in importance, the problem of
teenage pregnancy, experienced by an es-
timated 20 percent of teenage women by
age seventeen.

Hard-to-Employ Adults
(liven t'e employment problems encoun-
tered by disadvantaged youth, it is hardly
surprising that, unresolved, they continue
to be problems when youths become
adults. Deficiencies in reading and com-
putational skills, lack of experience
through lack of access to jobs, and
discriminatton in the workplace affect adult
workers in much the same way they affect
youth.

One major difference between youth
and adult unemployment is the distribution
of its impact within the latter group. Simply
stated, unemployment has a greater Im-
pact on adult women, primarily because
childbearing and single parenting create a
special barrier to holding jobs. The fact that
many disadvantaged wom become
mothers while still youths themselves ex-
plains the lack e educational. and skill
development from which many adult
women suffer.

Other segments of the unemployed
adult population include long-term unem-
ployed and discouraged personsmany
of whom have some form of handicap,
addiction or history of invoivement with the
lawand minority group members in
greater proportions than their proportion
to the overall population. While the num-
bers of unemployed adults vary according
to definition and methodology for counting,
a good approximation is about 7 million.
Most, if not all, of fhis group suffer from
unemployment that is structural in nature.

The problems of unemployed adult
workers are, in some ways, more complex
and difficult to ameliorate than problems
affecting youth, again particularly for



women with children. Since many adults
were themselves school dropouts as
youths, illiteracy and basic skill deficien-
cies inhibit their chances of obtaining de-
cent jobs. Yet getting adults into remedial
and basic educational programs is often
extremely difficult, owing in !arge part to
the length of time away from school and,
for single heads of household, commit
ments to children. In addition, the reluc-
tance of employers to hire adults with
poorly developed work histories creates a
problem of access to jobs for unemployed
adults.

Dislocated Workers
The third major segment of unemployed
Americans, dislocated workers, presents a
set of circumstances and problems quite
different from those of disadvantaged
youths or adults. On one hand, the profile
of the dislocated worker, with typically long
and stable work and earnings histories,
highly developed skills, good work habits,
etc., suggests many advantages over the
other two groups. On the other hand, older
age, sometimes obsolete skills, lack of ba-
sic education and high expectations of fu-
ture earnings can frequently inhibit the dis-
located workers' chances of successfully
transitioning into new employment. Other
difficulties are presented by the fact that
many dislocated workers are long-time
residents of the communities in which they
live, have deep family ties and often own
property, all circumstances which mitigate
against moving to areas where new oppor-
tunities might exist.

The roots of the dislocated worker
problem typically lie in macroeconomic
trends and changes which influence micro-
economic decisions. Stated another way,
shifts in the national and international
economies tend to determine whether in-
dustries grow or decline, hence whether

factories and stores expand or close their
doors. In some cases, the circumstances
surrounding a business closing are par-
ticular to that business, a.g., bankruptcy,
catastrophe, retirement or death of the
owner, etc., but the major causes of dislo-
cabal have more to do with the structure of
the economy. In a somewhat different
sense than hard -to- employ ad9Its, dislo-
cated workers too are victims of structural
unemployment.

As in the case of disadvantaged
adults, discrepancies and uncertainties ex-
ist over the precise number of dislocated
workers. This is particularly the case when
estimates are made during periods of re-
cession, when layoffs and unemployment
may be cyclical (temporary) as opposed to
structural (permanent). Current estimates
range from as low as 100,000 to over 3
million, depending on the criteria used to
count.

Regardless of the estimate chosen
however, there is little dispute over the
point that dislocated workersdefined as
out of work with little or no chance of being
recalled or reemployed witn;n the same
industryare a growing phenomenon. The
Bureau of Labor Statistics estimates that
11.5 million jobs were lost in the economy
between 1979 and 1984 alone. Current
trends in the economy and in the behavior
of many industries and corporations sug-
gest that dislocation will continua.

Addressing the problems of dislocated
workers involves sensitive issues of age,
educational deficiencies, retraining, and
changes in income. In addition, the per-
sonal problems of adjustment and self-
esteem must be dealt with in shaping alter-
natives.
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Unemployment In Clfies

At the beginning of this chapter, it was
suggested that urban unemployment prob-
3ms differ from non-urban problems not in

type, but rather in magnitude. Having de-
fined the types of unemployment common
to both, it remains to suggest how they
differ in magnitude.

Unemployment Rates
A survey of 388 U.S. cities, conducted in
mid-1984 by the National League of Cities
(NLC), sought to identify, among other
things, the levels of Joblessness in urban
communities. Among its findings was that
45 percent of the cities surveyed had un-
employment rates of 8 percent or more at a
time when the national rateat the height
of the economy's recoveryapproached 7
percent. In sharper contrast to the national
average, 22 percent of the cities reported
unemployment rates of over 10 percent. In
central cities, where population densities
are highest, 57 percent reported Jobless
rates of over 10 percent. Among the cities
in this category were: Bask), Birmingnam,
Ala., Cleveland, Detroit. Eugene, Ore.,
Gary and Hartford. The rigional distribu-
tion of these cities suggests that high un-
employment is not a "frostbeit" versus
"sunbelt" phenomenon, but rather a prob-
lem which dramatically affects certain seg-
ments cf the population wherever they live.

More telling than the comparison of
city and national unemployment rates is a
look at unemployment as it affects certain
segments of urban populations. In Detroit,
for example, the level of joblessness
among Black teenagers in some neighbor-
hoods exceeds 60 percent. This level is
nearly double the national average for
Black teenagers, itself a deplorably high
38.3 percent. The circumstances of Black
youth in the inner-city neighborhoods of

many other U.S. cities are quite similar.
Offering a general observation on the prob-
lem, Freeman and Holzer wrote in The Pub-
lic Interest earlier thi.., year: "In short, the
more narrowly one focuses on inner-city
youth in poverty neighborhoods, the worse
the problem looks°

Unemployment Among Cities
Uiemployme .it, overall, is a high priority
for cities of all sizes. Sixty-two percent of
cities in the NLC '3111Vey identified unem-
ployment as the top or a high priority
among problems in their communities. A
nearly equal percentage see unemploy-
ment retaining this priority for the
forseeable future.

Distinctions in unemployment prob-
lems among U.S. cities exist primarily in
the degrees and priorities of specific prob-
lems in each community. The NLC survey,
for instance, found that cities with the high-
est unemployment rates (over 10 percent)
ranked "job creation" as their highest pri-
ority for action, while cities with low unem-
ployment cited the "lack of basic and spe-
cialized skills among youth and adults" as
their highest priority.

A second set of distinctions relates, in
general, to differences in city sizes. One
example of this distinction is that almost
twice as many small cities view the need for
more jobs as their top priority than do large
cities. Another is that problems related to
the educational and skill deficiencies of
youth represent severe problems for 82
percent of large cities, but for only 38 per-
cent of those with under 50,000 popula-
tions. A similar distinction exists with re-
spect to the severity of adult skills
deficiencies.

Among regions of the country, distinc-
tions in the priorities of cities tend to occur
along Job creation versus skill training
lines. Cities in the Northcentral and South-
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ern regions prioritized the need for job
creation, while their counterparts in the
Northeast and West see the need for skill
training among youth and adults as most
important. Here too, the "frostbelt" versus
"sunbelt" stereotypes do not stand up.

With respect to priorities for serving
problem segments of the urban popula-
tions, there is less distinction among cities
over the top priority. Groups receiving the
top priority ranking most often were: high
school dropouts (22 percent), dislocated
workers (19 percent), youth in school (17
percent) zind welfare recipients (12 per-
cent). This 1 elative evenness among the
top-ranked groups suggests, perhaps, that
the problems of each are viewed as very
high priorities in all cities.

What can be said about distinctions in
unemployment problems among cities is
that they exist within broad commonalities
of problems, populations and needs. To
the extent that this is true, the discussion
and examples to follow of what works to
reduce unemployment in cities will also
have commonalities among cities.

Beyond the Numbers
The relationship of joblessness to other
social and human resource problems sug-
gests a broader context for viewing the
magnitude of unemployment in cities. Pov-
erty, crime, homelessness, poor health and
nutrition, family break-up and social unrest
are all contributors to and outgrowths of
unemployment problems. As they intermix
in cities and touch large numbers of people
living in close proximity to one another,
their magnitudinal impact is indeed greater
than it is outside of cities.

This interrelation of unemployment
and other social problems also offers a
plausible explanation of why nearly two-
thirds of local officials responding in the

NLC survey cited unemployment as the top
or a high priority in their community.

That nearly an equal percentage of
these officials see unemployment remain-
ing the top or a high priority in the
forseeable future is evidence of the prob-
lem's entrenchment.

The difficulty in dealing with a problem
such as unemployment in cities is that
competition for limited resources ultimately
dilutes the level of effort required. The con-
sequence of diluted efforts to ameliorate
unemployment, as with other problems, is
that rather than improve, the problem typi-
cally worsens. A comparative assessment
of the unemployment problem of, for ox-
ample, inner-city minority youths today and
twenty years ago would reveal a measur-
able worsening of the problem. Coincident
or not, the accompanying fact is that pro-
portionately less federal assistance is to-
day available to combat unemployment
than in the past.

Beyond the issue of resmaces with
which to address unemployment in cities, a
larger problem emanates from trends
within the national as well as the world
economy. In the four decades since the
end of World War II, American cities have
witnessed a steady outmigration of indus-
try and, with it, jobs. Several factors ac-
count for this migratory trend, which first
carried jobs to the suburbs, later to differ-
ent regions of the country, and, more re-
cently, offshore or overseas.

Irrespective of the economic explana-
tion of this trend, the fact remains that jobs
which once provided a start for unskilled
and undereducated workers are today be-
coming increasingly scare. And nowhere is
the magnitude of consequent unemploy-
ment and related problems greater than in
Arne, ica' s cities.
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REDUCING URBAN
UNEMPLOYMENT
What Works at the Local Level

In the following three chapters, a series of
twenty-one initiatives aimed at reducing
unemployment in cities is presented. Tar-
geted to specific aspects of unemploy-
ment, these initiatives are categorized ac-
cording to the three segments of urban
population,' most impacted by the prob-
lem: dist _44.,:aged youth, hard-to-employ
adults and dislocated workers. The term
"initiative" is used here to encompass the
breadth and variety of local efforts to ad-
dress une,..ployment and related human
and social problems.

lAdeed, the twentv-one initiatives pre-
sented in this book reflect a variety of
program approaches, strategies and part-
nerships, the origins of which are equally
varied. What is shared by all twenty-one is
an overriding concern for a problem within
the community and the determination to
address it with every resource available.
That they are local initiatives, albeit involv-
ing resources and expertise from outside
the community as well as within, is the
other characteristic common to all.

Considerations In Selection

The criteria for selection of local initiatives
were developed with the basic purpose of
this book in mindto provide examples of
successful local efforts for the consider-
ation of communities in search of new or
better approaches to unemployment and
related problems. The first consideration,
then, was replicability. Would elements and
contributing factors have sufficiently com-
mon strains to be adaptable, in whole or in
part, in other cities?

The second criterion had to do with
commonality in the defilition and dimen-

sions of the problem ("problem" here de-
fined as an aspect of the broader youth,
adult or dislocated worker problem). Does
this condition reflect similar conditions in
oth ir communities?

A third criterion resulted from an inter-
est in representing a cross-section of
America's cities, in terms of size, region,
demographics, etc, In this instance, the
criterion applied more to selection within
each of the three group-categories.

The fourth criterion, though not last in
importance or weight, referred to the les-
sons which various local initiatives offered.
By "lesson" is meant the value of the ex-
Perience in addressing a particular aspect
of unemployment. While results, in terms of
numbers trained or placed or jobs created,
were a certain consideration in the selec-
tion proe^4s, care was exer2sed not to
overemphasize quantifiable aspects when
the quality of approach (e.g., appropriate
linkages, combinations of resources, etc.)
may well be more instructive for replica-
tion. This qualified interpretation of the
success of initiatives acknowledges, in
part, the dimensions of urban unemploy-
ment being such that "solution" is most
of.en a misnomer and that "reduction" is
the more realistic goal.

Within the "Disadvantaged Youth,"
"Hard-to-Employ Adults" and "Didocated
Workers" categories, additional criteria
wen- employed in the selection and order-
ing of cases. Selections were mars in the
interest of presenting as many aspects of
the broader problem in each category as
possible. A brief description of each case
appears in the introductions to Chapters
3,4 and 5.
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General Observations on
What Workr

Individually, the twenty-one case studies
offer insights into the needs and problems
of urban America's most disadvantaged
groups. More importantly, they suggest
approaches to those needs and problems
which, in some measure, ha. e worked in
the communities from which the studies
have been drawn. As such, the cases rep-
resent models of local-level programs,
strategies, linkages or "initiatives" for
other communities to consider.

Beyond their individual contributions
to reducing unemployment among various
groups of urban residents, the case stud-
ies collectively offer insights Into what
works at the local level. These conceptual
lessons on what contributes to the success
of local efforts, as they derive from cities of
all types, sizes and regions of the country,
are instructive not only of employment-
related initiatives, but of other types as
well. In addition to their lessons, the case
studies collectively present a composite
view of the human resource diiemma con-
fronting urban America today.

On Different Needs and
Different Solutions
When I described to a colleague the divi-
sion of case studie^ into categories of
"Disadvantaged "Hard-to-Employ
Adults" and "Dis;.x;ated Workers," his re-
ply was to say that urban unemployment
was, then, not a single problem, but rather
several different problems. The observa-
tion -,as quite astute. Hence, while com-
mr lies exist among the contributing

ors tc each group's problems, i.e., in-
suffic, :nt numbers of jobs, skill deficien-
cies, etc., specificity is needed in the defini-
tion of each problem as the first step
toward solution.

At the heart of virtually employment
and related problems are needs: for educa-
tion, basic or remedial; for skills training or
retraining; for experience; or for knowl-
edge of how to find a job. That these needs
differ among youth, adults and dislocated
wohers is readily observable. The needs
of New York and Chicago's Inner -city
youth, for example, are quite different from
those of San Francisco's homeless adults
or Des Moines' dislocated factory workers
and farmers. So too are the needs of Yak-
ima Valley, Washington's email-town youth
different from those of Baltimore's AFDC
recipients or the laid-off copper miners of
Butte-Silver Bow, Montana.

That needs differ also within subsets
of each group is, on the surface, less
readily observable. For this reason, the
selections of local initiatives in each of the
three categories were based, In part, on an
interest in presenting a cross-section of
each group's problems.

Within the Disadvantaged Youth cate-
gory, for example, the specific needs of
Albuquerque's pregnant and parenting
teenagers differ from those of Sacramen-
to's Local Conservation Corps partici-
pants, and, alternatively, San Jose's pre-
dominantly Hispanic youth population has
different needs from those of New Bedford
and Cape Cod's primarily White and Eng-
lish-speaking youth. Within a given com-
munity, as Minneapolis' trio of youth pro-
grams reflect, needs differ even among
segments of the youth population, thus
necessitating difterent approaches to
each.

Similar differences exist within the
hard-to-Employ Adults group. Here, for
example, the differences between San An-
tonio's unskilled adult workers, whose
needs for English language and basic skills
are great, and Minneapolis' long-term un-
employed adults, 78 percent ct whom are
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high school graduates, are quite clear. An-
other example is the contrasting needs of
Baltimore and Denver's female-dominated
AFDC populations and the largely male
compwlion of San Francisco's homeless
community.

Among dislocated workers, the dis-
tinctions in needs derive Oman./ from the
circumstances which bring about displace-
ment. Examples of differences are Buffalo
and Erie County, where the general decline
of the area's economy has created a dis-
persed dislocated worker population, and
Fort Wayne, where a specific plant closing
brought about problems for an occupation-
ally-similar group of workers. Further dis-
tinctions exist between regions of the
country, as evidenced by needs of Etmene
and Springfield, Oregon's dislocated tim-
ber industry workers versus Metropolitan
St.Louis' chiefly manufacturing workers.

The point in emphasizing differences
in needsamong groups as well as within
each groupis to suggest two keys to
success in addressing them. The first key
is targeting of efforts and resources to a
specific segment of the population in need.
Accurate targeting requires a clear identifi-
cation of the need (or needs), Including
type of need, scope of the need and size of
the population. Each of the twenty-one Ini-
tiatives in the following chapters, in varying
ways and degrees, is targeted to a specific
need.

The second key to successfully ad-
dressing needs is tailoring of programs,
strategies, etc., to meet the identified need.
Tailored approaches involve the applica-
tion of , asources and services in ways in
which the population can identify with and
make use of them to create solutions for
themselves. Tailoring is also a characteris-
tic feature of all twenty-one initiatives, ex-
amples being Minneapolis' trio of youth
programs, Tampa's municipal employment

21

program and Butte-Silver Bow's custom-
ized training programs.

On Different Sources Of Initiative
The tirm "Initiative" is used throuunout
this cook to refer to a broad range of local
efforts to reduce unemployment. In a
somewhat different sense here, it refers to
the action taken by an individual(s) or
group(s) to set an effort in motion. In the
twenty-one cases, the initiative In respond-
ing to an identified need or problem comes
from a variety of sources within the com-
munity. What they have in common is a
deep concern for the persons in need and
an equally deep interest In addressing the
situation.

Lonal elected officials (LEO'S), by the
nati ire of their office, have a vested con-
cern for the needs of the unemployed In
their communities. What determines the
level of response by LEO's most often has
to do with the personal and political prior-
ities of the individual official, his or her
expertise and creativity in the matter, the
competency of city departments, and com-
peting community problems.

In nine of the twenty-one cases, local
elected officials are the Initiatorsthe pri-
mary moversbehind their respective
community's effort. Each case reflects dif-
ferent types of cities, different natures of
problems and different circumstances sur-
rounding them. The nine cases are: Minne-
apolis' youth programs, San Antonio's job
creation effort, Baltimore and Denver's
"welfare-to-work" programs, Portland's
"f.:st source" hiring approach, San Fran-
cisco's homeless persons projects, Des
Moines' dislocated worker center and
Butte-Silver Bow's retraining programs.
Most instructive about the role of local
elected officials is the unique opportunity it
presents to marshal! community re-
sources, focus community attention and
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coordinate the efforts of other contributors
to a local effort. The results of these nine
LEO-initiated efforts, as the case studies
describe, attest to the potential contribu-
tion local officials can make to unemploy-
ment-reducing efforts.

Private industry, otherwise referred to
as the business community, has always
had significant potential for contributing to
local employment efforts. Typically limiting
the actual role of the private sector has
been a lack of understanding on the parts
of both public and private leadership of
what role employers can play. With the
passage of the Job Training Partnership
Act (JTPA) in 1982, a legally-mandated role
in employment arid training for the private
sector was established through Private In-
dustry Councils (PICs). In addition to set-
ting priorities among loca' employment and
training needs, the PICs have a determin-
ing role in the funding of local JTPA pro-
grams for youth, adults and dislocated
workers. (See discussion of resources be-
low)

In six of the cases, the private sector
took the initiative to sponsor or develop an
effort to reduce local unemployment. Four
of the five cases are to be found in the
Dislocated Worker Chapter (5), which is not
surprising given the connection to disloca-
tion which is shared by both business and
workers. Three of the dislocated worker
initiatives spearheaded by the private sec-
tor, Buffalo and Erie County, Metropolitan
St. Louis and Eugene/Springfield, are to-
day operated by or through PICs. The
fourth private sector initiative on behalf of
dislocated workers was a company-spe-
cific effort, undertaken in conjunction with
organized labor in Fort Wayne.

Two private sector efforts on behalf of
disadvantaged youth, one of them a PIC
initiative in New Bedford and Cape Cod,
the other a Small Business Administration

effort in Sacramento, appear in Chapter 3.
The New Bedford and Cape Cod CCP
Learning Centers is a rather novel PIC
initiative, in that it is directly tied Into the
public school systems. Sacramento's SBA
effort to create a local conservation corps
for youth originated as a summer experi-
ment based on California's successful
statewide program and became a year-
round program one year later.

As a source of leadership or participa-
tion in local employment/unemployment
efforts, the private sectorin particular,
the Private Industry Councilshas much
to contribute in the way of resources, tai-
loring of programs and training curricula
and sources of jobs. In nearly all of the
cases, the relationship of individual em-
ployers is also critical to the bottom-line
success of efforts to reduce unemploy-
mentjobs.

Community based organizatir ns
(CBOs), as their generic name implies, are
integrally tied to the lives of community
residents and, hence, to their problems.
Frequently, CBOs emerge as a grassroots
response to problems which seem to es-
cape solution through other means. While
some CBOs exist to serve limited commu-
nity needs or functions, many are multiple-
service centers which aJdress all types of
human needs.

Of the twenty-one Initiatives, CBOs are
responsible for five. While differing in type,
each shares origins within Its respective
community. Yakima Valley and, originally,
San Jose's youth programs were initiated
as local OIC (Occupational Industrialization
Center) programs. Albuquerque's New Fu-
tures School began out of the basement of
the local YWCA. New York City's dropout
prevention and assistance effort, Opera-
tion Success, is the brainchild of the non-
profit Federation Employment and Guid-
ance Service, and Chicago's Alternative
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ScIlools Network numbers fifty CBO's
working on behalf of that city's school
dropouts.

The role of foundations or philanthro-
pies in community initiatives is most often
one of contributing resources. In Minne-
apolis, not only did a local foundation, the
McKnight Foundation, provide resources
for a combination of programs to employ
that city's long-term unemployed, it initi-
ated the effort by soliciting proposals from
both Minneapolis' and St. Paul's mayors.
The result of the Foundation's initiative,
aside from the jobs it produced, was the
eventual enactment of a statewide pro-
gram based on the local model.

On Resources, Partnerships and Sharing
Critical to the success of the local initia-
tives profiled in this book are creative, in-
novative and effective uses of resources.
In twenty of the twenty-one casesDen-
ver's STEPS Program is the exception
resources are derived from more than a
single source, and, in most cases, from
several sources. The combinations of re-
sources. in addition to enlarging a resource
base, typically reflect a partnership effort in
the planning, design and implementation of
local initiatives. Ultimately, as the cases will
evidence, this sharing of resources and
effort contributes to broader and more af-
fective services to people in need.

The one resource common to the
twenty multi-resource efforts is the Job
Training Partnership Act (JTPA). The pres-
ence of JTPA resources in all but one
initiative suggests its importance as a key
ingredient in successful programming.
Uses of JTPA Title II-A and II-B funds for
disadvantaged youth programs, Title II-A
funds for adult programs, and Title Ill funds
for dislocated worker programs offer
broad possibilities for effective responses
to local needs. Used in combination with

other funds from typically less restrictive
sources, JTPA resources provide a solid
base for basic and remedial education pro-
grams, skills training and retraining and
some supportive services. The case stud-
ies also reveal effective uses of JTPA
funds for leveragini, funds from other
SOMAS.

In addition to JTPA, a host of local
government, state government, private in-
dustry and foundation funds are utilized in
the programs and services detailed in the
cases. Descriptions of the ways in w"ich
these funds are procured, the relationships
between multiple funding sources, and
their impacts on the quality and scale of
local efforts will be left to the case studies
themselves. It is worth noting here, how-
ever, that the lone initiative funded from a
single sourcewhile sound in its program-
matic modelnevertheless ended after
two successful years when the sole source
of support ended.

Other Observations
Beyond their examples of targeting, tailor-
ing, leadership initiative, partnerships and
resourceful financing, the case studies
provide the interested reader with a sense
of the "intangibles" that contribute to, if not
determine, the success of local efforts to
reduce unemployment. These elements in-
clude: sensitivity and concern for the needs
of persons in disadvantaged circum-
stances, commitment to high-quality ef-
forts in response to those needs, and dedi-
cation to achieving results.

In sum, this combination of tangible
and intangible features incorporated in the
following case studies suggests that local
efforts to reduce urban unemployment can
and do work effectively.
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Using the Case Studies

Our purpose in presenting information on
reducing urban unemployment in the form
of case studies is to provide other commu-
nities with the fullest sense possible of the
circumstances, problems and factors sur-
rounding the evolution and development of
successful local initiatives. Important to
note is what works well in one community
may not work the same way in another. Or.
the other hand, it is perhaps quite likely that
certain elements, components, features,
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etc., of the initiatives profiled here may well
merit incorporation, in some form or di-
mension, into a community's existing ef-
forts.

The information presented in the case
studies is done so in summary form. The
inclusion of a contact person at the end of
each study is intended for use in learning
more about the experience of that commu-
nity. It is our hope that readers will make
use of these contacts in their own pursuits
of successful initiatives to reduce urban
unemployment.

*4



Chapter 3

DISADVANTAGED YOUTH
Overcoming Barriers to Employment
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DISADVANTAGED YOUTH
Overcooling Berrien. to
Employment

America's disadvantaged youth population
faces multiple bafflers to a successful en-
try into the world of work. This is particu-
larly true of the large numbers of youth who
live in poverty-stricken neighborhoods of
the nation's cities. Failing to overcome
these barriers as youth virtually assures
that they will continue during adulthood,
with serious implications for employment,
earnings and susceptibility to social prob-
lems.

More than any other factor, deficien-
cies in basic education skills prevent the
successful assimilation of disadvantaged
youth into the labor market. For this rea-
son, all eight case studies of disad-
vantaged youth initiatives incorporate
some element of basic or remedial educe-
..,,n into their program structure, while dis-
tinct in their overall design and their objec-
tives. The cases also present distinct
approaches to the issues of job creation
and access to jobs for youth, as well as in
the targeting of special needs within the
disadvantaged youth population.

The first case, taken from the New
Redford and Cape Cod communities of
southeastern Massachusetts, focuses on
the use of state-of-the-art Comprehensive
Competencies Programs (CCP's) to in-
struct students in basic skills. Established
by the Private Industry Council, three CCP
learning Centers, two operating in schools
and one out of the PIC office, also combine
world-of-work courses and occupational
internships in a split day of academic and
occupational training. Plans for year-round
learning and development are being pur-
sued through adaptation of summer youth
employment programs.

Minneapolis, Minnesota is the source

of the second study. In this community,
three programs (a fourth is being devel-
oper offer different approaches to differ-
ent aspects of the disadvantaged youth
problem. A school-to-work transition pro-
gram using private sector internships for
training, a summer youth employment pro-
gram which ties work eligibility to the pas-
sage of academic benchmarks and a year-
round program ened at dropouts com-
prise the three. The programs are coordi-
nated through the active leadership of
Minneapolis' mayor and are supported by
a local foundation.

A program to prevent students from
dropping out of New York Cily's public
schools is the focus of the third case study.
An in-school approach to the problem, Op-
eration Success provides comprehensive
services to potential dropouts, including
career development, vocational training
and placement. In 1985, 6..e program was
operated in eleven of New York's high
schools.

In Chicago, Illinois, a network of fifty
"alternative schools" operated by commu-
nity-based organizations address that
city's school dropout populations. All but
four of the schools offer programs leading
to a high school diploma or Graduate
Equivalent Degree (GED), and nearly half
utilize comprehensive competency pro-
grams. Linkages with the Chicago PIC and
the Mayor's Office of Employment and
Training provide training and placement
support as a complement to remedial in-
struction.

The fifth case study in this category
describes Sacramento, Califomia'r; Locai
Conservation Corps, an urban spinoff of
the California Conservation Corps. Com-
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bining work experience and mandatory
education and training, the Corps provides
Sacramento poor and ethnic minority youth
with valuable preparation for employment
in a community service setting. The SLCC
has received both praise and visibility in its
first year of operations.

In Yakima, Washington, a fourteen-
year-old Opportunities Industrialization
Center (OIC) is the focal point for skills
training, education, job placement and sup-
portive services in a two-count, area made
up of small communities. The OIC operates
from training centers and a satellite office,
as well as a year-round educational clinic
and an alternative high school, serving
both migrants and year-round residents.

A national model for serving pregnant
adolescents and adolescent parents is the
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subject of the seventh case. The New Fu-
tures School in Albuquerque, New Mexico,
dates back to 1970 and has served neatly
4,000 clients, the majority of whom have
been teenage mothers. Health, education
and employment and training programs,
with assistance from Albuquerque volun-
teers, make the school a tremendous re-
source for the city's adolescent women.

The final case study of Chapter 3 re-
count the "barrio" origins of the Center
for Employment Training (CET) in San
Jose, California. Originally an OIC center,
CET has been at the forefront of employ-
ment and training for San Jose's Hispanic
community. Academic instruction, English-

, as-a-Second-Language, and counseling
are also components of the Center's ser-
vices.
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INNOVATIVE APPROACHES TO
REMEDIATION AND TRAINING

THE CCP LEARNING CENTERS
Now Bedford and Cap* Cod,
Massachusetts

Of the many obstacles to youth entering
employment, perhaps most pervasive and
disabling of all is the lack of basic and
functional skills. A delineation of "basic"
(math, reading, language, science and so-
cial studies) and "functional" (occupational
knowledge, consumerism, citizenship and
life skills) deficiencies suggests that effec-
tive approaches to remediation require
resources and expertise outside of tradi-
tional educational systems. Schools, how-
ever, remain the locus of activity, academic
and non-academic, for the largest numbers
of youth; thus, the challenge tr communi-
ties is to link educational and non-educa-
tional resources (i.e., vocational training,
summer youth employment, etc.) in such a
way as to promote a successful transition
from school to work.

In Southeastern Massachusetts, a
partnership of employment and training
and educational professionals has resulted
in the enhancement of both basic and func-
tional skills for three out of every four youth
who enroll in the area's five "Learning Cen-
ters." Utilizing stato-of-the-art Com-
prehensive Competencies Programs, the
Centersthree of which have been estab-
lished in high schools and two in local
Private Industry Council (PIC) offices
combine a self-paced, computer-assisted
instructional system with teacher-In-
structed classes in basic academic skills.
With the involvement of private Industry,
the Learning Centers' curricula also In-
cludes world-of-work courses and occupa-
tional internships, with the student's day
divided between academic study and occu-
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pational training. Efforts to create a year-
round learning and development envi-
ronment are being undertaken with the
adaptation of summer youth employment
programs to include academic instruction
as well as on-the-job experience.

Background

The genesis of the CCP Learning Centers
Is rather unique, in thatdespite its funda-
mentally educational naturethe idea for
the centers originated with the Private In-
dustry Council of the New Bedford JTPA
Service Delivery Area. (The NV:4 Bedford
SDA covers much of Southeastern Massa-
chusetts, including Cape Cod.) Convinced

at the Comprehensive Competencies
rrogram approach offered significant po-
tential for enhancing traditional education
curricula and improving the school-to-work
transitions, the PIC, through its adminis-
trative entity, the Office of Job Partner-
ships (OJP), Initiated discussions with area
school officials beginning In the fall of
1983. Equally convinced that Incorporation
of the CCP concept by school systems
would require demonstrations of its effec-
tiveness, feasibility and replicability, the
OJP established CCP Learning Centers In
its New Bedford and Hyannis offices In
May and June 1984, respectively. Sane-
quently, proposals, In response to RFPs
Issued by the PIC, came from three
schools within the area, two of which sub-
miffed a joint proposal.
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Organizational involvement and
Funding

As a PIC initiative, the CCP Learning Cen-
ters project is funded and managed by the
SDA administrative entity, the Office of Job
Partnerships. In the cases of the three
schools which have established Learning
Centersone is a local high school, an-
other a regional high school and the third a
regional technical high schoolthe in-
volvement of school officials includes ad-
ministrators, guidance counselors and
teachers. The two centers operated out of
PIC offices are run by staff hired by the
OJP. Involvement of business, aside from
the PIC itself, comes in the form of partici-
pation in development of the world-of-work
curricula and in hiring relationships for
occupational internships and summer po-
sitions (more on this below).

Funding arrangements for CCP Learn-
ing Centers reflect correspondingly the
partnership which, from the outset, this
Initiative has represented. To capitalize
and cover start-up costs for the Centers
estimated to be $50,000 per CenterJTPA
monies from the Governor's Discretionary
Fund (known generally as the "Eight Per-
cent Set Aside" for educational coordina-
tion) were allocated in the amount of
$442,000. Ongoing operation of the five
centers is funded with $140,000 in JTPA
Title II-A funds and in-kind contributions
from each participating school of $1.50 for
every $1.00 of funds provided by the OJP.
In addition, the adapted versions of the
Summer Youth Employment Program are
funded through a $1.2 million SYEP alloca-
tion.
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Characteristics of the Target
Population

While much of New Bedford's JTPA Ser-
vice Delivery Area is non-urban and, con-
sequently, atypical of urban populations in
most demographic respects, the economi-
cally disadvartaged status of CCP Learn-
ing Center participants is a shared charac-
teristic. (Under JTPA requirements, at least
90 percent of service recipients must be
economically disadvantaged; non-dised-
ventaged participants in the CCP Learning
Centers are served with non-JTPA match-
ing funds.) Characteristics of the New Bed-
ford and Hyannis Centers participants in-
clude:

Age

New Bedford Hyannis

14-17 17% 13%

18-21 24% 18%

22-24 51% 59%

55 and over 8% 10%

Sex

male 30% 25%

female 70% 75%

Race

White 64% 85%

Black 28% 9%

Hispanic 7% 2%

other 1% 4%

Education

at entry
Average grade

level completed 10th 11th

Average reading

level 9th 9th

Average math

level 7th 7th
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Key Elements

The Comprehensive Competencies
Program
The concept of a Comprehensive Compe-
tencies Program is one of individualized
and self-paced learning facilitated by the
assistance of computers. Combined with
instructor-taught courses in basic aca-
demic skills, the CCP concept enables flex-
ibility in addressing individual learning
needs as well as opportunities for individ-
ual exploration of career paths and occu-
pational training. The diagnostic and pre-
scriptive testing mechanisms built in to the
computer-based system provide both
rapid feedback and motivational incentives
for the student to learn, as well as dramatic
reductions in teacher time spent on curric-
ulum penning, testing and guiding. In fact,
as students and instructors become more
familiar with the CCP format, it is possible
for students to run the system themselves,
thus freeing teachers' time to provide one-
to-one instruction and problem-solving as-
sistance.

The CCP model combines written,
computerized and audiovisual materials to
provide a diverse and inclusive curriculum,
one which offers more in the way of in-
struction than most other systems cur-
rently used in remediation and training.
Units of instruction are divided Into lessons
which are "bite size chunks" of material
geared to specific learning objectives. The
lessors include feedback to students
which allows a sense of what has been
accomplished. Expectations, based on the
experience of using the CCP model, are for
students to advance 1.5 to 2.0 grade levels
for every one hundred hours of academic
instruction in math, reading or language
competency areas.
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Integration of CCP* Into Traditional
Educational Curricula
Among the three high schools into which
the CCP Learning Centers have been in-
corporated, there has been variation in the
ways and degrees to which the concept
has been used. In all three, however, the
Centers have become the hub around
which assessment, diagnosis and coordL
nation of academic and functional skills
training revolve.

Variations among the schools include
Cape Cod's Technical High's integration of
the CCP into its career assessment and
guidance program, a process which led to
the establishment of a Career Develop-
ment Center, as weH as an evening offering
of CCP instruction. In the jointly-operated
programs of the Warehan and Old Roches-
ter Regional High Schools, the CCP has
been incorporated into overall academic
curricula and is offered as a voluntary elec-
tive; a related world -of -work curricula ad-
dressing the sociology, psychology and
economics of work was introduced in Sep-
tember 1985.

The Learning Centers operated out of
the New Bedford and Hyannis PIC offices
offer morning and afternoon CCP instruc-
tion, with evening and weekend offerings
under consideration. Participating stu-
dents in these two communities are re-
ferred to the Centers by the local high
school.

Linking CCPs and Employment
In efforts to link basic and functional skill
attainment with actua: working experience,
New Bedford JS PA officials have devel-
oped various approaches and are experi-
menting with others. One approach has
been to incorporate world-of-work curric-
ula, designed in collaboration with area
employers, into all five Learning Centers as
a pre-employment development tool. A
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second approach, involving private sector
internships in which students spend 1/2 to
2/3 of their day, receive academic credit
and, in some cases, pay, has focused on
providing a variety of work experiences.
Among the occupations for which intern-
ships have been developed are data entry,
travel, insurance, banking and retail busi-
ness, as well as hospital, library and law
enforcement services. Where possible,
student internships are continued as sum-
mer employment, reflecting the interest of
both employment and training and educa-
tional professionals in a year-round ap-
proach to youth development.

To facilitate this year-round connec-
tion between CCP instruction and employ-
ment, the Office of Job Partnerships, dur-
ing the summer of 1985, implemented
three variation of its traditional Summer
Vouch Employment Program based on ex-
perimentation the summer before. The first
variations, called the Vocational Explana-
tion Program, involved the extension of the
internships concept to summertime em-
ployment, in this case a rotation of three
internships each lasting three weeks. Each
of the 500 youth involved in the program
was paid $3.75 per hour for a twenty-five-
hour work week, with an additional five
non-paid hours per week required for par-
ticipation in structured learning and train-
ing. Academic benchmarks were devel-
oped by PIC staff and employers, with each
business being asked to pledge $10.00 per
week per student as a bonus incentive for
meeting the benchmarks. The bonus
money, distributed by the PIC, is tax-de-
ductible for employers since the PIC is a
nonprofit entity.

The second summer program, entitled
Enriched Work Experiences and designed
to serve 400-500 youths, provided up to
twenty-four hours of work per weekat
$3.50 per hourin a variety of special

projects in schools and other public facili-
ties. Participants in these projects were
also required to invest five non-paid hours
per week in classroom education or job-
related training. In some instances, aca-
demic credit was awarded for the time
spent in training.

The third New Bedford summer em-
ployment initiative was the traditional sum-
mer youth experience progrbA in which
200 youth worked twenty hours a week at
the minimum wage ($3.35 per hour). Under
this program, no academic requirement
was involved, and no credit for work was
awarded.

As an additional learning aid, the New
Bedford PIC funded the purchase of a van,
the mobile mission of which was to provide
one-day work orientations at youth job
sites.

Results

During the first summer-1984in which
the Comprehensive Competencies Pro-
gram operated in the New Bedford Learn-
ing Centers, 75 percent of the youths who
entered the four- to six-week program one
to two grade levels behind came up to their
own grade level. While evaluations of the
CCP results for the 1984-85 school year
have yet to be reported, New Bedford offi-
cials see indications of success similar to
those of the summer programs.

Evaluations of the three 1985 summer
employment programs which served
youths were premature at this welting. The
concept, however, of a year-round linkage
between basic skills instruction and work
experience training offers only positive ex-
pectations for the development of eco-
nomically disadvantaged youth. As more
and more educators and employment and
taining professionals call for year round
schooling, instruction in the New Bedford
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CCP Learning Centers mey offer a more For Moro Information, Contact:
palatable, economic and, quite possibly,
more effective youth development model. Paul Vigeant, President or

Sylvia Bevil le, Special Projects Manager
Office of Job Partnerships
181 Hillman Street
New Bedford, MA 02140
(617) 999-3161
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DIFFERENT STRPTEGIES FOR
DIFFERING NEEDS
A Trio of Programs for
Disadvantaged Youth

THE YOUTH WORK INTERNSHIP
PROGRAM,
THE SUMMER YOUTH
EMPLOYMENT PROGRAM AND THE
YEAR-ROUND YOUTH PROGRAM
Minneapolis, Minnesota

Sensitivity to different needs among disad-
vantaged youth. . . . Concern over how
best to address different types of need. ...
And commitment on the parts of public,
private and community leaders to do what
it takes to see that needs are met. In local
efforts to address the employment and re-
lated problems of disadvantaged youth,
each of these represents an ingredient crit-
ical to success.

In the city of Minneapolis, sensitivity to
the diffeling needs of in-school youths ver-
sus dropouts, academically deficient stu-
dents versus un notivated ones and youn-
ger versus deer youths has led to the
recognition that no one approach will work
for all. A common concern among govern-
ment and education officials, the private
sector and community leaders, in turn, has
led to the development of three discrete
programs to address these differing
needs. The commitment of all segments of
the Minneapolis community together with
leadership of the city's Mayor has resulted
in the success of all three.

Background

The Youth Internship Program
Initiated by Mayor Don Fraser in 1983 out
of concern for keeping Minneapolis' young
people in school, the Youth Internship Pro-
gram involved educational officials, the

Chamber of Commerce and City Hall. In its
first year the Program was implemented in
three of the city's high schools, with 86
junior class members participating. Fund-
ing in 1983 came from Community Devel-
opment Block Grant monies. The Youth
Internship Program was expanded to a
fourth high school in 1984, and plans call
for the addition of one school each year
until all seven of the City's high schools are
involved.

Tie Summer Youth Employment
Program
Minneapolis' Summer Youth Emplol Tient
Program has long been a success in plac-
ing young residents in Jobs, in large mea-
sure due to the cooperative relationship
which has existed Letweon the city's
schools, the local Job Service office and
the Minneapolis Employment and Training
Program. In recognition of the year-round
educational needs of some youths, a re-
cent development in the summer hiring
program has been the inclusion of a reme-
dial education component with benchmark
testing used as a basis for determining
eligibility for work. For most of the partU-
pating youthsapproximately 60 percent
of whom are under nineteen years of age
the primarily public service Jobs are their
first expert k ns.es in a supervised work
environment.
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The Year-Round Youth Program
Despite one of the lowest school dropout
rates in the countrybetween 12 and 14
percenta year-round program armed at
this segment of Minneapolis' youth popula-
tion was initialed in 1983. Viewing the long-
term employment prospects of dropouts
as integrally tied to their completion of high
school, designers of the Year-Round
Youth Program made return to a traditional
high school or enrollment in an alternative
school a condition for participation in both
pre-employment and employment phases
of the Program.

Organizational Involvement and
Funding

Following the lead of the Mayor's office,
the city's public education system, the Min-
neapolis Employment and Training Pro-
gram and the Chamber of Commerce are
the major partners in all three of Minneapo-
lis' youth employment initiatives. The
Youth Work internship Program, with 90
percent of its placements in the private
sector, is managed by the Chamber of
Commerce and coordinated by both Cham-
ber Staff and school officials. Assessment
and testing is performed by the Minneapo-
lis Technical Institute under contract.

Funding for the Internship Proton is
presently derived from a variety of
sources, including $35,000 from a local
foundation, the McKnight Foundation,
$27,000 from JTPA funds, $10,000 from
Chamber of Commerce members and
$5,000 from the school system. In the fu-
ture, the majority of funds for the Program
are expected to come from the Chamber
and the schools.

The Summer Youth Employment Pro-
gram and the Year-Round Youth Program
are both administered by the Minneapolis
Employment and Training Program
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(METP), the administrative entity for the
City's JTPA grant. In the case of the Sum-
mer Program, which is funded this year
with approxiPnateiy $1.4 million in JTPA
Title II-B funds, $250,000 from the Minne-
sota State Legislature and small contribu-
tions ffr m the school system and private
corporations, the state Job Service office
provides eligibility certifications, enroll-
ment and job matching services. These
services, as well as the summertime reme-
dial education component, are provided in
the !unior and senior high schools.

In contrast, the Year-Round Youth
Program involves thirteen community-
based organizationsfour of which serve
as alternatives schoolsand the Chamber
of Commerce as the job placement agency.
In operation for almost four years, the
Year-Round Program is presently funded
with $680,000 in JTPA Title II-A money.

Characteristics of
The Target Population

As the needs of junior high school students
differ from those in high school, and as in-
school youths must be addressed differ-
ently than dropouts, so too are the targets
of Minneapolis' three youth employment
initiatives different. While the Internship
Program is restricted to high school juniors
and seniors enrolled in school, the Sum-
mer Program numbers slightly more than
half of its participants among the fourteen
to fifteen year age group. Owing to the
diversity of circumstances which cause
youths of varying ages to drop out of
school, the Year-Rotund Program serves
school-age as well as older youths.

In each of these programs, at least 50
percent of participating youths are BP- *
(70 percent in the Internship Program), on
average 16 percent Southeast Asian (al-
though fully one-quarter of the younger-
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aged Summer Program participants are
refugees), approximately 13 perc.421 it White

(except the Year-Round Program which
numbers 24 percent White), and between
8-9 percent Native Americans. Hispanic
youth participation has been quite low, with
only 1 perzni participation in the Summer
Program and 2 perceht in the Year-Round
Program.

Other characteristics of the target
populations include: approximately 50 per-
cent of participants In each program were
from families on public assistance, there
was somewhat higher female participation
in the Internship Program and slightly more
males in the Year-Round Program, and at
least 10 percent cf participants in each
program performed below their academic
grade level.

Key Elements

The integration of educational and employ-
ment components in each of the three Min-
neapolis programs reflects a "state- or -the-
art" approach to the problems confronting
many disadvantaged youths. Additionally,
efforts to focus services on the most at-
risk segments of the JTPA-eligibie popula-
tion reflect the wisdom of targeting limited
resources r are needs are greatest. Be-
yond these commonalities, the key ele-
ments of each program Is presented sepa-
rately below.

The Yruth Work Internship Program
As a school-to-work transitio a progren ,

the Internship Program has as its goals: (1)
the retention of youths In school, (2) the
enhancement of participants' personal
growth and (3) the successful preparation
of youths for the world of wort.. In opera-
tion almost two years, this program now
operates in four of Minneapolis' seven high
schools and serves more than 220 high

school juniors and seniors. Program and
participant criteria for each school are de-
termined by Guidance Committees com-
posed of school administrators and coun-
selors, job service counselors, social
workers and CBO and business represen-
tatives.

A full range of pre-employment ser-
vices leading to placement in predomi-
nately (90 percent) private sector intern-
ships are offered In each school. They
include: vocational assessment, orienta-
tion sessions, workshops and field trips,
basic skills testing, counseling, summer
job placement and senior-year curriculum
planning assistance. Evaluations of work
and school performance are provided, as
well as full-time job placement assistance
upon graduation. Working clop* with the
Guidance Committees and school officials,
the Chamfer of Commerce serves as the
placement agency for youths who com-
plete the pre-employment curriculum.

The Summer Youth Employment Program
Will the inclusion of a remedial education
component, Minneapolis' Summer Pro-
gram seeks to address the academic re-
gressions which have been documented
among many youths during summer vaca-
tion periods. The Program Jegins with a
required after-school orientation course In
faythe successful completion of which
is a pre-condition of summer employment
and tests participants according to aca-
demic benchmarks. While passage of the
benchmark test enables youths to work
twenty hours per week during the summer,
failure of one benchmark restricts the num-
ber of work hours to fifteen and imposes a
six-week, 2-1/2 hours-per-day summer
school requirement. Failure of two bench-
marks further limits work to ten hours per
week and requires five hours a day in sum-
mer school for six weeks. The decision of a
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student not to participate in summer
school, if required, precludes employment
and results in termination from the Pro-
gram. (Similar requirements exist for In-
ternship Program participants.)

As noted earlier, the majority of jobs in
the Summer Program are in public service
agencies, such as parks and recreation
programs and clay care centers.

The Year-Round Youth Program
Targeted primarily to dropouts, the Year-
Round Program attempts to return youths
to traditional school settings or to enroll
them in alternative schools (see the Chi-
cago case study for an in-depth look at the
"alternative" school concept), utilizing em-
ployment opportunities as incentives to do
so. The school participation requirement is
a pre-condition and continued condition of
employment until high school equivalency
has been achieved.

Community - bases organizations,
some of which serve as alternative
schools, recruit, counsel, prepare and refer
participants for employment. The Chamber
of Commerce provides two-day "crash
course" orientations on employment to
new participants. This course addresses
the fundamentals of searching for and find-
ing a job in the private sector. If judged "job
ready" upon completion of this course,
participants art, sent on interviews; if
judged not to be ready, participants are
referred back to the CBO for more work
experience, with subsequent reviews ev-
ery two weeps.

Jobs developed through the Cham-
ber's placement efforts are typically entry-
level and part-time. with the main objec-
tives being to provide private sector work
experience, a reference, some financial
help and an incentive to complete school.
Monitoring of participants in the Year-
Round Program is handled by the Chamber
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for the first thirty days and thereafter by the
employer and the CBO.

Results
Employment initiatives on behalf of disad-
vantaged youths, such as the three Minne-
apolis programs described in this study,
are sometimes more :meaningfully as-
sessed by their effort than by their results.
In the case of Minneapolis, both the quality
of effort and the results bear out the suc-
cess of the three programs.

The Youth Work Internship Program, a
main goal of which is to keep youths in
schr±cl, lost only 3 of its first year's 66
participants. Upon completion of their se-
nior year, more than one-third (30)
transitioned into full-time employment, and
the other 53 chose to work part-time and
continue their education.

The Summer Youth Employment Pro-
gram served between 1,500 and 2,000 dis-
advantaged youths through its combined
work and summer school format during the
summer of 1985. While evaluative data
were not yet available as of this writing,
program officials note a very low dropout
rate from the program and enthusiasm on
the part of youth involved in summer jobs.

Finally, the Year-Round Youth Pro-
gram, targeting the most difficult of ycuth
population segments, dropouts, offers par-
ticularly impressive results. Officials report
that 81 percent of participants who go
through the program are placed in part-
time, private sector jobs. Post-placement
tracking of one group of participants re-
vealed further that 91 percent have either
graduated or at least advanced to the next
grade level.

Contributing to such high placement
and educational advancements of the
dropout group is attributable, in part, to the
requirement of remaining in school as a
condition of employment. Another factor is
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the cohesive working relationship between
the CBO's, many of whom are located in
the neighborhoods of participants, the
Chamber of Commerce staff and employ-
ers.

A variation of the Year-Round Pro-
gram which seeks to help older youths
(ages eighteen to twenty-one) with employ-
ability problems was begun in January of
1985. This variation, called the "Transi-
tional Work Internship Program," involved
one-year placements in Minneapolis' city
departments, with subsequent training or
placement in the private sector. Charac-
teristics of participants in this program in-
clude: 90 percent minorities, 60 percent
females, about 25 percent having court
histories or chemical dependency prob-
lems, and an unspecified percentage of
teenage parents.

One overalland most impressive
result of Minneapolis' youth employment
initiatives is the fact that, unlike many areas
of the ccuntrir, the city has been able with
ease to meet the ,i IPA performance stan-
dard of spending 40 percent of funds for
youth. A combination of sensitivity, con-
cern and commitment, matched by compe-
tence and strong local leadership, sug-
gests the key to Minneapolis' successes.

For Moro Information, Contact:

Chip Wells, Coordinator
Program Operations
Minneapolis Employment and
Training Program
Room 3101/2 City Hall
Minneapolis, MN 55415
(612) 342-4386
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ADDRESSING THE DROPOUT
PROBLEM BEFORE IT BEGINS
A Program of Prevention and
Amelioration

OPERATION SUCCESS
Now York, New York

With an officially acknowledged overall
dropout rate of 40 percentand studies
suggesting an overall ra.e as high as 60
percentNew York City has a school
dropout problem which is, without a doubt,
enormous. Add to this the estimates of a 70
percent dropout rate among Black youths
and an 80 percent rate for Hispanic youths
and the dimensions of the problem In-
crease. The consequent circumstance in
which New York's public school system
finds itself is one of serving less than half
of the school-age population for which it is
responsible.

Beginning in the 1982-83 school year,
a program originally sponsored by the New
York State Education Department was in-
stituted to address the city's school drop-
out problem. Entitled "Operation Suc-
cess," the program was designed to
address hoth dropout prevention and the
needs and problems of youths who had
already left school.

Of the nearly 2,000 youths served by
Operation Success durinp the 1983-84
school year, all but 80 were potential drop-
outs still in school, suggesting that solu-
tions to the problem of dropouts lie In
reaching students before they leave
school. One measure of the program's
success is the fact that nearly 92 percent of
the 1983-84 participants were either still In
school or had graduated. Another measure
is he fact that the program has expanded
from three high schools In Its pilot year to
seven in the 1985-86 school year. One

junior high school is also participating this
year.

Operation Success has been used by
the U.S. Department of Health and Human
Services as one of four national models for
proposals to serve dropout youth.

Background

Operation Success was undertaken In
1982 by a private, nonprofit organization,
the Federation Employment and Guidance
Service (FEGS), with a grant secured from
the Education Department. The first step
taken by FEGS was the formation of a task
force, comprised of FEGS staff, represen-
tatives from the High School and Special
Education Divisions of New York City's
Board of Education, and representatives
from the largest of the city's Teachers'
unions, the United Federation of Teachers.
The task force established working rela-
tionships with the faculties and staffs of the
three pilot schools, identifying the particu-
lar needs of each school, developing pro-
grammatic ..:omponents and working out
logistical Issues. An extensive search for
program coordinators for each school, as
well as for staff sensitive to the needs of
dropouts, was conducted by FEGS. Pro-
gram staffs, as well as school personnel,
were provided with a week of initial orienta-
tion, with Ir.-service training continuing reg-
ularly.
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Organisational lelvolvernant and
Funding

As noted, Operation Success was begun
under the sponsorship of the New York
State Education Department, a sponsor-
ship which continued through the second
year. The program was designed by FEGS
in collaboration with the organizations rep-
resented on the task force and, for the first
two years, administered by FEGS staff. A
number of New York City's social service
agencies assist program participants and/
or their families with appropriate services
based on referrals from the schools. Now
in its fourth year, Operation Success is
sponsored by the New York City Board of
Education and operates in seven high
schools and one Junior high.

Funding for the program's first two
years came from the State Education De-
partment in the amounts of $1.2 million and
$1.8 million respectively. With the sponsor-
ship of Operation Success assumed in the
1984-85 year by New York City's Board of
Education, the funding level MU, slightly
lower due to a reconfiguration of the pro-
gram's structure. Funding for the 1985-86
school year is set at $2.4 million.

Characteristics of The Target
Population

Data accounting for approximately 95 per-
cent of students participating in Operation
Success in 1983-84 indicate the following
characteristics of the group:

approximately 85 percent are between
fifteen and nineteen years of tie;
57.5 percent are Black, 25.6 percent are
Hispanic, 12.5 percent White, 2.2 per-
cent Asian and 2.2 percent other;
57.4 percent aro male and 42.8 percent
female;

20.5 percent are not native born;
El 13.3 percent of the 795 females are

teenage ;mothers or pregnant on enroll-
ment;
37.4 percent come from families receiv-
ing public assistance;
42.8 percent (of 1,380 surveyed) come
from families with incomes of less than
$8,000 a year;
61 percent (of 1,606 surveyed) come
from single parent households: and
41.3 percent have never held a job.

ey Elements

Operation Success programs target two
distinct segments c: slew York City's youth
population. One segment is the potential
dropout who, for a variety of reasons, is
prone to leaving school but has not yet
done so. The other segment consists of
youths who have dropped out of the tradi-
tional school setting.

In an effort to address the potential
dropout, the programs aim to: 1) develop
skills, 2) improve self-awareness and self-
direction, 3) encouraga formation of career
goals and 4) foster appropriate attitudes
toward the world of work. For youths who
have already left school, the efforts are: 1)
to reach out to both the dropout and his/
her family, 2) to get the youth back into
school, and 3) to assist the returned stu-
dent in overcoming specific educational
and personal hardships.

Indicators of students who are re-
garded as "high risks" of dropping out era
long-term or excessive absenteeism and
tardiness. Other Indicators of "at-risk" sta-
tus are behavior problems, past suspen-
sions, histories of dropping out and preg-
nancy and adjustment problems, some of
which are brought on by newness in the
country.

Students identified as high risk or at-
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risk are recruited for participation in the
programs in a variety of ways. Open house
activities at each school prior to the open-
ing of the school year represents one way
of attracting both students and families.
Students expressing interest at these open
house sessions are then enrolled in the
three-week Operation Success Summer
Developmental Program on the condition
that the student will return to school in the
fall. As Operation Success has grown, in-
formation about the in-school programs
has been conveyed through direct mail-
ings, telephone contact, neighborhood
outreach publicity posters and referrals by
teachers, counselors and other students.

All students participating in Operation
Success programs receive all or some of
the following services:

Initial diagnostic vocational evaluation
and functional assessment
Education internship experience (more
than 400 per year
Personal and family counseling
Outreach services
Vocational skills training at FEGS Voca-
tional Trades School (training offerings
include air conditioning, refrigeration
and heating repair, major home appli-
ance repair, building maintenance, type-
writer repair, jewelry manufacturing and
office/business skills. Approximately
500 students participate in these t-ain-
ing programs.
Part-time job development and employ-
ment
Career development services
Community resource development
Treatment service
Referral

To provide these services to studentsthe
appropriate mix of which is determined
according to individual needsten to
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twelve staff members worked In each of
the participating schools during the first
two years of the program. Composition of
the staff included case managers, outreach
workers, educational internship special-
ists, job developers, placement coordi-
nators, career development specialists,
vocational evaluators, administrative as-
sistants anu a rotating community re-
source specialist. Staff members pre-
sented a wide variety of educational and
work backgrounds.

Results

As noted in the introduction of this case
study, program sites for Operation Suc-
cess have expanded steadily over the first
three years. More significantly, the pro-
grams have succeeded in keeping 1,617 of
1,936-83.5 percentof youths in school
during the 1983-84 year, the last for which
complete data is available. Another 1 '3-
8.4 percenthave graduated, and others
have taken jobs, joined the armed forces or
b:en referred for additional testing and
assessment leading to job placement. The
program operates at the very cost-effective
average of $1,000 per student.

Of the 163 w,ho graduated from Opera-
tion Success programs, 74 received a reg-
ular high school diploma and 89 a GED.
Nearly 36 percent of this group have en-
rolled in or plan to attend college, another 9
percent intend to continue In vocational or
other continuing education programs and
30 percent are employed in full- or part-
time jobs.

The "success" of Operation Success
in preventing at-risk students from leaving
school offers hope for New York's enor-
mous dropout problem. The fact that in
1983-84 almost 95 percent of the pro-
grams' participants were youths who had
not yet left schoolwhile only 5 percent
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were actual dropouts who returnedsug-
gests the essentiality of reaching youths
before the decision to drop out has been
made. It also suggests the need for more
and better efforts to attract dropouts back
to school, and, fort lose not likely to return,
some alternative means for learning and
skill development.

o 0

For Moro Information, Contact:

Rae Linefsky, Senior Vice-President
Educational/VOcational Services
Federation Employment and Guidance

Service
62 West 14th Street, 7th Floor
New York, NY 10011
(212) 741-6140
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AN ALTERNATIVE FOR
DROPOUTS
Community-based Cantors for
E ducational and Support Sondem"

THE ALTERNATIVE SCHOOLS
N ETWORK
Chicago, Illinois

The alienation of disadvantaged young
people from traditional education systems
is a major factor in the decision of many to
drop out of school. Even when other fac-
tors, such as pregnancy, delinquency and
substance abuse and family problems are
the explanation for dropping out, tradi-
tional school settings often hold little at-
traction for dropouts to return. Underlying
these circumstances is the fact that, as
they become adults, dropouts will experi-
ence severe problems related to employ-
ability, problems traditionally ameliorated
through educations. The need, therefore, is
for alternatives to in-school programs
which offer quality education in an environ-
ment with which dropouts can Identify and
in which they can learn.

In the city of Chicago, a network of fifty
community-based centers offers both
quality education and support services de-
signed to meet the special needs of drop-
outs. Of this network of fifty, all but four
centers offer programs leading to a high
school diploma or a GED, and nearly half
offer "state of the art" competency based
education. Chicago's Alternative Schools
Network, now in its thirteenth year of oper-
ation, serves approximately 2,000 dropout
youths each year Working closely with the
local Private Industry Council and the May-
or's Office of Employment and Training,
the centers provide a full range of employ-
ability development and placement ser-
vices for jobs in both the public and private
sectors.
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Background

In response to an alarmingly high dropout
rate among Chicago school students-45
percent overall with 14,000 additional
dropouts each yearthe city's alternative
schools formed a network of educational
services available throughout the metro-
politan area. Formation of the network led
to funding from the existent CETA pro-
gram, the stream of which has continued
and actually increasedunder JTPA.

Organisational Invoivomont and
Funding

As community-based organizations, mem-
ber schools in the network represent a
decentralized model of service delivery.
For dropout youths who reject the ap-
proach offered in the traditional school set-
ting, the "neighborhood" identification of
the alternative schools lends both credibil-
ity and a comfortable sense of environ-
ment. At the same time, the alternative
schools are part of a citywide network with
ties to Chicago's Private Industry Council
and City Hall. Collaborative relationships
also exist between network directors and
the city's public school administrators.

Financial support for programs of-
fered by the Alternative Schools Network is
derived primarily from JTPA Title II-A
funds, this year in the amount of $900,000.
The introduction of the Comprehensive
Competencies Program into nineteen of
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the fifty schools has been underwritten
largely with this PIC grant and $450,000 in
support from the MacArthur, Woods, Ford
and Joyce Foundations. Another source of
funds, $420,000 to be exactis the Title
XX social service fund which supports
counseling for participants enrolled in al-
ternative school programs. In addition, the
schools raise as much as $1 million each
year from a variety of sources.

Characteristics of The Target
PopedatIon

The Network serves sixteen-to-twenty-
one-year-old out-of-school youth, all of
whom must be JTPA eligible, with 60 per-
cent of the youths between sixteen and
eighteen while 40 percent are nineteen to
twenty-on'

Seven .y percent of participants are
Black, 2C percent are Hispanic and 10 per-
cent are White. Of the 55 percent females
enrolled, 20-25 percent are teen parents.
Between 15 and 20 percent have criminal
justice histories. The average reading level
at the time of enrollment is fifth to seventh
grade. Overall, group characteristics are
quite similar to those in New York pro-
grams and in other community programs
throughout the country.

Key Elements

In the eight to ten months in which partici-
pants on the average are in the Alternative
School programs, they receive educational
services leading to, in most cases, a high
school diploma or GED. As noted, in nine-
teen of the schools, computer-based com-
prehensive competencies provide the
curriculum structure.

The CCP concept offers an individual-
ized self-paced instructional system em-
ploying the assistance of cor.puters. The

CCP functions as a complement to daily
teacher-instructed courses in basic aca-
demic skills, serving 40-45 youths at any
given time.

In addition to educational services, ca-
reer counseling and job readiness training,
job development and placement services
are also provided. Placements are made in
both public and private sector jobspart-
time positions while participants are in
schoolmost of which are entry level po-
sitions designed to impart work experi-
ence, promote good work habits and pro-
vide necessary income. Performance on
the job is monitored by job developers for
the approximately 35 percent of partici-
pants who hold jobs. Use of the Targeted
Jobs Tax Credit is promoted to employers
by job developers, though the necessary
amount of "selling" of TJTC is not always
possible and small employers are reticent
to apply.

Results

Of the 2,000 youths served by Alternative
Schools Network in the past year, 35 per-
cent (70C) were placed in part-time jobs
vitf.a enrolled in the program. For gradu-
ates of the program, the placement rate
into full-time jobs was 40 percent, with
another 10 percent placed in part -time
work.

As a program to reengage school
dropouts in the learning process, the suc-
cess of Chicago's Alternative Schools Net-
workone of the largest organizations of
its kind in the countryis reflected In the
statistic that fully 25 percent of participants
have gone on to receive a high school
diploma. Future prospects appear even
brighter as Comprehensive Competencies
Programs are more widely utilized, with
expectations of two- to three-grade level
advancements for each eight- to tan-month
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participation period. With nineteen out of a
national total of ninety-four CCP Learning
Centers in operation, Chicago's Alternative
Schools Network is a virtual laboratory for
demonstrating the effectiveness of the
CCP approach to remediation and learn-
ing. As a neighborhood-based program,
the Network also serves as a model ap-
proach for addressing the needs of inner-
city dropout youths.
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For Mr.ro Information, Contacts

Jack West, Director
Alternative Schools Network
1105 West Laurence Avenue, Suite 210
Chicago, IL 60640
(312) 728-4030
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WORK EXPERIENCE AND
LEARNING IN A COMMUNITY
SERVICE SETTING
The Conservation Corps Concept

THE SACRAMENTO LOCAL
CONSERVATION CORPS
Sacramento, California

For disadvantaged youths preparing to en-
ter the labor force, opportunities for viable
work experience are often critical to both a
successful entry and continuation in em-
ployment. For youths suffering from basic
skills deficiences, there is the need to com-
bine work experience with remediation in-
struction and guidance. One approach to
providing this combination which has re-
ceived increasing attention in recent years
is the youth conservation and service
corps.

Currently thirty-five states and local-
ities have youth corps in operation, and
many cthers have proposals under consid-
eration. At the national level, Congress
passed legislation in 1984 authorizing the
establishment of an American Conserva-
tion Corps; the President chose not to sign
the bill into law. A similar scenario may
again play out in 1985.

Of the states which have adopted the
conservation and service corps concept,
California has been among the leaders in
providing opportunities of this kind for eco-
nomically disadvantaged young persons to
learn and gain valuable work experience
performing needed public services. The
success of the statewide program, begun
in 1976, has led to similar initiatives at the
local level, of which Sacramento's Local
Conservation Corps is one. In only its first
year of operation, the Sacramento pro-
gram has gained wide visibility and re-
ceived praise for its efforts to target neigh-

borhoods of high unemployment among
ethnic and minority youths.

Br ckground

Sacramento's Local Conservation Corps
evolved from the successful experience, in
1983, of a summer corps pro Aram run by
the local Small Business Administration
with funds from the California Conserva-
tion Corps. The work and learning experi-
ence gained by participants in the summer
program pointed to the value of the con-
servation corps concept and also to its
need on a year-round basis. Organized by
the President of the local SBA Board, a
broad-baseo group of community resi-
dents worked for a year to turn the idea into
reality. In November of 1984, the Sacra-
mento Local Conservation Corps was in-
corporated and, in January of th's year, its
doors were opened.

Organisational involvement and
Funding

As a non-profit organization, the Sacra-
mento Corps is governed by a Board of
Directors composed of community resi-
dents, representative 01 large and small
businesses, the Chamber of Commerce
and the Sacramento City Council. Housed
on the campus of the Consumnes River
College which provides both high school
equivalency classes and college tuition as-
sistance to corps members, the Corps also
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benefits from the involvement of local
school ("stricts, local and state Park Ser-
vices, the Water Resources Department,
the Sacramento Employment and Training
Agency, and the Sacramento Economic
Development Departme it.

Funding for the Sacramento Corps
comes from a supplement to the California
Conservation Corps' (CCC) budget added
in late 1984. The 1.2 million ag iropriaton
established non-residential programs with
an educational component in noighbor
hoods with high concentrations of ethnic
and minority youths experiencing severe
unemployment. Much of the 1.2 million has
been subgranted by the CCC to local corps
programs.

The Sacramento Corps received
$285,000 to which must be matched 25
percent or $71,500. Thus far, approxi-
mately $20,000 has been raised through
local business contributions, and a
$30,000 contract :s expected soon from
Sacramento Employment and Training
Agency to fund the educational compo-
nent, CPR training and other programs. As
this contract would be funded with JTPA
mor.es, its receipt would mark a significant
breakthrough for conservation corps pro-
grams. The remainder of this year's local
match is derived from project reimburse-
ments and fees for service rendered by
corpsmembers. Next year's funding plan
calls for assistance from California founda-
tions and increased support from corpora-
tions and other private sources.

Cto:racterlatlos of The Targot
Population

Recruitment of Sacramento's corpsmem-
bers is targeted to are,- marked by pov-
erty and high levels of unemployment.
Characteristically, these areas are popu-
lated largely by ethnic and minority popula-
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tions whose youth suffer from inordinate
levels of joblessness. The results of wInh a
targeting strategy have yielded a 98 per-
cent :-PA-eitgible corps enrollment, com-
posed of 70 percent Black enrollees, 15
psi cent Hispanic, 7-10 percent Whites, 6
percent Native Americans and 2-3 percent
Asians.

At present only 24 oercent of corps-
members are female, an imbalance which
is being addressed actively. Approximately
one-third (18) of the current 52 norpsmem-
ber class have received some form of pub-
lic assistance, 3 are teenage pare .s and
about 10 percent have had some involve-
ment with the law. Testing by the college
upon enrollment has revealed an average
reading level equivalent to the seventh
grade. Prospective corpsmembers must
be between the ages of eighteen and
twenty-three.

Key Elements

As a non-residential, urban conservation
corps program, the Sacramento initiative is
geared to serve 100 or more youths annu-
ally, with an Average of 50 corpsmembers
enrolled at cny one time. While particine-
tion can be for as long rs one year, the
average length of servicebased on the
experience of other corps programs--is
five and one-half months.

Corps members wore vii a variety of
conservation, develornent and mainte-
nance projects on public lands far city and
county agencies, community colleges and
nonprofit organizations. Work performea
includes stream clearance, constr, ictiOn of
fire breaks, play equipment and cement
work. Use of corps resources to respond
to emergencies is expected in the near
future, as flood emergency training has
already been incorporated and forest fire-
fighting will soon be added.
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The Sacramento Corps is composed
of five crews of ten to twelve members
each who work under supervisors four
days a week at the minimum wage. The
fifth day is spent in unpaid mandatory edu-
cation and training, the educeit:...;nal compo-
nent being geared toward obtaining a high
school diploma or college-level study in the
Consumnes River College's cooperative
education program.

Participation in the Corps requires
hard work and motivation on the part of
members. The high standards set by the
program Ere expected to be met by all
participants; those who do not meet them
are terminated to make room for others.

Two features of the Sacramento youth
initiative are especially important as con-
siderations in the design of a model con-
servation corps. One is the close conrie 1-
tion of the Consumnes River College
indeed the Corps is housed on campus
es an excellent educational environment
for youths, some of whom may not have
considered post-secondary education pre-
viously. The other feature ,s the acquisition
of J rPA funds for raining components of
the Corps program. As JTPA differs signifi-
cantly from CETA in its restrictionr, on tra-
ditional work experience activities, the
combined training and work experience
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provided to participants serves a dual pur-
pose.

Results

As noted, the Sacramento Local Conserva-
tion Corps is its initial year, thus results
as of this writing are incomplete. 'A the 31
corpsmembers who have gone i,,i after
their average five and one-half month
stints, 23 who had originally returned to
school in the program's mar,' 'ton/ educa-
tion component are still in s . N else-
where. Six of this group have found full-
time jobs, one with a sponsor of the Corps
for whom he had performeu work as a
corpsmember and three others as a direct
result of assistance from Corps staff.

An audit of the Sacramento program
by the CCC resulted i i a rating of 1,. dllent.

For Moro Information, Contact:

Ron Espinoza, Executive Director or
Gary VanDorst, Assistant Director
Sacramento Local Conservation Corps
40 Consumnes River College
8401 Center Parkway
Sacramento, CA 95823
(916) 423-3139



SERVING THE NEEDS OF
YOUTH IN SMALL
COMMUNITIES
A Comprohonsivo Approach to
Education, Training and Support

THE YAKIMA VALLEY OIC CENTER
Yakima, Washington

Limitations on resources, service deliver-
ers and jobs create special barriers to dis-
advantaged youths in small communities.
Creative and effective approaches to serv-
ing the needs of youth can, on the other
hand, maximize resources and generate
support from many elements of the com-
munity. In some cases, a sharing of re-
sponsibilities and resources by more than
one small community can yield collective
benefits to youths and their communities.

In Yakima Valley, Washington, a four-
teen-year-old Opportunities Industrializa-
tion Center (OIC) provides educational,
skill training, job placement and other ser-
vices to over 1,000 young people a year in
a two-county area of small .ommunities.
Through its four youth training centers and
one satellite office, the Yakima Valley OIC
operates Educational Clinics, an Alterna-
tive High School, a Summer Youth Employ-
ment Program and a ''Hire One Youth"
Program targeted to private sector employ-
ers. In addition, the Center operates spe-
cial programs for ex-offenders, single fe-
male heads-of-households and adults,
some of which involve youth and adults
collaooratively. Job Clubs, tutorial services
and recreational activities are still other
dimensions of the OIC comprehensive ser-
vices Drogram.

Background

Declining opportunities in Yakima Valley's
major industries, food processing and tim-
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ber, and the chronic problems associated
with seasonal employment and a migrant
workforce inspired the director of the ar-
ea's community center in 1971 to explore
the possibilities of establishing an OIC pro-
gram in the valley. With the technical assis-
tance of the National OIC and an employ-
ment and training contract for $156 BOO,
the Yakima Valley OIC became a 'eality.
Having overcome many problems related
to the predominantly rural makeup of the
valley rind the fact that its service area
covers two counties, the Center is today
the preeminent service provider In the %mi-
le* operating on an annual budget of nearly
$3 5 million. Its Executive Director is the
same man who conceived of and founded
the Center fourteen years ago.

Organisational involvomnt and
Funding

An OIC program in the traditional sense,
the Yakima Valley Center enjoys close
working relationships with the JTPA Tri-
Valley Service Delivery Area Consortium,
the Yakima and Kittitas County School Dis-
tricts and the Yakima Valley Community
College. The school districts have contrib-
uted significantly to the Center's educa-
tional curriculum development as has the
college, whirl' also provides English-as-a-
Second-Language (ESL) classes.

Close relationships also exist with pri-
vate industry and unions in the valley for
both youth and adult dislocated worker
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initiatives. Additionally, OIC serves as co-
ordinator of a court-related project in which
offenders perform community service
work at the Center. Ties are also main-
tained with various social service agencies,
primarily for referrals. And, as a member of
the Chamber of Commerce, OIC collabo-
rates with other members for job develop-
ment and enhancement of skills training
programs.

Ths nearly $3.5 million annual budget
reflects the total amount of number of
contrat*:s and grants. They in,..iude:

Community Services Block Grant funds
Tri-Valley SDA Consortium funds (for
Job Cl, bs, Summer Youth Employment
and Dislocated Worker Programs
State Department of Public Instruction
money Or the Educational Clinic)
Local public. cchry:l ;stems (for the Al-
ternative High School)
Washington State Commission fcr Voca-
tional Education (for the Vocational Of-
fenders Program and Vocational Busi-
ness Program)
State Employment Security Department
Tacoma Urban League (Highway Con-
struction Project)
State Department of Community Devel-
opment (Energy Assistance and
Weatherization Projects)
Local business and community con-
tributions.

Characteristics of The Target
Population

Ranging from fourteen to twenty-one years
of aye, the group served reflects the overall
makeup of Yakima Valley's population.
Slightly more than half inJ participants (54
percent) are White, 28 percent are His-
panic, 9 percent Black, 8 percent Native
American and 1 percent Asian. Sixty per-

Cent of participants are female, 40 percent
male.

An estimated IS percent are teenage
parents, 8-10 percent have had some in-
volvement with the law, and 60 percent of
Hispanic participants have limited knowl-
edge of English. Half of all youths served
are out of school and 90 percent of them
high school ages; 5 percent have gradu-
ated and another 5 percent have GEDs.
The average reading and computational
Kvels of the group are between seventh
and eighth grade.

Key Elenvoits

The combination of education, skills train-
ing, placement, supportive services and
special programs creates a truly compre-
hensive aoproach to serving Yakima Val-
ley's youth. Witn four training centers and a
satellite office, OIC's access to the dis-
persed population of the two counties is
maximized and ties to local employers are
significantly closer than they might other-
wise be. Further, the fact that OIC pro-
grams address adult as well as youth
needs means fuller understanding of the
area's problems and greater continuity in
service delivery.

In addressing migrant as well as year-
round population needs, the Center tailors
training programs in a ly number of fields,
among them: computer literacy, computer
programming, word processing, typing,
accounting, bookkeeping, sales, cash-
iering, small business management and
building maintenance. In addition to skills
training, on-the ',ob training and work ex-
perience placements are developed, in part
through the Center's own revenue-gener-
ating businesses, including a thrift store
and two snack bars.

OIC's year-round Educational Clinic
serves approximately 135 high school
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dropouts between sixteen and twenty-one
years old with a prescriptive educational
program of academic, motivational and ca-
reer oevelopment services. The Alternative
High School, a cooperative program in-
volving the vakima School System, pro-
vides intensive counseling, classroom
training, vocational explorations, GED
preparation and credit toward a high
school diploma. For the large number of
Hispanic enrollees whose English abilities
are limited, the Yakima Valley Community
College provides tuition-free ESL classes.

The many other programs offered by
OIC, including Summer Youth Employ-
ment, Hire One Youth, etc., ensure flexibil-
ity in serving the specific types of needs of
the area':, youth (and adult) populations.

Results

Of the more than 1,000 youths served in
1984 by the Yakima Valley 01Can aver-
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age of 635 participating at any one time-
62 percent were placed in jobs. Of this
group four-fifths were placed in full-time
employment,' the oth .,r fifth in part-time
positions as they continued their
educations. Private sector placements ac-
counted for 47 percent of all jobs, while
combined public and nonprofit positions
represented 53 percent. Data on individual
components of OIC comprehensive pro-
gram mix are obtainable from ti Center.

For More Information, Contact:

Henry Beaucharro, Executive Director or
Esther Huey, Operations Director
Yakima Valley Cpportunities Industrializa-

tion Center
1201 Fruitvale Boulevard
Yakima, WA 98902
(509) 248-6751
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HELP FOR THE TEENAGE
PARENT
Serving the Special Needs of
Pregnant Adolescents and
Adolescent Parents

THE NEW FUTURES SCHOOL
Albuquerque, New Mexico

Problems associated with adolescent
pregnancy and teenage parenthood
ranging from ones related to the health and
well-being of mother and child to educa-
tional, skill, and personal development
problemscomprise one of the most seri-
ous human resource dilemmas facing soci-
ety today. As the consequences of these
problem ; fall predominantly on women,
many of whom are single heads of house-
holds, teenage pregnancy and parenthood
contribute immeasureably to the feminiza-
tion of poverty. In turn, the prospects for
cyclical povertyi.e. poverty passed from
' eneration to generationare greatest
among families which begin under such
circumstances.

Out of the basement of t' le Albuquer-
que YWCA in 1970, an effort was launched
to address the needs and problems of
young mothers and mothers to be. Re-
sponding to dual concerns of health prob-
lems and expulsions from school, YWCA
volunteers built a program which would
ultiipately become the New Futures
School. Today, the New Futures School
assists approximately 700 pardons a year,
providing multiple servie5s to pregnant ad-
olescents, adolescent parents, including
fathers, and children. The School's two
main programs,:ne a perir Mal program,
the other a program for young parents
are recognized th roughout the country as
models of what c in be done on behalf of
one of society's mos; at-risk segments.

Background

At the outset, cooperation between the Al-
buquerque school system and the YWCA
center was limited. Commitment on the
part of the schools went no further than
acknowledgement of credit for classes
taught at the Center by certified teachers.
Between 1970 and 1976, the involvement
and financial commitments of the school
system increased as the program grew,
culminating, in 1976, with the system's as-
sumption of primary responsibility for the
program. At that same time, a new commu-
nity-based organization, New Futures, Inc.,
was formed to maintain community in-
volvement and support. In addition to serv-
ing as the link batvieen the scnools and the
community, New Fotures, Inc., provides
technical acsistance to other New Mexico
communities and programs tiroughout the
country.

Organizational Involvement and
Funding

The New Futures School is an alternative
school model within the Albuquerque pub-
lic system. In addition to the support of
New Futures, Inc., the School's programs
and services receive contributions from a
valety of other organizations. Among
those are: the League of United Latin
American Citizens, the Albuquerque Public
Health DepartmAnt, the local WIC Nutrition
Program, the University of New Mexico
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Maternity and Infant Care Project, the Uni-
versity of New Mexico School of Medi-
cine's Family Practice Department and
Programs for Children. Cfimmunity in-
volvement include a Vocational Advisory
Committee, a board of community volun-
teers and individual volunteers who pro-
vide support to School students.

..ilecting the commitment of Al-
buquerque's schools to the needs of preg-
nant adolescents and adolescent parents,
$788,000 of a total of nearly $1.1 million
came from the Systems Operational fund in
1984. The second largest source of funds
comes from New Futures, Inc., which
raised $151,000 in corporate and founda-
tion and individual contributions, as well as
some vendor payments for day care cen-
ters. JTPA funds, under an "Exemplary
Program" grant, totaled $63,000 and the
New Mexico Department of Human Ser-
vices contributed roughly $82,000.

Characteristics of The Target
Population

Perhaps the incr.,: telling characteristic of
the New Futures School target group is the
participation level of single women. In the
Perinatal Program, 91 percent of the ad-
olescent women are single; in the Young
Parents Program, the rate is 73 percent.

The disruptive impact on the educa-
tional development of teen parents is sug-
gested in dropout rates of the two groups.
Among pregnant adolescents in the Peri -
natal Program, the dropout rate is one-
third; in the Young Parents Program, the
rate more than doubles to 72 percent.

Women in the fifteen to eighteen ape
group represent 86 percent of all partici-
pants when the age statistics for both pro-
grams are averaged. With respect to ethnic
background, slightly more than half (53
percent) of the women are Hispanic, ap-
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proxime fly one-quarter (24 percent) are
Anglo, 15 percent are Native American, 6.5
percent are Black and 1.5 percent "other".
This is again an average for the two pro-
grams.

Key Elements

The Perinatal and Young Parents programs
offer educational, health, counseling, voca-
tional and child care services to pregnant
adolescents end adolescent parents. In the
Perinatal Provam, a young woman enters
at some point n her pregnancy and re-
mains until the end of the semester in
which her chik is born. Women can be
served only for ane pregnancy. The Young
Parents Center serves school age mothers
and fathers w' io cannot successfully par-
ticipate in a regular school program in the
year(s) following the birth of a child. Partici-
pants many remain in the Center's pro-
grams as long as their need exists, pro-
vided they show steady progress toward a
diploma or GED. In some cases, individual
contracts are used to specify expectations
and measures of progress.

Educational services in both programs
include high school academic classes, spe-
cial education, classes to prepare a young
mother for caring for herself during preg-
nancy and afterwards, vocational instruc-
tion and classes in parenting and child
development. All educational programs of-
fer credit toward graduation or a GED, and
most are individually paced. Close contact
is maintained with students' previous
schools to facilitate smooth transition to
and from the New Futures School.

Health services Include individual
counseling, group health instruction and
nutrition counseling. Participation in the
group health instruction and parenting
classes are required in both programs. The
health status of children in the day care
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centers is also part of the health staff's
responsibilty.

The University of New Mexico's
School of Medicine operates a free weekly
prenatal clinic at the School, as well as a
Family Practice Clinic for which sliding-
scale fees are charged. A weekly WIC
Clinic and a monthly Well-Child Clinic are
also p' the New Futures School's
health services.

Vocational counseling of individuals
and groups, as well as referral to social
service providers and follow-up by School
staff, represent another category of School
services. Counseling sessions may involve
fathers, grandparents or entire families.

Employability training and vocational
awareness classes stress job-finding and
job-keeping skills for mothers whose chil-
dren are at least three months old. Upon
successful completion of these classes,
students are placed in subsidized private
sector jobs. Keeping one's job is condi-
tioned on the student remaining in a Jobs
Training class for one semester and contin-
ued success in three other classes.

The New Futures School also oper-
ates an outreach program for school-alien-
ated youths in low-income neighborhoods.
Project Redirection, in which community
volunteers work one-on-one with pregnant
and parenting teens, and a pregnancy pre-
vention program are also operated, some-
times involving students in presentations.
As noted above, the School also provides
technical assistance in other parts of New
Mexico and the country, using books writ-
ten by staff and a video tape produced by
New Futures, Inc.

Results

Since the initial efforts of the YWCA volun-
teers began fifteen years ago, 3,150
women have been served though the Peri-

natal Program. The Young Parents Center,
opened in October, 1979, has served 577
young parents, most of them mothers.

A major follow-up study conducted in
1981 found, impressively, that 92 percent
of New Futures School students had high
school diplomas or were still in school.
This achievement rate contrasts sharply
with national figures showing less than half
of school-age mnthers graduating from
high school.

Also impressive is the School's suc-
cess in reducing the incidence of repeat
pregnancies to less then one-third of the
national rates for teenage pregnancies af-
ter one year (6-8 percent versus 18-25
percent). Health problems for children of
School students have also proved less se-
rious.

Three elements are cited by New Fu-
tures School staff as keys to the success of
School programs. One is the comprehen-
sive nature of services in education, health,
counseling, child care, and employment.
Another is coordination of services,
whereby services operate in conjunction
with and in support of each other. And the
third is a caring, nurturing environment in
which young pregnant women and young
parents can learn and grow.

For More Information, Contacts

Caroline Gaston, Program Coordination
New Futures School
2120 Louisiana DaJlevard, N.F
Albuquerque, NM 87110
(505) 883-5680
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OVERCOMING SPECIAL
BARRIERS
Skills Training For Ethnic MinorItIs

THE CENTER FOR EMPLOYMENT
TRAINING
San Jose, California

In the several case studies preceding this
one, an array of problems, barriers and
special needs affecting disadvantaged
youth have been discussed. Indeed, to be
young and economically disadvantaged is
to face potentially several obstacles to edu-
cational and skill development, employ-
ment and, ultimately, self-sufficiency. For
Hispanic Americans, as well as others to
whom English is not a native language,
potentially multiple and complex problems
are compounded by language difficulties.
Cultural distinctions too play a role in mak-
ing the assimilation into mainstream Ameri-
can life more burdensome for some than
for others.

Addressing the education, skill train-
ing and human development needs of His-
panics, Asians, Pacific Islanders and other
MirlOriti6S its the mfsaion of the Center for
Employment Training (CET) in San Jose,
California. The Center's goal is to pace
both youths and adults in well-paying, un-
subsidized jobs in the private sector. In
1984 CET's open-entry, open-exit pro-
grams served 1,737 clients 588 of whom
were youths and all of whom were disad-
vantaged

Background

In early 1967, a group of residents from the
East San Jose "barrio" met to formulate a
plan for providing skill training and devel-
opment services to their poor and unem-
ployed neighbors. Conditions in the barrio
were so bad that residents called the area
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"Sal Si Puedes meaning "Get out if you
can." The group, meeting for the first time,
adopted a new phrase for the neighbor-
hood, "Si Se Puede," or "It can be done."
With this belief, volunteer projectsinclud-
ing fund-raisiag eventswere undertaken
and plans for staffing a grassroots pro-
gram were developed.

After consultations with a nearby OIC
Center, the staff began a program to train
fifteen students in machine shop work. The
program developed into a full-fledged OIC
Center and remained so until 1976, when
its affiliation with OIC was ended in order to
establish an autonomous, southwestern
identity. In the nearly ten years since the
Center for Employment Training Wa3 es-
tablished, the number of CET programs
has grown to thirty, operating in communi-
ties covering seven southwestern states.
From their humble beginning in East San
Jose's barrio in 1967, CET programs have
gone on to train and place over 31,000
people in unsubsidized employment.

Organisational Involvement and
Funding

The involvement of the private sector
small businesses as well as large indus-
trieshas been the most important ele-
ment in CET's success. Relationships with
as many as 150 private employers provide
opportunities for employment, as well as
representation on CET's Industrial Advi-
sory Board. Over the past eighteen years,
this Board has supported the Center t



assisting in curriculum development, in-
dustrial orientation and fund raising.

CET's many relationships with public
agencies provide the major share of the
$3,339,000 budrjet for San Jose and Santa
Clara County Center. The largest single
share of funds comes from a JTPA contract
totaling $1,920,000. In addition to youth
and adult training support, JTPA funds also
support dislocated worker services and
training for refugees. Other sources of
funding include: the California Office of Vo-
cational Education, the California State
Employment Development Department,
U.S. Department of Labor's Farmworker
and Rural Employment Program and Wom-
en's Bureau, the Rockefeller Foundation
and the Ford Motor Company.

CET also maintains close working re-
lationships with the Santa Clara County
Office of Education and the U.S. Depart-
ment of Education for input into its educa-
tional component. Other ties are to the
state's Community Services Block Grant
and Energy Crisis Intervention Programs,
both of which are coordinated by the Cali-
fornia Office of Economic Opportunities.

Characteristics of The Target
Population

Of the 588 youth trainees enrolled in CET
programs in 1984, 62 percent were school
dropouts, 12 percent having dropped out
at 8th grade level cr below. Ninety-six per-
cent had incomes below the poverty level
and were unemployed at the time of enroll-
ment.

Hispanic enrollees accounteo for 76
percent of the total youth group, 8 percent
were Asian or Pacific Islanders, 8 percent
were White, 6 percent were Black and 2
percent were Natve Americans or Alaskan
Indians.

Males represented 38 percent of

CET's enrollment, females 42 percent.
Thirty-eight percent of participants were
AFDC recipients and 20 percent were sin-
gle parents. Nearly one-quarter (23 per-
cent) were limited in their English-speaking
capabilities.

Key Elements

The CET program structure integrates four
components into a comprehensive service
approach to the needs of disadvantaged
youths. The four components are: skills
training, education, English-as-a-Second-
Language and counseling. In addition, ori-
entation in Spanish as well as English is
conducted by Training Team Staff mem-
bers, most of whom are bilingual. Assis-
tance to Asian enrollees is expanding to
meet the needs of this group, particularly
those of refugees.

CET skills training is individualized,
self-paced, task-oriented and competency-
based. Fully equipped workshops simulate
actual industry conditions. Occupations for
which training is offered include: computer
operations, electronics, automotive me-
chanics, production machine operations,
data entry, word processing, shipping and
receiving, electro-mechanical assembly,
micro assembly, accounting/bookkeeping
and building and facilities maintenance.

Training units consist of Instructors/
Counselcrs who teach both theory and
"hands on" training, as well as remedial
math and English related to day -today
training. Instructors/Counselors are drawn
directly from private industry, specifically
from dustries which are determined by
analysis to offer the best possible job op-
portunities in the area. Also part of the
Training Team are Support Counselors and
Job Developers, the latter of whom are
CET's main contacts with private employ-
ers. The role of Support Counselors is to
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promote the personal development of en-
rollee and to make referrals to social ser-
vice providers. Free child care is provided
to trainers through the recent incorporation
of a Montessori Child Development Center.

With the increased spending require-
ment for youth programs under JTPA, CET
expanded its service and programmatic of-
fering to accomodate more serious cases
of need among San Jose's youth popula-
tion. A major element of this expansion
was a special remediation program for high

school dropouts in need of more intensive
remediation than the standard training cur-
riculum provided. Part of California's tech-
nical high schools program, CET's tech-
nical high school serves these dropout
youths through diploma-granting remedial
programs. This program is run and staffed
by the County Office of Education, and
serves twenty-five to thirty students at a
time.

Results

The Manpower Demonstration Research
Corporation, in appraising the CET Pro-
gram, found that aside from the Army, the
Job Corps and a training program in Pitts-
burgh, no other organization so incorpo-
rates and integrates academic learning into
skill training. The underlying principle is to
teach what is needed to obtain a skill; other
programs, leading to diplomas or GEDs
are encouraged but are considered ancil-
lary to actual skills training.
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With its origins in the barrio, CET has
always been a major contributor to the
development of San Jose's Hispanic popu-
lation. Today more-than three-quarters of
the Center's enrollees are from the His-
panic community. Another 8 percent are
either Asian or Pacific Islanders. The suc-
cess of CET's skills training programs is

reflected in *heir ability to have placed 70
percent of Hispanic enrollees and 79 per-

cent of Asian and Pacific islanders. Simi-

larly high rates have been attained for

Blacks, Whites and Native American

youths.
CET's work with dropout youths has

been equally impressive, resulting in an

average 67 percent placement rate for this

hard-to-employ group. The overall place-

ment rate for CET's program in 1984 was

-2 percent.
As an indication of CET's long-term

consistency, since 1967 over 31,000 indi-

viduals have been trained and placed in
unsubsidized jobs at an average cost of

$3,643 per placement.

For Moro Information, Contact:

Robert Johnston, Director of Planning

Russell Tershy, Executive Director
Center for Employment Training
425 South Market Street
San Jose, CA 95113
(408) 287-7924
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HARD-TO-EMPLOY ADULTS
Efforts at Structural Solutions

Single female heads-of-households (many
of whom became parents while still youths
themselves), the long-term unemployed,
the homeless and other adults whose lack
of skills, poor work histories or personal
problems make them difficult to employ
share similarly disadvantaged circum-
stances. Yet each group requires dis-
cretely tailored and sometimes multiple
efforts to ameliorate its employment prob-
lems.

The case studies of local initiatives to
help "hard-to-employ" adults reflect the
many distinctions in the problems and
needs of this population. Sensitivity to per-
sonal circumstances and tailoring efforts
to meet individual needs are characteris-
tics of each of the it tiatives.

Baltimore, Maryland's "OPTIONS"
program, a local alternative to the federal
government's WIN Program, is the first
case study of Chapter 4. Funded as one of
Maryland's two "Employment Initiatives"
Projects, the Baltimore approach involves
individualized emoloyment services to
AFDC (women) and AFDC-U (men) recipi-
ents in an effort to prepare them for
unsubsidized employment. Job Search as-
sistance, public sector work experience,
training and state-of-the-art grant diversion
techniques form the core of "OPTIONS"
sequential service mix.

Skills Training for Entry Into the Pri-
vets Sector (STEPS), a Denver, Colorado
initiative, addresses the employment
needs of that city's AFDC population,
though it differs from the Baltimore pro-
gram in its greater emphasis on skills train-
ing. Voluntary participation on the part of
AFDC clients, tailoring of training to the
specific needs of private sector employers,
and the active involvement of a Business

Advisory Council are the key features of
the Denver initiative.

In San Antonio, Texas, linking the em-
ployment needs of that city's unskilled
adult population to a major economic de-
velopment project has produced benefits
to both that population and the project's
major employer. At the heart of the effort
was the establishment of the SER Learning
Center which provided ESL, Adult Basic
Education (ABE) and GED instruction, as
well as pre-employment and post-place-
ment services. Local residents continue to
be hired for openings at the Control Data
Corporation's subsidiary through the use
of "First Source" hiring agreements.

The emergence of "First Source" hir-
ing agreements between cities and recipi-
ents of economic developmen+ assistance
has much to do with the early successes of
this initiative in Portland, Oregon. The City
has entered into "First Source" agree-
ments for seven years now, with more than
600 economically disadvantaged Portland-
ers benefiting from employment.

Addressing the Immediate needs of
long-term unemployed city residents is the
focus of the Work Opportunities Program
in Minneapolis, Minnesota. The program,
which combines community service em-
ployment, On-the-Job Training (OJT) and
transitional part-time Jobs in serving the
truly neediest, was originally proposed by a
local foundation and developed by Minne-
apolis' mayor. The effectiveness of this
local initiative is evidenced by the fact that
it was later adopted as the model for a
statewide program.

The sixth case study in Chapter 4 ex-
amines a two-phase project aimed at em-
ploying the homeless in San Francisco,
California. In the first phase, individuals
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were placed in public service positions; tie
second sought to provide on-the-job train-
ing opportunities in the public, private and
non-profit sectors. (The San Francisco ex-
perience is instructive for other communi-
ties grappling with the problem of home-
lessness.)

Creating employment opportunities
within city government for economically
disadvantaged residents of Tampa, Florida

is the objective of the Mayor's On-the-Job
Training (OJT) Program. A local version of
the old Public Service Employment Pro-
gram under CETA, the Tampa program
uses city tax revenues and targets ten per-
cent of entry-level municipal jobs for par-
ticipants. The Mayor's OJT Program also
helps the City meet its Equal Employment
Opportunity (EEO) requirements, as most
participants are women and minorities.
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FROM WELFARE TO WORK:
A Local Government Approach

THE OPTIONS PROGRAM
Baltimore, Maryland

Since 1982, the City of Baltimore has oper-
ated an effective program of employability
development and job placement for poor
and long-term unemployed adults. Man-
aged by two city departments in conjunc-
tion with the state Department of Human
Resources, the OPTIONS Program is a
local alternative to the WIN Program. In
contrast to the standard WIN Program,
Baltimore's OPTIONS Program offers a
broader base of resources and greater co-
ordination of services to meet the needs of
hard-to-employ adults. By the end of 1985,
OPTIONS will have provided more than
3,600 clients with individualized employ-
ment services, with an average piacement
rate of 75 percent.

Background

The 0?TIONS Program arose as a joint
State of Maryland and City of Baltimore
initiative to develop more ef. ctive ap-
proaches to employing welfare recipients.
Discussions began in 1980 concerning al-
ternatives to what was regarded as the
"punitive" approach of traditional workfare
programs, which characteristically offer lit-
tle chance for long-term employment or
growth. The product of those discussions
was a new, state-sponsored "E,:ployment
Initiatives" Project funded through WIN as
a demnstration program.

Targeted to Maryland's highest unem-
ployment areas, one of the first two "Ini-
tiatives" was undertaken in the city of
Ealtirrore in me Fa:I of 1982. At that time
Baltimore's overall unemployment rate
was 11.3 per cent.

''Vith the transfer of both authority and
resources from the state-run WIN agency
to the Baltimore Mayor's °lice of Man-
power Resources (MOMR), this "Initiative"
became a local government program and
was named "OPTIONS". The credibility
and wputation of MOMR as an innovative
and effective local agency were factors in
the state's agreement to make such a
t Insfer.

ganizational involvement and
Funding

OPTIONS is a joint project of the Baltimore
City Department of Social Services ;ISS),
the City's Office of Manpower Resources
(OMR) (part of Baltimore's Neighborhood
Progress Administration) and the Maryland
Department of Human Resources (DHR).
The state agency contracts with OMR to
run OPTION'S, with DSS handling WIN cli-
ant registiation and selection for participa-
tion in OPTION1 D'Z'S also makes refer rals
of program-ready clients to OMR for train-
ing and placements and provides support
services such as transportation and child
care.

Funding for the ' TIONS Program in
19".".; comes from four principal sources,
the sources and amounts of which are as
follows:

WIN Demonstration Program
(Title IV-C)

AFDC Administrative Funds
(Title IV-A)

Job Training Partnership Act
AFDC C, ant Ps iment Diversion
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$499,315

$140,561
$in-kind

$110,000

$749,876



Characteristics of the
Target Population

While replacing the standard WIN program,
OPTIONS retained the WIN criteria for par-
ticipation. Thus, the target population was
all AFDC-U recipients (male heads of
households below the poverty line) and
regular AFDC recipients (female heads of
households) with children over five years
of age. As is the case in standard WIN
programs, registration for OPTIONS is
mandatory for these AFDC recipients.

Of the registered group, nearly one
quarter-23 percentare designated for
deferral or "holding" status, electively ex-
empted from participation in the program.
Reasons for this designation include fam-
ily, health and/or medical problems, the
employed status of an individual at the time
of registration, or enrollment in school or
ski!:s training programs. For the 77 percent
of registrants deemed eligible, participa-
tion in OPTIONS is mandatory.

Characteristics of participants in Balti-
more's OPTIONS Program include: 75 per-
cent participation oy females; 63 percent of
participants are Black, 35 percent are
White; 58 percent have less than a high
school ouucation, with a participant aver-
Lge of 10.5 school years; and 73 percent
are under thirty-five years of age.

Within the AFDC population, approxi-
mately 86 percent are regular AFDC recipi-
r its, the remainder receive AFDC-U pay-
ments. Nearly half of this population has
been receiving AFDC for more than two
years, having not held a job for at least that
lor 3.

Key Elements

OPTIONS provides a variety of employabil-
ity development and training services to its
client population in an attempt to prepare

individuals for and place them in unsub-
sidized jobs. The focus of the Program's
placement efforts is on long-term smploy-
ment opportunities, where possible, above
the entry level. While its mix of services and
placement strategy resembles the ap-
proaches of other programs, the keys to
OPTIONS succass have been its flexible
sequencing of program activities and its
individualized employability plans.

Major components of the OPTIONS
program are:

Job Search Assistance
Rendered through classroom-style work-
shops, job search assistance focuses on
job-hunting techniques and supervised job
search and is utilized by virtually every
OPTIONS participant. In June 1984, this
component was expanded fr 3m three
weeks to two months.

Public Sector Work Experience
Participants are placed in put.,:c and non-
profit agencies for thirteen-week periods to
develop work skills, positive work habits,
and employment history and references.

Occupational and Remedial Training
Skills training in specific occupational cate-
gories and/or remedial education services
are provided through this component.

Grant Diversion
Once job-ready, participants are matched
with private sector employers for con-
tracted on-the-job training at prevailing
wages. Participants' AFDC benefits are di-
verted to employer 'o offset 50 percent of
the training wages. (Maryland is one of
eight state: under federal waiver to divert
AFDC funds.)
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Results

In its first two years of operation, OPTIONS
(in 1984 called OPTIONS II) has served
1121 clients on AFDC and AFDC-U in-
comes (593 in FY'82; 528 in FY'83). More
than twice that number-2,547have
been registered. However, the program-
eligible segment of the group is, at any
given time, fractional. The relativity of the
participation rate is also determined by the
resource capacity of the Programfund-
ing, manpower, etc.

With respect to participation in compo-
nents of the Program, 84 percent received
job search assistance, 49 percent pre-em-
ployment training and 47 percent work ex-
perience. The grant diversion (on-the-job-
training component which is still an
evolving concept) has served approxi-
mately 10 percent of total participants. The
average hourly wage of OJT participants
was $5.17 for men and $4.01 for women.

Baltimore's OPTIONS Program em-
bodies a state-of-the-art approach to as-
sisting hard-to-employ aduiis. At its heart
is a flexible and sequential mix of services
tailored to the individual needs of clients. A
caseload one-third the size of WIN case
managers allows OPTIONS staff more and
better-quality time to assess, monitor and
counsel clients. And, as its approach to
grant diversion is more fully developed and
expanded, OPTIONS will increasingly pri-
vide assistance-dependent families and in-
dividuals with a viable alternative to the
poverty and despair of long-term un-
employment.

MI

For More Information, Contacts

David Siegel
Office of Welfare Employment Policy
Department of Human Resources
2122 W. Pratt Street
Baltimore, Maryland 21223
(301) 383-2166
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"STEPS" TO ENDING
DEPENDENC".
Skills Training For Pubnc
Assistance Rocipionts

fHE STEPS PROGRAM
Denver, Colorado

A second example of employment and
training services targeted to public assis-
tance recipients is Denver's STEPS Pro-
gram, the acronym for Skills Training for
Entry into the Private Sector. While similar
to Baltimore's OPTIONS Programs in its
linkage with the local WIN Program,
STEPS is more training-intensive in Its ap-
proaoh, emphasizing skill development in
high-demand occupations. The Program is
structured around a short-term, flexibs,
curriculum which addresses employer ex-
pectations and positive work habits in addi-
tion to skills training.

In the two-and-one-half years in which
it operatedJanuary 1982-June 1984
STEPS achieved an impressive placement
rate of 61 percent. Equally impressive is
the fact that nearly three-quarters of those
played were women, most of them single
heads of households. Although terminated
in 1984 due to lack of funding, the STEPS
Program represents a sound model for
effectively serving one of the hardest-to-
employ populations.

Background

Denver's effort to train and place public
assistance recipients evolved from the cre-
ative initiative of two city departments. The
Department of Social Services, in conjunc-
tion with the Training and Employment Ad-
ministration, developed the concept of
"training force"as opposed to work -
forte in the belief that training AFDC cli-
ents for private sector employment was

more cost effective than placing them in
public service jobs. With the concurrence
of the Colorado Department of Social Ser-
vices, the STEPS Program was initiated in
January 1982 as a local alternative to
WIN's Community Work Experience Pro-
gram.

Organisational Involvement and
Funding

In addition to Denver's two city depart-
ments, the administration of STEPS in-
volved linkages with two other service de-
livery entities. The Denver office of the
state-run WIN program, which screened
potential participants and made referrals,
was one. The other service provider, to
which client referrals for training were
made, was the Denver Area Center for
Employment Training (DACET). A local
nonprofit organization with a strong track
record in training and placing hard-to-em-
ploy individuals, DACET performed as a
subcontractor to the city's Training and
Employment Administration.

Funding for the STEPS Prograt...n the
amount of $243,000 came entirely from
local property tax revenues. This "sole
source" approach to fundingpa.dcularly
where the soul is local revenues is
quitA rare among employment and training
programs. It proved, in the end, to be the
Achilles heel of Si EPS, as the Program's
funding was discontinued due to a lack of
continued political support.

Se
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Characteristics of the
Target Population

Ninety-six percent of participants in the
STEPS Program were recipients of AFDC
benefits. The characteristics of this group
much like those of AFDC beneficiaries
elsewherewe; e 73 percent female, al-
most all of whom were single heads of
hnuseholds; 97 percent under forty-five
year.; of age; 39 percent Black; 17 percent
Mexican-American; 16 percent White; 8
percent Spanish-American; 3 percent
American Indian; and 1 percent Asian/Pa-
cific Islanders. This racial/ethnic diversity
among the Program's clients suggests the
complexity of serving such a group, a
group which also numbered 40 percent
high school dropouts and of whom 100
percent were economically disadvantaged.

Key Elements

The basic philosophy of STEPS, according
to Denver's Training and Employment Ad-
ministrator, was that training followed by
employment would be provided to inter-
ested and committed AFDC clients. In this
regard, the program represented an alter-
native to mandatory workforce programs.

Training
The focus of STEPS training services was
short termfour to six monthsinvolving
intensive skill and job-preparepness train-
ing. An open entry/open exit arrangement
allowed participants a good measure of
flexibilityimportant to many whose rx -

sonal and family circumstances required
such flexibility.

The curriculum for training was com-
posed of three main elements: skills in-
struction, understanding employer expec-
tations, and developing positive and strong
work habits. To assist participants in meet-

ing requirements of the curriculum, work-
shops were conducted regularly.

Selection of occupations to which
training services were tailored was based
on criteria of: (1) being in demand; (2) pay-
ing entry-level wages of $4.50 or more per
hour; (3) offering full-time employment; and
(4) offering opportunities for upward mobil-
ity. In addition, an emphasis was placed on
non-traditional occupations into which
women could enter at reasonable wages.

Among the occupations chosen tor
training through the STEPS Prograr "ere:

electronic testing and assembly, Alto-
mechanical assembly, information pro-
cessing, sheet metal fabrication, machine
shop production, building maintenance
and shipping and receiving.

Business Advisory Council
The Denver business community was inte-
grally involved in the selection of occupa-
tions for training in two ways. First, busi-
ness persons served on a local advisory
council which oversaw program policies
and procedures. Second, the line supervi-
sors from local businesses monitored
training activities to ensure their effective-
ness and appropriateness to the private
sector.

Results

Of the 190 individuals served through
STEPS, 116 were placed In full-time private
sector jobsa 61 percent placement rate.
The average wage for this gaup was $4.92
per hour, with men averaging $5.51 nnd
women $4.69 per hour. As a result of being
employed, STEPS participants-72 per-
cent of whom were womenwere able to
end their dependence on welfare, become
economically self-sufficient and, in doing
so, reduce the cost to the public of provid-
ing public assistance.

P7
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Denver's initiative, though short-lived
due to funding problems, offers a success-
ful model for serving a typically difficult-to-
serve population. The goal of the P ^ram
to place AFDC recipients in in-demand
occupations following short-term, inten-
sive, yet flexible skills trainingsuggests
much about what works for this population.

In contrast, the problems associated
with using local tax revenues as the sole
source of funding suggest what may, in
fact, not workat least for the long term.

Fir Mors Information Contact:

Betty Sparrow, Manager
Program Operations Division
Denver Employment and Training Admin-

istration
1440 Fox Street
Denver, CO 80204-2615
(303) 893-3382
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JOB CREATION FOR
UNSKILLED WORKERS
Linking Employment and Local
Economic Development

THE SER LEARNING CENTER
San Antonio, Texas

Bottom-line solutions to the problems of
urban unemployment lie in providing job
opportunities for groups and individuals in
need. The most effectiveand arguably
onlymeans of creating jobs in meaning-
ful numbers is through planned, focused
and coherent economic development initia-
tives. But even the best-planned, best-fo-
cused and most coherent initiatives will not
yield jobs for workers in need unless those
workers are preparedwith basic educa-
tion and job-specific skillsto meet em-
ployers' needs.

In San Antonio, Texas, a city govern-
ment project aimed at preparing unskilled
adults for jobs created through economic
development has served more than 2500
local residents. Focusing on English-as-a-
Second-Language (ESL), Adult Basic Edu-
cation (ABE) and Graduate Equivalent De-
grees (GEDs), the SER Learning Center
readies workers for on-the-job skill training
and full-time employment opportunities.
Placement of local residents in devllop-
ment-generated, entry-level positions is
assured through "First Source" hiring
agreements between the city and busi-
nesses receiving assistance.

Background

The SER Learning Centeroriginally the
Fair Break Centerwas established in
1980 in conjunction with a large-scale eco-
nomic development project in downtown
San Antonio. The project, entitled Vista
Verde, represented a $100-million invest-

ment of public and private capital and en-
compassed 150 acres in one of the City's
oldest and poorest areas. In partnership
with the City Government was the U.S.
Department of Housing and Urban Devel-
opment, a California real estate develoner
and tdontrol Data Corporation.

With an Urban Development Action
Grant (UDAG) and infrastructure improve-
ments as incentives, Vista Verde was able
to attract a mix of high technology and
service industries to San Antonio's center.
The linchpin of the project was an elec-
tronic assembly plant, owned and operated
by Control Data's subsidiary, Magnetic
Peripherals, Inc.

As part of its UDAG agreement with
the City, Control Data helped to establish
an educational center designed to prepare
low-income San Antonians for employment
at the plant. To facilitate the education pro-
cess, the compary and the city jointly pur-
chased a PLATO computer learning sys-
tem, a self-paced instructional program.

Organizational Involvement and
Funding

Originally a partnership between the city of
San Antonio and Control Data Corporation,
the Fair Break Center was established in
1980. In 1981, overall administration of the
Center was contracted out to Project Sr-
a community-based nonprofit organizt
specializing in pre-employment training
disadvantaged San Antonians. At this time,
the Fair Break Center became the SER



Learning Center. The screening and as-
sessment componentconsidered a key
to the Center's successhas been admin-
istered under subcontract by Goodwill In-
dustries of San Antonio. In designing this
component, Goodwill incorporated suc-
cessful features of screening and assess-
ment techniques from around the country.

Funding for the Center has declined
over the last five years, having begun with
$1.2 million in CETA funds in 1980. For
Program Year 1985, the Center received
$284,006 in JTPA Title II-A funds. Explore-
ticn of additional resources, including pos-
siole linkage with the Comprehensive
Competencies Program, is a high priority
of the Center's staff.

Characteristics of the
Target Population

San Antonio's economically disad-
vantaged population is composed pre-
dominantly of Hispanic families and indi-
viduals, a characteristic reflected in the
Center's participant mix. Eighty-seven per-
cent of current participants are of Hispanic
origin, 7 percent are Black, 5 percent are
White and 1 perca ' is comprised of other
groups. Approximately 60 percent of the
clients are male, and all participants must
be between the ages of eighteen, and
twenty-six and have a sixth grade educa-
tion or less.

As a reflection of the size of the city's
disadvantaged population, all participants
must meet JTPA standards for being disad-
vantaged; there is no 10 percent "win-
dow."

Key Elements

Having originated as part of the Vista Verde
development project, the SER Learning
Center was designed to provide educe-

tional and training services to would-be
employees of Control Data's electronics
assembly subsidiary. The approach to pro-
viding these services was to structure half-
day classroom education sessions during
which the self-paced PLATO computer
learning system was utilized. The second
half of each day was spent in on-the-job
training of electronics assembly at the
Magnetic Peripherals plant.

The development of an effective sys-
tem of screening and assessment has
been a major factor in the eventual success
of the Center's participants. Developed by
Goodwill Industries, the system "weeds
out" applicants with barriers such as sub-
stance addiction and refers them to appro-
priate social service agencies for treatment
and counseling. With the introduction of
the Goodwill system, the placement rate of
Center participants doubled from 40 to 80
percent.

Pssults

In the six years in which the Center has
been in operation, a total of 2504 partici-
pants have graduated from one or more of
the programs offered. The majority of this
number have received either a Graduate
Equivalent Degree (1277), an Adult Basic
Education Certificate (851) or an English-
as-a-Cmond-Language Certificate (376). A
total of 2003 participants have gone on to
enroll in job training programs, with 500 of
this group having been placed in fobs, 150
of these at Magnetic Peripherals. As es-
sentially an educational service provider,
the SER Learning Center counts place-
ments among individuals who enroll in job
training programs as well as those who
enter employment. The combined place-
ment rate for Center graduates is a most
impressive 80 percent.
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For More Information, Contact:

Belvin Steward
Employment and Training Division
City of San Antonio
434 S. Main Street
Suite 301
San Antonio, Texas 78204
(512) 299-7011
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LOCAL JOBS FOR LOCAL
RESIDENTS
Tim "First Source Approach

THE EMPLOYMENT AGREEMENTS
PROGRAM
Portland, Oregon

As cities have long been the center of
commerce and trade activity, they too have
been the locus of employment for almost
all but agricultural workers. With the advent
of the automobile and highways to carry
them, workers began living outside central
cities, thus spawning the commuter phe-
nomenon. And, while lower taxes, trans-
portation ease and access to more space
for single-story production facilities have
attracted certain businesses to ex-urban
areas, the fact remains that cities continue
to provide large numbers of employment
opportunities. The always-smoldering con-
troversy is v. nether earning a paycheck
downtownand, in so doing, utilizing city
servicesand spending it in the suburbs
constitutes an urfair drain on city re-
sources. When the use of city resources
for economic development assistance is at
issue, the controversy over who should
benefit from resultant job opportunities can
be considerably hotter.

In basic terms, "First Source" employ-
ment agreements involve negotiated con-
tracts between a city and a business re-
ceiving economic development assistance
whereby local residentsoften targeted
segments of the communityare hired for
jobs generLted by that development. While
the terms of agreements, their el iforceabil-
ity, and the types of jobs covered may vary,
the underlying concept is one of local jobs
for local residents.

Baciground

The city of Portiand, Oregon has been a
leader among cities in the use of employ-
ment agreements as a condition for accep-
tance of publicly-provided economic devel-
opment assistance. In de seven years in
which First Source agr 3ements have been
in use, more than 600 'ortland residents
have been hired by some twenty-five em-
ployers. The Employment Agreements
Program (EAP) is targeted to economically
disadvantaged Port lenders, many of whom
are unski,led and lacking in basic educa-
tion.

In Portland, in 1978, a study of labor
force demographics revealed that the city
was the workplace for more than half of the
region's workers, while only 35 percent of
mose workers resided within the i.ity. Ne-
gotiating with a major electronics firm at
the time, the then-mayor of Portland
sought to ensure that any development
assistance to the firm should result in di-
rect benefitsi.e., jobsto Portland resi-
dents. Additional considerations for em-
ploying local residents were the relative
lessening of air pollution from fewer com-
muters and less strain on the city's infra-
structure. In 1979, the electronics firm,
Wacker Siltronics, entered into Portland's
first negotiated hiring agreement, an
agreement which resultrwo in 444 jobs for
local re idents.
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O. ganisational Inv° Wenner and
Funding

The evolution of Portland's First Source
Program, later renamed the Employment
Agreements Program, involved several
employment and economic development
organizations. The Training anti Employ-
ment Division of the City's Human Re-
sources Bureau (which originally operated
the program), the Portland Development
Commission, the City Loan Corporation
and the Portland Private Industry Council
(which operates the EAP today) all worked
in concert to create hiring programs for
local residents. Until recently, all First
Source agreements were subject to the
approval of the Portland City Council or the
County Commission.

In its early stages, the First Source
Program received a $2 million discretion-
ary grant and a $195,000 Targeted Jobs
Demonstration. Grant, both from the U.S.
Department of Labor. The program also
received CETA monies which, in recent
years, have been replaced by JTPA funds.
In 1984 the PIC was awarded a $10,000
JTPA Title II-A grant for staffing the EAP,
the amount of which reflects the relatively
low cost of administering the program.

Characteristics of the
Target Population

Portland's Employment Agreements Pro-
gram is targeted to th' c;iv's economically
disadvantaged populat:' th an unem-
ployment rate that climber, ... love 10 per-
cent during the 1982 recession and con-
tinuing decline among the region's basic
industries, the need for targeting job cre-
ation to the hardest-to-employ is para-
mount.

Ch:.racteristically, EAP participants
have been approximately 60 percent
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White, 30 percent Black and 13 percent
Hispanic, Asian and/or Native American. A
little better than half of participants are
male, abo A 15 percent receive some form
of put'lic assistance, and nearly 40 percent
are high school dropouts.

Key Elements

First Source hiring agreements are negoti-
ated on a company-by-company basis by
staff of the Portland PIC. Following agree-
ment on terms, the PIC recruits and
screens prospective workers according to
job requirements established by the com-
pany. A list of qualified, disadvantaged city
residents is then developed, from which
the emp!oyer selects potential hires. If no
qualified applicants are available, the em-
ployer is free to hire a candidate of his own
choosing with the stipulation that a good
faith effort be made to hire city residents
first. In cases were an impasse exists with
respect to referred applicants, an arbitra-
tion process may be employed, however,
no cases have reached arbitration to date.

The premier example of Portland's hir-
ing agreements success, the Wacker Sil-
tronics Company, points out the potential
of First Source arrangements. In exchange
for development assistance in the forms of
tax advantages and land purchase terms,
Wacker Siltronics hired 444 Portland Resi-
dents (out of a total 600 person workforce).
Appropriate candidates from the city's dis-
advantaged population were recruited,
screened and enrolled in a newly created
Silicon Technology Training Program, a
collaborative effort involving the city,
Wacker Siltronics, Portland Community
College and the Portland Opportunities In-
dustrialization Center (01C).

To facilitate training of the future
Wacker employees, a "mini-plant" was
custom-designed by Portland Community
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College in which classroom instruction,
work experience and on-site plant training
were provided by instructors who had ob-
served Wacker's West German operations.
In addition to filling job slots identified in
the hiring agreement, Wacker hired work-
ers for other positions through the First
Source Program.

Based on the success of the Wacker
agreement, a plan was developed for a
permanent First Source Program covering
all development assistance packages pro-
vided by the city. Elements of the citywide
strategy included targeting residents of
certain neighborhoods for po creation,
creating pre-agreement negotiations pro-
cedures and establishing arbitration provi-
sions for settling disputes between the city
and employers.

Results

The effectiveness of a "First Source" hir-
ing agreements policy must first be mea-
sured against the level of economic devel-
opment activity taking place within a city.
Second, the feasibility of such a policy
must be considered in light of: (a) the com-
position, needs and problems of potential
populations, (b) the availability of re-
sources and (c) the capacity of local institu-
tions to prepare the disadvantaged and
unskilled for employment. With respect to
the first consideration, it is essential that
hiring agreements be marketed as a "ser-
vice to business" from which benefits of
applicant screening, asse3sment and
preparation for employment are derived.

S

The second and third considerations re-
quire that coordination of resources and
organizations takes place to ensure that
hiring agreements programs are indeed
services to business.

In Portland, the recent successes of
the Employment Agreements Program
have been tempered by the limited amount
of development activity taking place. How-
ever, agreements which have been
reached since 1979 have yielded more than
600 jobs for residents, many of whom
would doubtless have difficulty finding
such jobs otherwise. The majority of Port-
land's 'few jobs have been in manufactur-
ing, clerical and sales occupations, with the
average wage for entry-level jobs being
$4.50 per hour.

In marked contrast to the Urban Devel-
opment Action Grant Program (in which
only one in ten low-income individuals ob-
tains a new job), Portland's EAP irltiative
assures that most, if not all, development-
generated jobs are filled by the city's disad-
vantaged population. Of further encour-
agement is the fact that a 1983 study
Portland's ;agreements revealed high job
retention rates and satisfaction with the
program among employers.

For Moro Information, Contact:

Lisa Nisenfeld, Vice President
Gonzales and Nisenfeld
3322 N.W. 35th
Portland, OR 97210
/503) 295-0315
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ASSISTING THE LONG-TERM
UNEMPLOYED
Creative Applications of Local
Resources

THE WORK OPPORTUNITIES
PROGRAM
Minneapolis, Minnesota

Long-term unemployed adults represent
one of the most problematic of all groups.
In addition to being alienated from the tra-
ditional world of work, the abject poverty
and array of personal pro' As besetting
the long-term unemployed make efforts on
their behalf extremely difficult and often
only marginally effective.

Through the initiative of a local founda-
tion and the combined efforts of its mayor
and employment and training department,
the city of Minneapolis created opportuni-
ties for jobs and training for approximately
650 long-term unemployed residents. The
success of tI.: Work Opportunities Pro-
gram resulted in its use as a model for the
Minnesota Emergency Employment Pro-
gram (MEED), a statewide program for un-
employed workers in crisis.

Background

In 1982, in the face of rising unemployment
and increasing fiscal constraints on public
funds, directors of the local McKnight
Foundation approached the mayors of
Minneapolis and St. Paul with a proposal to
fund job creation efforts on behalf of the
cities' long-term unemployet' residents.
The goal of the Foundation was to gener-
ate jobs as quickly as possible ano, in so
doing, provide much-needed income to in-
dividuals who averaged only $428 in earn-
ings for the six-month period prior to en-
rollment in the program.
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Organisational involvement and
Funding

The Mc.(night Foundation contributed a
total of $1.175 million dollars to the funding
of the Program's three main comps its.
In addition, $250,000 in JTPA Title II-A
funds was allocated through the Minne-
apolis Employment and Training Program,
the agency responsible for developing and
coordinating program components. A Min-
neapolis brokerage firm, Piper-Jaffray,
Inc., had pledged $50,000 in incentive
funds for a fourth program component in-
volving private sector job creation. That
program, however, was abandoned in fa-
vor of the other, more expeditious ap-
proaches to generating jobs.

Characteristics of The Target
Population

Minneapolis' long-term unemployed popu-
lation numbers 50-60,000 individuals, ap-
proximately 13-16 percent of the city's
370,000 total population. In order to target
the very neediest among the long-term un-
employed, individuals receiving AFDC or
Unemployment Insurance were not eligible
for thc. Work Opportunities Program. As a
result, the average six-month income of
participants prior to entering the program
was $428.

A survey c"33 participants yielded
the following demographic breakdown: 41
per-ant Whites, 41 percent Blacks, 9 ,rer-
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cent Native Americans, 6 percent Asians
and 1 percent Hispanics. Approximately
two-thirds of clients were male, and a ma-
jority were between twenty and thirty. The
educational levels of participants revealed
some rather striking dimensions of Minne-
apolis' long-term unemployed, as 54 per-
cent were high school graduates and
nearly one-quarter (24 percent) had some
education beyond high school. Only 22
percent of participants placed had less
than a high school diploma.

Key Elements

A combination of community service em-
ployment, private sector on-the-job train-
ing and transitional part-time work pro-
vided a flexible response to addressing the
individual needs of Minneapolis' long-term
unemployed.

Community Service Employment
The "immediate response" component,
Community Service Employment, provided
much-needed money to individuals in re-
turn for a variety of useful community proj-
ects. In addition to the $4.00 - 4.25 per hour
wages, the work experience led to private
sector jobs for 22 percent of this group.
Considering the multiple employment bar-
riers affecting these individuals, this repre-
sents a rather creditable placement rate.

On-the-Job Training
The OJT component of the Work Opportu-
nities .'rogram created short-term private
sector jobs and training opportunities. It
did so by paying 100 percent of training
wages for a two-month period, combining
federal JTPA funds for the standard 50
percent and McKnight Foundation funds
for the other 50 percent. Wages for OJT
participants ranged from $4.50 to $5.00 an

hour, and training was primarily in assem-
bly work trades.

Transitional Part-lime Work
This component was established to pro-
vide minimum wage, part-time employment
to individuals enrolled in vocational educa-
tion programs. The cost of wages was
underwritten with JTPA Title II-A funds for
adult training activities. On the average,
participants in the vocational programs
worked between eight and ten hours per
week.

Results

In the approximately two-year period dur-
ing which the Work Opportunities Program
was in operation (1983-84), a total of 645
long-term unemployed Minneapolis resi-
dents were placed in emplcjment or on-
the-job training. A breakdown of the results
of each program is as follows:

Community Service Employment-
250 individuals placed in six-month posi-
tions in the nonprofit sector. Fifty-five CSE
participants transitioned into private sector
employment following their service.

On-the-Job TrainingSeventy-two of
an original 93 trainees completed training
and became unsubsidized employees,
most performing . arious forms of assem-
bly work.

Transitional Part-time Employment
Approximately 300 residents participated
in this part-time program while enrolled in
vocational education programs. In addi-
tions, ten Jobs were created under the Job
Creation Incentive Program which the City
abandoned in lieu of the other, quicker Job-
generating programs.
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As the model for the Minnesota Emer-
gency Employment Program (MEEr,, Min-
neapolis' efforts on behalf of its long-term
unemployed residents were praiseworthy
for their innovation in combining public and
private (foundation) funds in a flexible,
multi-component structure. Through tight
administration of the programs, the City
kspt administrative costs to approximately
5.5 percent of the r verall WOP budget.
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For Moro Information, Contact:

Chip Wells, Coordinator, Program Opera-
tions

Minneapolis Employment and Training
Program

Room 3101/2

City Hall
Minneapolis, MN 55415
(612) 348-4386
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EMPLOYING THE HOMELESS
Creative Approaches To A Complex
Problem

THE HOMELESF PILOT JOB
PROJECT/THE JOBS TRYOUT
PROJECT
San Francisco, California

An often-complex array of psrsonal, social
and economic problems contribute to and,
frequently, result in the human condition
known as "homelessness." While com-
monalities exist in the roots of these
problemsamong them the attendant
pressures of a mass society and an in-
creasingly specialized, skill-dependent la-
bor economy- -the individuality of circum-
stances leading to homelessness creates
an enually complex problem of how society
should respond. Indeed, the willing choice
of some individuals to live outside the
mainstream makes any social response
inappropriate, though the majority of the
iNomeless population suffer from illness
and/or hardships which are wholly involun-
tary.

Nowhere is the problem of homeless-
ness mere magnified and exacerbated
Man ir. cities The reality of this problem,
,;.... 1 its multiple din ensions, is that at-
tempts to reso it are only selectively
applicable and 1_,s often effective. On the
ether hand, for many among she homeless,
there exists the desire to regain stability
and sufficiency within their lives. For these
individuals, the opportunity to obtain em-
ployment offers the b,st, if not the only,
prospect.

The city of San Francisco, through the
initiative and leadership of its mayor, ex-
perimented with a two-phase project aimed
at developing the employability of home-
less adults. The first phase, the Homeless
Pilot Jobs Project, placed one hundred

pr ticipants in public service positions with
various city agencies and departments; the
second, the Jobs Tryout Project, used
wage subsidies to pay employers in the
private, nonprofit and public sectors to
provide training to forty-three homeless in-
dividuals, with the expectation of hiring
after successft:' completion of training.
While the results, in terms of percentage of
placements, terminations, etc., are not par-
ticularly telling, the projects are presented
here for their approach to and instructive
experience it addressing the employment
problems of homeless adults.

Backlround

In recent years, dramatic increases in the
sin of San Francisco's homeless popula-
tionthe number me" be as high as
15,000have heightened the concerns of
city officials and human service oviders
for the needs and problems of this popula-
tion. Among these con _ _ins was the inabil-
ity of most homeless people to earn even
minimal incomes, largely a factor of not
having worked steadily for many years, if
ever. The lack of income from not working,
in turn, contributed determinably to the un-
affordability of housing, hence the condi-
tion of homelessness.

From concerns of the entire San Fran-
cisco communit, for its homeless resi-
dents came the formation, in 1983, of a
Task Force on the Homeless by Mayor
Diane Feinstein. Composed of represen-
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tatives from city departments ana local ser-
vice providers, the Task Force met several
times to address fundamental problems
affecting this growing segment of the com-
munity. With respect to employment-re-
lated problems, the Task Fore came up
with a proposal for a two-phase project
which is the subject of this case study: the
Homeless Pilot Jobs Project/Jobs Tryout
Project.

Organisational Involvement and
Funding

With the Mayor's Task Force on the Home-
less providing overall direction for both
projects, decidedly different approaches
were taken to the development of each.
This distinctiui is reflected both in the or-
ganizations/entities involved and funding
sources of the respective projects

The Homeless Jobs Pilot Project
In this first phase, the Mayor's Office of
Employment and Training, in conjunction
with the Mayor's Office of Criminal Justice
and ten local service providers, planned
and designed the Pilot Project. Funding in
the amount of $279,446 of general reve-
nues was allocated by the Mayor's Office
and approved by the Board of Supervisors.
The Pilot Project was administered by the
Mayor's Office of Employment and Train-
ing, with assessment and referral functions
conducted by ten social service provider
agencies (which acted as the point-of-con-
tact with the homeless population).

The Jobs Tryout Project
In contrast to the multi-party invoi:,ement in
the Pilot Project, the Jobs Tryout Project
was the sole administrative responsibility
of th3 San Francisco Private Industry
Council. The city government's link to the
projectaside from the TSisk Force over-

71it

sightcame from the Community Devel-
opment Block Gran, Program which
funded the Project in the amount of
$191,600. In -kind contributions came from
PIC resources.

Characteristics of The Target
Population

As noted above, San Francisco's home-
less populationthe exact size of which is
unknownmay number as high as 15,000.
What is known is that the population has
been increasing dramatically in recent
years. Three factors, independently and
unrelatedly, account for this increase.

First, deinstitutionalization of thou-
sands of mentally ill persons has resulted
in many of them becoming homeless. A
measurement of this factor is that the num-
ber of state psychiatric hospital beds for
severely mentally disturbed people in Cali-
fornia declined from one bed for every 430
-.late residents in 1960 to one bed for every
4,800 residentsa more than 1,000 per-
cent decrease. Second, as a result of urban
renewal and the gentrification of many pre-
viously low-rent neighborhoods, the avail-
ability of low-income housing has been
greatly reduced. Third, increases in struc-
tural unemployment, particularly in cities,
have sent more and more individuals and
families into poverty, while, at the same
time, the milration of poor and near-poor
people to cities has increased.

Stestics on and characteristics of
San Francisco's homeless populenn,
taken from monthly surveys, include ie
following-

II 52 percent of the population are White,
28 percent are Black, Native Americans
account for 3 percent and Hispinics 1
percent
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The modium age of the population is
31.4 years
A third have lived in San Francisco for
less than three months; 17 percent for
less than a year
68 percent have marketable skills; 71
percent have held a job for more than
one year
56 percent have completed high school;
17 percent are college graduates
Potentially more than 40 percent suffer
from mental illness; substance abuse
may affect in excer. of 60 percent.

Key Elements

The Homeless Jobs Pilot Project
The design of the Pilot Project called for
one hundred jobs to be filled in public and
nonprofit agencies. City departments, in-
cluding Public Works, Housing, Parks and
'*-ecreation and the MUM Railway, ac-
counted for ninety of the one hundred
slots, while the other ten were with commu-
nity -based organizations which provide
services to the homeless. These same pro-
vider organizations performed intake,
screening and referral functions for all proj-
ect participants.

Duties performed by the Pilot Project
participants varied according to the d _part-
ment or agency in which they were placed,
as well as the skill and ability levels of the
individuals. Ninety-three of the one hun-
dred were involved in cf .nups projects,
parks beautification, and general labor;
these workers were paid $415/biweekly.
The other seven participants were placed
in clerical positions and received $407 bi-
weekly.

The Jobs Tryout Project
Operated by tht San Francisco Private In-
dustry Council from October 1983 through
August 1984, this second phrse was es-

sentially an on-the-job training Initiative.
Forty-three homeless individuals were
olaced with private, nonprofit and public
employers, with wage subsidiesIn the
amount of $950 per monthpaid to em-
ployers in return for providing on-the-job
training. Employers were ex, acted to hire
the workers permanently if the tryout pe-
riod proved successful. PIC staff provided
counseling and follow-up services tc moni-
tor the progress of participants.

Results

San Francisco experiments with employ-
ment initiatives on behalf of homeless indi-
Viduals offer instructive insight into work-
ing with one of the hardest-to-employ of all
adult populations. The city's approach, in-
cluding the designation of a "trouble-
shooter" in each participating city depart-
ment, reflects the especial considerations
associated with placing clients with multi-
ple employment obstacles. Additionally,
the commitment, en the part of the city's
leaders, of city revenues and discretionary
CDBG funds to a segment of the commu-
nity witnout political clout is noteworthy.

As "pilot" and "tryout" projects, San
Francisco's efforts to employ homeless
people were modest in their bottom-line
successes. Owing largely to the complex
personal and health-related problems of
participantsas well as to the transiency
of homeless people in generalthe Home-
less Jobs Pilot Project placed only 17 per-
cent of the total 132 participants. The PIC-
operated Jobs Tryout Project achieved a
35 percent niacement rate (15 placed out of
43 through Its OJT approach).

Aside from the income and work ex-
perience which accrued to the individuals
placed in jobs, the two projects resulted in
valuable public service work having been
performed within the community. The sat-
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isfaction of supervisors--to the surprise of
somewith the quality of work and job
performance of most participants attests
to the quality of the work performed. The
employer satisfaction also suggests that
the barriers to employment facing the
homeless are not insurmountable and, fur-
ther, that mutual benefits can be realized
from employing the homeless in public ser-
vice capacities.

For communities considering employ-
ment initiatives on oehalf of homeless
residents, drawing on San Francis... 's ex-
perience offers both insight into positive
characteristics and a model upon which
improvements can be based. One aspect
of the projects which offers both is the role
of servit.s providbr agencies in a partner-
ship approach. On the positive side, the
provider agencies function as an identifi-
able point of contact with the target popula-
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tion and, as such, are in the best position to
screen, assess arid refer clients for partici-
pation. On the negltive side, anly one of
the ten providers involved in the projects
offered counseling and support services to
participants once referral was made. Con-
sidering the special "oblems and reeds of
the homeless popu.,Ation and the unique
position of providers to address them, an
ongoing counseling and support function
appears critical to reducing turnover If
project participants.

For Moro Information, Contacts

Brenda Brown
Chief of Special Projects
San Francisco Private industry Council
1748 Market Street
San Francisco, California 94103
(415) 621-6853
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PUBLIC SERVICE
EMPLOYMENT FOR
DISADVANTAGED ADULTS

THE MAYOR'S ON-THE-JOB
TRAINING PROGRAM
Tampa, Florida

With the replacement of the Comprehen-
sive Employment and Training Act (CETA)
by the Job Training Partnership Act (JTPA)
:F., 1982, the single biggest change to occur
was the termination of federally-funded
public service employment (PSE). Local
governments across the country had uti-
lized PSE slots to augment municipal de-
partment staffs, create innovative service
delivery mechanisms and, in some in-
stances, to hold down labor costs to k.cal
taxpayers. While the meritsand indeed
the very conceptof public service em-
ployment continue to be sources of con-
troversy and debate within public policy
circles, the fact remains that PSE opportu-
nities provided job training and work ex-
perience for many economically disad-
vantaged individuals. In addition, the
targeting of PSE slots to segments of the
community most in need, i.e., women, mi-
norities, etc., contributed measurably to
municipalities' attainment of equal employ-
ment opportunity goals.

Since April of 1983, the city of Tampa,
Florida has operated its own version of a
public service employment program, more
aptly termeJ a municipal government em-
ployment and training initiative. The May-
or's On-The-Joh Training Program, which
is targeted to disadvantaged Tampa resi-
dents, has trained and placed 80 individ-
ualsmostly women and minoritiesin
full-time municipal jobs in i s first two
years. The Mayor's Office es imates that
10 percent of all entry-level positions are
filled in this way. With more than 80 percent

of i. `unding derived from the city's gen-
eral revenues, the Program is distinctly
different from the CETA PSE component,
while accomplishing many of the same ob-
jectives. The Program also helps to meet
the city's equal employment opportunity
goals.

Background

A local government initiative in the purest
sense, the Mayor's OJT Program was the
brainchild of Tampa M../or Bob Martinez.
The Mayor's commitment to creating
equality of opportunity in municipal em-
ployment led to a comprehen.Jive review of
the hiring patterns and practices of every
city department. Results of the study were
used to ascertain whether municipal work-
force characteristics reflected underem-
ployment of women and minorities in cer-
tain departments or positions The city's
findings led to the creation of the Program,
established with two specific goals: (1) to
provide job training and placement in
municipal positions for economically disad-
van' aged residents, and (2) to help the city
go isrnment meet its staffing needs and
EEO goals.

Organizational involvement and
Funding

Three city departments and the Tampa Pri-
vate Industry Council cooperat,vely oper-
ate the Mayor's OJT Program. In addition
to the Mayor's office itself, the Tampa Divi-
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sion of Urban Development and Job Train-
ing and the Department of Administration,
within which rests the city's EEO function,
comprise the local government invo:ve-
ment. The Yampa PIC is responsible for
recruitment and screening of applicants, as
well as supervision of trainees during the
first of three phases of the training se-
quence.

As noted above, the major portion of
the Program's resources come from the
city's general revenues. The PIC supplies
funding for the component of tho Program
for which it is responsible. For fiscal year
1985, the Mayor's OJT Program has allo-
cated $168,000 in city funds and $40,000 in
PIC funds.

Characteristics of the Target
Population

Tampa's disadvantaged population re-
flects characteristics of similarly situated
individuals elsewhere. Most have had less
than a high school education and many
lack basic educational skills. A lack of work
experience and job-specific skills is also
characteristic of the group.

A breakdown of participants -, the
Mayor's OJT Program reveals that Id per-
cent are Black, 11 percent are White and 11
percent are of Hispanic origin. On the aver-
age, participants have eleven years of ell-
cation anu little experience in jobs.

Key Elements

There are three phases to the Tampa May-
or's OJT Program. The first phase, which is
four weeks in length, is a tryout period for
candidates to explore the position and for
supervisors to assess the candidate's po-
tentiai. As part of its recruitment and
screening function, the staff of the PIC
oversees this phase of the Program.

III3

The second phase of training involves
tactual performance in the position. Train-
ees are paid 90 percent of the position's
starting salary during this phase. The
length of training for this most important
phase is variable dependent upon both the
nature of the position and the rate at which
the trainee grasps the essential functions
and responsibilities.

The final phase of the Program is
placement in he position on a full-time
basis and at regular pay. It should be noted
that 91I program participants who success-
fully complete training are guaranteed
placement in a position with the city gov-
ernment.

The ovrall length of the training is
variable according to the factors toted
above. As a benchmark for each position's
length of training, the city uses the U.S.
Department o Labor Dictionary of Occu-
pational Tit es. The range of time is usually
between six and twenty-six weeks, with
flexibility built in to c"rlw individuals to
complete training ea and begin regular
employment. In the beginning stages of the
Program, training for all positions lasted
six months, however, the entry-level status
of most jobs permitted modifying this rule
for shorter durations.

Results

In its two years of operations, the Mayor's
OJT Program has pieced 80 disad-
vantaged Tampa residents in municipal
jobs. Of the total 118 participants, this
number represents a 68 percent placement
rate. The tether 38 participants either quit er
were dropped from the program fo'
chronic tardiness or unexcused absences.
Currently there are 15 candidates under go-
ing training.

Trainees have been placed in a wide
variety of local government positions,
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among them word processor operators,
personnel t inician, clerk-typist, police
communications technician, heavy equip-
ment operator, environmental sanitation in-
spector and wastewater facilities operator.
The potential fur trainees to be placed in
other municipal jobs is quit . good, since all
city departments are required to participate
in the Progrer.i.

-rkle success of the Tampa Mayor's
initiative is beginning to show signs of re-
creating itself in the city's private sector.
One large firm id currently replicating the
city's approach, and the hope is that as
many as ten or fifteen other local employ-

ers will follow suit. To encourage private
sector initiatives of this kind, the city has
developed an audio-visual presentation on
the program for company executives and
personnel directors.

For Further information, Contact:

Roy Opfer, Division Manager
Tampa Division of Urban Development and

Job Training
404 E. Jackson Street
Tampa, Florida 33602
(813) 223-8256
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Chapter 5

DISLOCATED WORKERS
Opportunities For a New Beginning
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DISLOCATED WORKERS
Opportunities For a Now Beginning

The underlying causes of worker disloca-
tion in the United States are technological
change within the workplace, competition
with/from off -shore and foreign-produced
goods and an economy in transition from a
manufacturing to a service base. Manifes-
tations of the problem are most recog-
nizable in workforce reductions, mass lay-
offs and plant closings. Fundamentally,
though, dislocation is a human problem,
affecting the lives of workers, their families
and, in some cases, entire communities.

Efforts to address economic disloca-
tion most often focus on the personal and
professional --'4c of dislocated workers
as individuals. Other efforts address
groups of workers displaced, typically,
from the same source of employment at
the same time. Sti'. others attempt to ad-
dress the problem prior to workers' sepa-
ration from their jobs.

The six case studies in this chapter
reflect these variations in approach to the
problems of dislocated workers. They also
represent distinctions in local, regional and
industry-specific approaches, as well as
differences in sources of leadership and
scale of effort. Common to a000035the
involvement of more than a single entity,
with most involving combination: of sev-
eral.

Buffalo, Nei Y-,, k is the subject of ,ne
first case, in which the city and its county
provide comprehensive training and re-
employment services to victim of plant
closings and the general decline of the
area's economic base. A JTPA Title III pro-
gram with fondidg from other sources as
well, the Buffalo and Erie County Worker
Reemployment Program stresses the ini-
tiative of the worker i becoming reem-
ployed, with program resources consid-

erect the tools to support the worker's
initiative.

Another full-service effort to re-em-
ploy dislocated workers is the approach of
St. Louis, Missouri's Metropolitan Re-
employment Project (MRP). Long and ac-
tive involvement on the part of a key area
business group and coordination of ser-
vices by the St. Louis Community College
are the hallmarks of this initiative. The MRP
addresses the needs of workers individ-
ually, as well as in employer-specific
groups, and attempts, where possible, to
intervene before layoffs or closings occur.

Anticipation of plant closings and
large-scale layoffs offers the best prospect
for ameliorating dislocation In Fort Wayne,
Indiana, advance planning and dose co-
operation between a major employer ano
organized labor resulted in 4,000 workers
being reemployed in a three-year period
The centerpiece of the Fort Wayne initiative
was an outplacement :.enter which today
remains a model for dislocated worker re-
employment.

A local government initiative which
later evolved into a state center for dislo-
cated workers ..as Des Moines, Iowa's
response to a dislocated worker crisis.
Faced with the shutdown of two compa-
nies and the prospects of several others
closing, local offic!als formed a task force
of companies, unions and the Private In-
dustry Council which developed a multi-
dimensional strE.agy to help workers find
new jobs. Assistance was also orovided to
area farmers who experienced economic
distress.

Another model of local leadership
comes from the city-county of Butte-Silver
Bow, Montana. In this case, decline of the
area's copper mining industry forced more

$7
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than 2,700 workers out of ;abs, and retrain-
ing offered the only hope for fining new
ones. The Chief Executive of the city-
county government enlisted the hclp and
resources of industry, labor, and all levels
of government t; create three worker re-
training/reemployment programs, all of
which have been highly successful.

The last of the Dislocated Worker case
studies profiles the efforts of two Oregon

9j

cities and their surrounding county to ad-
dress the needs of dislocated timber indus-
try workers. Eugene and Springfield, Oi a-
gon, in cooperation with Lane County
Community College, merged their JTPA
service delivery areas to couple resources
for assisting and retraining workers. In its
first year, the Lane Community College
Dislocated Worker P[ ogram placed 87 per-
cent of the clients it served.
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COMPREHENSIVE SERVICES
AND WORKER INITIATIVE
Solutions To Largo-Scala
Dislocation

THE WORKER REEMPLOYMENT
PROGRAM
Buffalo and Eric County, New York

Since 1982, the Worker Reemployment
Progi m (WRP) nas been an integral part
of the Buffalo area's efforts to stabilize
unemployment in an economy wracked by
severe losses in the manufacturing sector.
Operated by the Private Industry Council
for Buffalo and Erie Ccunty, the program is
a two-tiered approach to the problems of
dislocation, targeting both specific plant
closings/layoffs and job losses in the gen-
eral economy. A comprehensive range of
servicesincluding outreach, assess-
ment, classroom skill training, on-the-job
training, self-directed job search and
placementsupport the program's philo-

nic approach of providing dislocated
workers with the necessary tools to find
and acquire new jobs.

B ackground

In recent years, unemployment in the Buf-
falo area has exceeded the national aver-
age by approximately 40 percent. During
the recession of 1982, the jobless rate
peaked at 14 percent. It hovers, in 1985,
around 10 percent.

Contributing measurably to Buffalo's
high levels of unemployment is the loss of
jobs-40,000 alone between 1979 and
1982in the durable goods manufacturing
sector. The total of non-manufacturing
jobs declined as well, despite increases in
service industries such as finance, insur-
ance and real estate. In terms of plant
closings the Erie County Industrial Devel-

opment Agency counted 101 between
1969 and 1981, affecting more than 21,000
workers directly and an estimated 12,000
others indirectly. The current estimate of
dislocated workers in the Buffalo area
stands at 37,000.

Considering the size of the area's dis-
located worker population, the continuing
erosion of its industrial base, and a com-
parative difficulty in attracting new types of
industries, Buffalo and Erie County face an
enormous challenge to apply resources
and energwe IS effectively as possible. For
the workers themselves, the problem of
finding and acquiring new jobs is com-
pounded by the fact that, on average, avail-
able jobs will pay substantially less than
those from which they were displaced.

Organisational Involvement and
Funding

The Worker Reemployment Program is op-
erated by the Buffalo and Eric' County Pri-
vate Industry Council (PIC). As both the
administrative entity and grant recipient for
the Buffalo-Cheektowaga-Tonawanda
Consortium SDA, the PIC has a well-devel-
oped set of contractual and working rela-
tionships with employment and training
organizations, ecoromic development
agencies and employers. The results of
these relationships are reflected in the fact
+hat over 2,000 employers have entered
into OJT contracts with the PIC since 1979.
The PIC is also responsible for the de-
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velopment of hiring plans for Urban Devel-
opment Action Grants (UDAGs). Local
government support for the Worker Reem-
ployment Program is strong in each of the
three SDA Consortium communities.

Initial funding for the Program was
provided by the U.S. Department of Labor
as one of six dislocated worker demonstra-
tion programs funded during 1982-83. In
the second year, following a six-month de-
lay due to local conflict over configuration
of the SDA, the Program continued with
funding from two sources: state-adminis-
tered JTPA Title HI fundsdistributed on a
formula basis, and a New York State -fi-
nanced Initiative to aid counties with sig-
nificant dislocated worker populations,
entitled the Emergency Employment Inter-
vention Program Act (EEIPA).

During the program year which ended
on June 30, 1985, the Worker Reemploy-
ment Program received $800,000 In JTPA
funds and $2,200,000 from the EEIPA.
Funding for the Program for the year begin-
ning July 1, 1985, will come from a U.S.
Department of Labor Title III Discretionary
Orant for the Western New York area. (The
EEIPA has been terminated, and Title III
formula funds will be restricted to support-
ing OJT activities only.)

Characteristics of the
Target Population

Numbering approximately 37,000, the
most prominent and telling characteristic
of the Buffalo area's dislocated worker
population is its sin. As noted above, the
majority of this population were formerly
employed in the seriously depressed dura-
ble goods manufacturing sector. The pro-
files of these workers can be described, in
general, as "typical" of dislocated workers
elsewhere: most likely over age 22, White,
high school-educated or better, married

with children, homeowners and veterans.
In its first year of operation, 1982, the

Worker Reemployment Program served
dislocated workers mainly from the area's
declining steel industry, with 70 percent of
its clients drawn from nine targeted plants.
In year two, 1983, changes in targeting
strategy resultec in 85 percent of clients
having come from eighteen targeted
plants, while the other 35 percent came
from 300 different companies of all types.
While changes in the targeting strategy did
not require changes in the Program's ser-
vice mix, significant changes in the charac-
teristics of the client population were
found, with second-year clients being, on
average, younger, with less experience
and lower wage levels, and less likely to be
homeowners or heads of families.

For 1985, the Worker Reemployment
Program has targeted an estimated 8,300
dislocated workers from thirty plants for
reemployment assistance. Changes in cli-
ent characteristics which resulted from tar-
geting changes in previous years suggest
the need for adaptability within the Pro-
gram to service differing needs. On the
bright side, the presence of younger work-
ers within the client population suggests
that there may be more flexibility in meeting

their reemployment needs.

Key Elements

In a single word, the Buffalo and Erie
County Worker Reemployment Program
can be described as "comprehensive."
The programmatic resources end staff ex-
pertise of the Private Industry Council com-
bine to offer a broad range of service and
assistance options to the area's dislocated
worker population. These service and as-
s!stance options are viewed by the PIC
staff as the essential "tools" to enable
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dislocated workers to gain new employ-
ment.

Self-Directed Job Search
At the heart of the Program is a method of
self-directed job search, the underlying
philosophy of which is that "looking for
work is a full-time job." While the full range
of training and related services are avail-
able to workers in need of them, heavy
emphasis is placed on the worker taking
the initiative to find and acquire a new job.

Outreach
To assist the reemployment efforts of dis-
located workers at the earli..st possible
point, the Worker Reemployment Program
performs an outreach function by working
with management and union represen-
tatives from targeted companies in the pro-
cess of laying off workers or closing down
operations. The Program is explained, in-
formation is gatheredincluding layoff
listsand impacted workers are then con-
tacted by letter. In order to reach workers
already out of work or in non-targeted
companies, Program staff coordinate ef-
forts with the New York State Job Sarvi.;e,
the United Way Hotline for the Unem-
ployed, local Job Training Intake Sites and
the local news media.

Orientation
Contacted workers are encouraged to at-
tend group orientation sessions, held in
community centers, union halls or the Re-
employment Program's Center. Orienta-
tions cover Program and other available
services, problems associated with finding
a new job, and the importance of individual
initiative. Presentatiohs are made by dislo-
cated workers themselves to lend credibil-
ity to the Program.

The Client Ability Profile
Following the orientation sessions, eligible
and interested clients participate in a two-
hour counseling session in which the job
search approach is explained in further
detail. Interviews, education and work his-
tories and written test results are then
combined to formulate a Client Ability Pro-
file, used by the worker and job counselor
to develop realistic employment goals and
an appropriate services plan.

Intensive Job Search Viorkshop
An intensive four-day workshop to tr.tin
dislocated workers in all aspects of self-
directed job search is the next step. Upon
completion of the workshop, participants
work individually with a job counselor to
match his or her Client Ability Profile with
both general and specific job possibilities
and to ascertain the need for other Pro-
gram services.

Training Opportunities
Occupational Skills Training is available
through local schools or the WRP Center
for clients lacking experience and/or edu-
cation in in-demand occupations. Employ-
ers must be involved in the development of
training curricula and hiring agreements for
successful completers must be secured.
Performance-based contracting is used
whenever possible, and training must be
directed to in-demand occupations.

On-the-Job Training opportunities are
available for clients who are generally pre-
pared for work but who lack the necessary
skills for a specific job. OJT-certified cli-
ents are encouraged to seek out jobs with
employers, using the certificate as a lever-
aging tool. The Program staff feel that this
approach contributes to a stroller com-
mitment on the part of both employer and
trainee than would be the case with an
intermediary.
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Job Search and Placement Assistance
Dislocated workers requiring only job
search assistancebut assistance be-
yond what is offered through the in'ansive
workshophave available to them the Re-
source and Placement Center. This Cknter
offers the use of telephones, newspapers,
business directories, and typing and pho-
tocopying services.

The Program also employs a Voca-
tional Information Processing System, a
computerized syste , which provides
quick, thorough and dependable informa-
tion linking participants with available job
opportunities. This system is a key to the
overall placement success of the Worker
Reemployment Program.

Supportive Services
Participants may receive up to $600 for
out-of-town interviews and another $600
for relocation costs. Other supportive ser-
vices, such as needs-based payments and
child care, are available to eligible clients,
and information on other sources of ser-
vices is also provided.

Rebults

In its first year of operation, the Worker
Reemployment Program placed 523 clients
in jobs paying an average of $6.25 per
hour. This number represented a place-

ment rate of 65.5 percent of the 798 total
Program participants. The placement rate
for clients who received Job Search Assis-
tance and On-the-Job Training was 67 per-
cent; for those who received Job Search
Assistance only, the rate was 62.4 percent;
for OJT only, 75.8 percent; and for Occupa-
tional Shills Training, 57 percent. The cost
of the Program per participant was $1,975.
The cost per placement was $3,014, an
amount 25 percent below the projected
cost. Conversely, the placement percent-
age exceeded expectations.

In Program Year 1984, 7,000 outreach
letters were sent to Buffalo area dislocated
workers, to wrolh 1,950 responses were
received. Of these respondents, 1,350
signed up for orientation sessions, which
in turn led to 877 enrollments in the Pro-
gram. The expectations of Program staff is
that 650 of these enrollees will be placed in
jobs by September 1, 1985, representing a
76.5 percent placement rate.

For More Information, Contact:

Harry Reeverts, Program Director
Worker Reemployment Program
Buffalo and Erie County Private industry

Council, Inc.
699 Main Street
Buffalo, New York 14203
(716) 845-6830



A FULL-SERVICE APPROACH
TO WORKER DISLOCATION

THE METROPOLITAN
REEMPLOYMENT PROJECT
St. Louis, Missouri

As it operates today, the Metropolitan Re-
employment Project (MRP) represents the
evolution of a full-service approach to the
problems and needs of dislocated workers
in the St. Louis Metropolitan Area. Having
begun, in 1981, as a jobs club program in
conjunction with area unions, this partner-
ship effort involving business, labor, gov-
ernment and education today provides a
range of assessment, counseling, retrain-
ing and placement services, as well as
planning and early intervention assistance
in response to plant closings and layoffs.
At the heart of the Project is an effective
mix of committed organizations which
share St. Louis' long-standing "spirit" of
community cooperation.

Background

A city rich in its history of manufacturing
and industrial accomplishments, St. Louis
like many others in the Midwest and
Northeasthas been severely impacted
by geographic and structural shifts in the
nation's economy. The magnitude of this
impact is suggested by the loss of more
than 50,000 manufacturing jobs between
1979 and 1983. And while the metropolitan
area's unemployment rate is today ap-
proximately the same as the national aver-
age-7 percentthe joblessness and
reemployment problems of workers in
"mature," i.e., declining, industries consti-
tute pockets of much higher unemploy-
ment.

For communities in the St. Louis area,
and for the workers who reside in them, the

forcss of economic transitiondefined
here as the decline of older industries and
the emergence of newer oneshave pre-
sented problems as well as opportunities.
Recognizing the presence of both, commu-
nity leaders initiated an ambitious effort in
the late 1970's to revitalize the area's econ-
omy. The Metropolitan Reemployment
Project evolved as part of that effort.

Central to this evolution were the ef-
forts of the New Spirit of St. Louis Labor/
Management Committee, established in
1979 under the auspices of the Regional
Commerce and Growth Association
(RCGA). The "New Spirit" Committee,
whose general purpose was to facilitate
better labor-management relations within
the area, identified plant closing and large-
scale layoffs as one of the St. Louis area's
most severe problems. The RCGA, which
staffs the St. Louis Area Private Industry
Council, in turn proposed the creation of
the MRP.

Organisational Involvement and
Funding

Since 1981, the MRP has been operated by
and through the St. Louis Community
College. A task force on unemployment,
composed of representatives from labor,
business, education and nonprofit orga-
nizations, serves as the board of directors
for the Project with policy and oversight
responsibilities. Tha Project maintains
collaborative relationships with local gov-
ernment units within the metropolitan area,
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particularly with economic development
agencies.

Originally a pilot project under CETA,
the MRP was primarily funded in 1982 and
1963 by an organization called Civic
Progress, Inc. made up of the chief execu-
tive officers of major St. Louis companies.
While training programs are now largely
funded under JTPA through the Regional
Commerce and Growth Associc.tion, Civic
Progress continues to be the ,
source of administrative funding.
tional support for retraining prograr ss

provided by The Fund for the Improvement
of Post-Secondary Education, and CPSh

and in-kind support are derived from the
St. Louis Community College, the Missouri
Department of Employment Security, the
RCGA and local businesses. Principal
funding for the 1984 program year in-
cluded:

$1,000,000 - JTPA Title III
150,000 - Civic Progress
100,000 - FIPSE
175,000 - St. Louis Comm. Coll. (in-

kind)

$1,425,000

Characteristics of the
Target Population

The Met -politan Reemployment Project
targets displaced and laid off workers in
the nine counties of Missouri and Illinois
which comprise the St. Louis Metropolitan
Area. Typically, these workers have stable
work histories of several years, often with
a single employer. The composition of
MRP participants in the 1984 Program Year
was 60 percent male, 63 percent White, 85
percent thirty years of age or older, and 50
percent with high school diplomas or bet-
ter. Shifts in the composition of partici-

pants have produced increases in the per-
centage of Whites and college gi aduates,
owing largely to the displacement of office
and white collar workers due to automa-
tion. At the same time, however, the need
for remedial education or the part of pro-
gram participants also increased.

Key Elements

In contrast to many dislocated worker pro-
grams, the Metropolitan Reemployment
Project is areawide in its focus and does
not target specific closings. As the project
has expanded its range of services, how-
ever, involvement in early responses to
particular plant closings has taken place.
The absence of an industry-specific focus
has resulted in services being provided to
workers from a wide variety of companies.
including, as noted above, white collar
workers from non-manufacturing busi-
nesses. The major components of the
MRP service m:x are:

Outreach
Information about the Project is communi-
cated via unions, companies, social service
agencies and public service announce-
ments. As the Project has demonstrated
success in reemploying workers, word-of-
mo t.h communication has become an ef-
fective and credible recruitment means.

Job Shops /Conferences
Many MRP participants initially attend an
intensive, one-day job shop in which basic
information on searching for employment
and obtaining social services is provided
through various media and one-to-one
counseling. The job shops are held at the
Community College, in union halls and on
company premises. Complementing these
small group meetings are one-day confer-
ences for up to 500 workers which cover
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ways of coping with personal, family and
financial problems which beset the typical
dislocated worker.

Outplacement Counseling
Experienced counselors work with Project
participants through the reemployment
process, providing skill assessments, gen-
eral employment advice and specific job
leads, as well as help with emotional and
perso al problems.

Job Clubs
Initiated in 1981, the job clubs were origi-
nally the main service feature of the MRP
and were coordinated through union orga-
nizations. Beginning in 1983, the concept
broadened to include on-site activities
which begin with the announcement of an
impending layoff or closing, thus facilitat-
ing retraining planning before the layoff
actually occurs. Representatives from the
MRP task force on unemployment work
with company officials to arrange for on-
site service programs.

Retraining Services
With JTPA resources, the Project provides
on-the job training to dislocated workers
who exhibit basic skill adaptability. For
those workers who require basic skill in-
struction, modest skills training programs
are offered, as well as referral tc other
sources of retraining and assistance in
planning group training programs. A spe-

cial program, called the Experienced Work-
ers Retraining Program and funded by the
The Fund for the Improvement of Post-
Secondary Education, has, since 1982, of-
fered training in the fields of Business Ser-
vices with Computer Applications and
Electronics Technology.

An additional feature of the MRP is
training services provided to the staffs of
other agencies for establishing and operat-
ing dislocated worker programs.

Results

Since 1981, nearly 6,500 dislocated work-
ers e been served by the Metropolitan
FP mployment Project's programs. For
......-third of these workers, successful re-
employment can be documented; the ac-
tual number is believed to be significantly
higher.

In the last program year for which
complete data is available, 1983, the Proj-
ect serried 2,200 persons, nearly 650 of
whom were placed in jobs. Of these, 186
received retraining, 201 had on-the-job
training and 124 participated in job clubs.

For More Information, Contact:

Michael H. Maguire, Director
Metropolitan Reemployment Project
5600 Oakland Avenue
St. Louis, Missouri 63110
(314) 644-9142



ANTICIPATING A PLANT
CLOSING
Business-Labor Cooperation for
Worker Outplacement

THE INTERNATIONAL HARVESTER/
UNITED AUTO WORKERS
OUTPLACEMENT CENTER
Fort Wayne, Indiana

The closing of a major local business can
have devastating effects on it, workers
and on the community in which they reside.
Consensus among economic adjustment
and dislocated worker experts is that the
optimal strategy for dealing with plant clos-
ings/layoffs is one which begins prior to
the actual occurrence.

In Fort Wayne, Indiana, the cooper-
ative efforts of a major auto-related com-
pany and its labor organization helped to
create a worker outplacement center to
deal with the anticipated effects of the
company shutdown. From its establish-
ment in October 1982 to its closing in Janu-
ary 1985, the Center served 4,000 mem-
bers of a 7,000-member dislocated total
worker population. The concept and ap-
proach of the Fort Wayne initiative remain
remarkable models for outplacement plan-
ning and reemployment.

Background

Sixty years after beginning operations in
Fort Wayne, the International Harvester
Corporation closed its doors in 1983. Hav-
ing employed generations of Fort Wayne
area residents in the production of farming
and automotive machinery, the impact of
the IH closing resounded throughout the
community. The 7,000 workers displaced
by the shutdown made up a large share of
the area's 13 percent unemployment rate.

The economic crisis brought on by the

IH closing came one year after Fort Wayne
had experienced disaster of another nature
a major flood. In responding to the direct
needs of their neighbors, 35,000 Fort
Wayne residents volunteered to line river-
banks with a million sandbags and help
evacuate families and businesses in dis-
tress. That spirit of community cooperation
led to the first local assistance office ever
establisheo in a federal disaster center. It
was a spirit that would again be tested in
1983, this time in response to the disloca-
tion of large numbers of Fort Wayne work-
ers. The outcome in this case was similarly
remarkable.

The community's cooperative spirit
and its effects were recognized as impor-
tant contributors to Fort Wayne's designa-
tions in 1983, as an All-American City and
as Most Livable City by the U.S. Confer-
ence of Mayors. As a means of continuing
its progress, Mayor Winfield Moses over-
sees an aggressive economic develop-
ment program and various public improve-
ment projects. Strong support has been
lent to These efforts by the Fort Wayne
Chamber of Commerce.

Organisational involvement and
Funding

The Fort Wayne Outplacement Center was
a cooperative effort involvir,g International
Harvester and the United Auto Workers,
with IH principally managing the Center



and the UAW handling recruitment, con-
ducting workshops and identifying re-
employment opportunities. Staffing of the
Center was shared by members of the
plant's workforce at all levels. The initiative
did receive the strong support of local pub-
lic officials, albeit through ancillary roles.

Initial funding for the Outplacement
Center in 1983 was $380,000, established
through negotiations with the UAW in 1982.
Two hundred and fifty thousand dollars of
this amount was used to reimburse work-
ers for job-related course tuition. For 1984,
the Center's second and last year in opera-
tion, $612,250 was awarded in JTPA Title
III funds.

Characteristics of the
Target Population

The International Harvester/United Auto
Workers Outplacement Center was estab-
lished to target reemployment services to
the 7,000 workers dislocated by the IH
plant closing. The characteristics of these
workers were typical of auto industrj work-
ers elsewhere: family heads with stable
work histories, skills limited to those used
in their IH job, and little, if any, knowledge
of how to locate new employment opportu-
nities. In some cases, fathers and grandfa-
thers of the permanent layoff victims had
worked for IH, making the separation from
the job that much more difficult.

Key Elements

Initiated prior to the plant's shutdown, the
Outplacement Center focused on assisting
the job search and reemployment efforts of
the IH workforce. The key elements of the
Center's service approach were:

Outplacement Workshops
Planned for groups of 20 workers, a set of
two four-hour workshops addressed the
range of problems confronting the laid-off
or soon to be laid-off workers. Sessions
covered personal and financial aspects of
dislocation, as well as the obstacles of
finding new jobs. Application procedures,
interviewing technique and assessment of
the state employment service network for
job leads were all parts of the hands-on
workshops.

Individual Job Search Counseling
This service was available from toe Out-
placement Center, together with job re-
source help, secretarial services for letters
and resumes, and free use of long-distance
telephone lines. Reference materials on al-
ternative occupations and information on
available training and employment oppor-
tunities nationwide were also provided.

Job Clubs
Regular meetings in groups of ten to
twelve persons provided workers with an
exchange of ideas, experiences and feel-
ings concerning the job-search process.
Job club participants also worked at con-
tacting other IH workers who were not
aware of or had not used the Center's
servi....,s.

Job Development and Education
Counseling
Beginning in the Center's second year of
operations, job developers and education
counselors were hired to assist worxers in
assessing the skills and aptitudes and to
help match them with available training and
reemployment opportunities.

Training
The IH/UAW Outplacement Center did not
conduct any training programs itself. It did,
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however, facilitate workers' efforts to iden-
tify training opportunities elsewhere, in-
cluding courses available through local in-
stitutions for IH reimbursed participants up
to S1,000 if the courses were job-related.
JTPA funds assisted other types of train-
ing, including OJT, which was utilized on a
limited basis.

Results

The team approach of the Fort Wayne dis-
located worker initiative was a major factor
in the Center's serving 4,000 laid off work-
ers. Of this number, 1,400 workers were
placed in new jobs by the end of 1984. An
additional 500 workers found jobs with In-
ternational Harvester in other locations.
Many other participants in the Outplace-
ment Center's programs benefited from
enhanced job search skills and have since
found new employment.

The Fort Wayne initiative today re-
mains a model for communities throughout

the nation of successful business-labor co-
operation. As inevitable changes in the
structure of the economy cor.tinue, and
with them come more complex problems of
worker dislocation, the need for effective
partnerships of employer and labor orga-
nizations will also continue.

The successful reemployment of Fort
Wayne's dislocated worker population has
been aided by a rather remarkable recov-
ery in the area's economy. Since 1983,
eighty-five new manufacturing concerns
have opened in the area, the most signifi-
cant one being a General Motors high-tech
truck assembly plant which, when fully op-
erative, will employ 3,000 workers.

For Moro Information, Contact:

Cletus Edmond, Director, Labor Relations
City of Fort Wayne
City-County Building, Rm. 330
Fort Wayne, IN
(219) 427 -1190
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RESPONDING TO CRISIS

A COMMUNITYWIDE INITIATIVE
FOR REEMPLOYMENT
Dos MOM**, Iowa

The shutdown of two major employers in
1981 and predictions of several other shut-
downs produced a crisis in the Des Moines
area, a crisis affecting thousands of work-
ers in manufacturing industries. Des
Moines' response to the crisis, initiated by
the city government at the request of the
region's Federation of Laboi , the Private
Industry Council and the impacted compa-
nies, resulted in the formation of a local
task force and the establishment of a die-
placed worker transition center that same
year. The success of this local initiative
aside from the more than 900 workers who
have received reemployment assistance
is suggested by its evolution and expan-
sion into the State of Iowa's Region XI
Dislocated Worker Center. The area's dis-
located farmers were also served by the
center.

Background

The potential for the dislocation of 4,000
workers provided the impetus for the Des
Moines community effort. Closing of the
farm equipment manufacturer, Massey
Ferguson, and Wilson Foods Company
had already occurred in mid-1981; a similar
fate seemed imminent for other busi-
nesses as well. The seriousness of this
crisis was heightened by the fact that Des
Moines' local economy had been histori-
cally strong and stable.

A truly communitywide effort was
launched by Mayor Peter Crivara with the
formation of the Task Force on Plant Clos-
ing and Retraining. Comprised of more
than fifty leaders from business, labor,

education, government and community
organizations, the Task Force set an ambi-
tious agenda of assessing the impact of
the closings and developing and imple-
monting retraining programs. In addition to
targeting reemployment assistance to
workers in manufacturing industries, the
Task Force also focused on the problems
of dislocated farmers.

To carry out its agenda, the Des
Moines Task Force formed five commit-
tees, one of them focusing specifically on
the Massey Ferguson and Wilson closings.
A second committee set its work on devel-
oping the concept of the worker transition
center, while a third was responsible for
promotional materials. The fourth and fifth
committees, respectively, were charged
with identifying job opportunities in in-de-
mand occupations and developing training
programs tailored to those occupations.

Organizational Involvement and
Funding

As with any plant closing or major layoff,
the deepest interests lie within the workers
impacted and the companies experiencing
decline. The case of Des Moines, Iowa, is
no exception. Initial impetus to wh't would
become a communitywide effort came
from the South Central Iowa Federation of
Labor and officials from Massey Ferguson
and Wilson Foods. Together with the Cen-
tral Iowa Private Industry Council, labor
and business representatives approached
Mayor Crivara about taking the lead in or-
ganizing a community response.

In initially establishing the Task Force

' 1(4



on Plant Closing and Retraining, and in
lending continued support and participa-
tion, the role of the chief elected official has
been an important factor in developing and
maintaining consensus and momentum for
this effort.

The cornerstone of the Des Moi ies
initiative is the Displaced Worker Transition
Center, today known as the Dislocated
Worker Center.

During the 1984 program year, the
Center was funded with $451,130 of state
JTPA Title III funds. The Title III require-
ment of 35 percent matching funds was
met with in-kind contributions of space and
staff time for intake by the state Job Ser-
vice, with United Way staff timethe Cen-
ter is managed by the Labor Department of
the United Way of Central Iowa and with
free medical service from the University of
Osteopathic Medicine and Health Services.

Characteristics of the
Target Population

As noted above, the Des Moines initiative
targeted both manufacturing workers and
dislocated farmers, reflecting the diversity
of the area's economic base. The majority
of the target populationmid-to late-thir-
ties in age, White and malewas, how-
ever, employed in manufacturing. Most
had worked steadily for at least ten years,
and many for only one employer. Having
had a single job in a now declining manu-
facturing economy, the challenge to work-
ers to find new opportunitiesmost of
them in the service sectorwas quite for-
midable.

Key Elements

The Iowa Region XI Dislocated Worker
Centersuccessor to original local initia-
tiveoffers a range of programs and ser-

vices aimed at reemploying workers. While
components of the Center's operations are
typical of other dislocated worker initia-
tives, the mix of resources and efforts pro-
vides a good model for a communitywide
effort. Important features of the Des
Moines Center are:

Outreacn
A variety of informational channels are
used to reach workers and farmers, includ-
ing written materials, public service an-
nouncements, business and labor spokes-
persons and referrals by social service
agencies.

Assessment
Center staff determine participant eligibility
for assistance according to JTPA criteria.
Initial screening is performed to determine
precise assistance needs; participants de-
termined not to need retraining are given
workshopstotalling twenty hours on
job search skills.

Job Development
In conjunction with the state Employment
Service, the Task Force committees on job
development pursue existing job opportu-
nities and identify occupations with near-
term growth potential. The results of these
efforts form the basis of training programs
funded through the Center.

Training
Training opportunities are available
through a variety of sources, including
public schools, the Des Moines Area Com-
munity College, Drake University, and the
Lincoln Technical Center. Courses offered
have included Information Processing,
Computer Literacy, and Basics of Supervi-
sion and Finance. Local unions also pro-
vide apprenticeship and pre-apprentice-
ship training, with programs having been
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conducted in welding and highway sewer
constru :lion by union-providod instruc-
tors.

Supportive Services
In addition to training, Drake University
offers deferred tuition to program partici-
pants for courses taken. As noted above,
health care services for participants and
their families are provided free of charge by
the University of Osteopathic Medicine and
Health Services. Child care and transporta-
tion services are also available.

Other Program Services
The Dislocated Worker Center offers pre-
layoff assistance to companies and work-
ers, including worker surveys, informa-
tional packages, planning and orientation
meetings, one-to-one worker assistance
and half-day group workshops. The in-
volvement, from the beginning, of orga-
nized labor in the Center's efforts has
resulted in greater partizipation among
unionized plants in the pre-layoff assis-
tance programs.

Results

Since the Center's inception in 1981, more
than 1,000 dislocated workers and farmers
have received reemployment assistance.
For the 1983 program year, which ended
June 30, 1984, there were 487 total partici-
pants, with 302 reemployed for a positive
termination rate of 62 percent. And through
the first three quarters of Program Year
'84, 404 workers have received assistance
from the Center. Of these, 175 have been
reemployed, 284 have received pre-em-
ployment services and 120 have taken skill
training courses.

For More Information, Contacts

Kris Zimmerman, Director/Region XI Dislo-
cated Worker Center

United Way of Central Iowa
200 Walker, Suite B
Des Moines, Iowa 50317
(515) 282-5200
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CREATIVE APPROACHES TO
RETRAINING

LOCAL GOVERNMENT AS THE
CATALYST FOR WORKER
ASSISTANCE
Butte - Silver Bow, Montana

A combination of creative, resourceful pub-
lic leaders"ip and strongly committed pri-
vate sector participation is the recipe for
success in assisting dislocated workers it
the city/county of Butte-Silver Bow, Mon-
tana. Necessitated by gradual and precipi-
tous decline in the area's dominant in-
dustry, copper, an economic development
strategy was developed with the enhance-
ment of workers' existing skills as a main
objective. The cooperative efforts of busi-
ness, labor and public agencies, led by the
local Chief Executive, have resulted thus
far in three occupationally-tailored skills
training programs targeted to impacted
workers. A placement rate of nearly 75
percent attests to the success thus far of
this small-city initiative in an area of limited
economic growth.

Background

Since the early 1800's, copper has been
king in the Butte-Silver Bow area. In this
region of the country accustomed to boom-
and-bust economic cycles, the seemingly
irreversible decline of copper and related
industries in recent years has presented
conditions approximating economic disas-
ter. The nadir of this decline was reached
on July 1, 1983, when, six months after
announcing its decision to close, the Ana-
conda Minerals Company suspended all
copper mining activities in Butte-Silver
Bow.

Added to other copper plant closings,
which had begun around 1980, the Ana-

conda Mineral Company shutdowr, put
more than 2,500 copper workers out of
jobs. With "ripple" effects in the local
economy caused by the closing, the job-
less figure increased to more than 2,700
a number equivalent to 7.1 percent of the
population. These losses placed the Butte-
Silver Bow unemployment rate at roughly
10 percent.

Organisational Involvement and
Funding

In response to the growing complexity of
human and community problems emanat-
ing from the plant closings, the Chief Exec-
utive of the city/county government, Don-
ald R. Peoples, launched an economic
development plan in 1983 which involved
the Anaconda Mineral Company and other
local companies, organized labor and 3
number of public agencies. Though lacking
financial resources to contribute to the
plan's implementation, the local govern-
ment has served as the catalyst for mobiliz-
ing local outside resources and cocrdinat-
ing activities. Joining in the efforts are the
State Department of Labor, the Office of
Public Instruction, and the State Vocational
Education Program, as well as the Dutte
Job Service and the Butte Vocational Tech
Center.

Funding for the three training initia-
tives has come from JTPA Title III funds--- -
specifically, the DOL Secretary's Dis-
cretionary Fund, and the State or Montana
Vocational Education Program. In-kind
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contributions have come from Anaconda
Mineral Company, other local businesses
and the Montana Power Company, as well
as from the operating engineers', machin-
ists aria boilermakers', and electricians'
unions and the Butte-Silver Bow Govern-
ment. The table below summarizes all
funding and sources of any kind of assis-
tai ice:

Program Re3ources
Funding for the Operating Engineers Pro-
gram

Cash

Department of Labor

to -Kind Match

$ 85,434

Anaconda Minerals Company $ 813,982
Provided equipment, 2 in-
structors, 1 supervisor and
training site

Butte-Silver Bow Local Gov-
ernment
Provided 2 instructors, equip-
ment, paving materials, on-
site training at stational, as-
phalt recycling plant

Total

$ 134,082

948,064

Craft Skills Enhancement for Machinists &
Boilermakers

Cash

Department of Labor $ 68,296

State Education OfficeVo-
cational Educational Devel-
opment

In-Kind Contribution

Anaconda/Arco
Includes machine shop and
equipment
1 supervis^r, utilities, safety
training and parts for diesel
program

Total

$ 56,625

$5,115,000

$5,239,921

ElectricianInstrumentation Technician

Cash

Department of Labor

Education Office Vocational -
Education

In-Kind Contributions
Anaconda/Arco, Montana
Power Company, Mountain
States Energy
includes instructors, super-
visor, equipment, orientation
and training.

$ 59,007

$ 13,427

$ 100,000

Total $ 172,434
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Characteristics of the
Target Population

Indicative of the impact of a major industry
shutdown on a small community, 95 per-
cent of thA target population had been em-
ployed by the Anaconda Minerals Com-
pany prior to July 1983. Characteristics of
the population include: P' percent males,
5.4 percent minority group members anu
80 percent economically disadvantaged. In
addition to the years of stable working
experience which many of Butte's di_'-:
t.atad workers possess, a majority have
high school diplomas (though eighth grade
or lower levels of education are clan
present within the population).

Key Elements

The efforts of Butte-Silver Bow community
on behalf of its dislocated worker popula-
tion have come in he form of three Skill
Enhancement Programs, the first two of
which are currently operating, with the third
beginning in the Fall of 1985. In designing
each program, emphasis was placed on
building upon the skills which workers
already possess. Program planning ses-
sions involving labor organizations, Ana-
conda Minerals Company and local offi-
cials have focused on identifying the skilled
labor needs of local industries, including
thos3 which might facilitate resumption of
the copper company's operations. The eli-
gibility of participants for all programs was
determined according to JTPA Title III cri-
teria.

The Operating Engineers Program
The first of the three Skill Enhancement
Programs was initiated in the Spring of
1984 and served 34 operating engineers.
Limitations in the skills of these workers,
who had been employed by the Anaconda

Minera's Company, were identified by the
local Operating Engineers Union (#375).
Having operated only cne type of mining
industry equipment, these workers were ill-
suited to compete for jobs in the general
coneuction industry.

A four-month program was designed
to train the 34 porticipants in the operation
of seven pieces of commonly used, heavy
construction equipment. The basics of
slope-staking and grade reading were also
taught, as well as the use of cutt;ng torches
-. -._ other tools. To facilitat' trailing for
this program, both Anew ida Minerals
Company and the Butte-Silver Bow Gov-
ernment provided equipmant and facilities,
while the company also contributed the
time and expertise of skill instructors.
JTPA Title I i Discretionary Funds were
used to pay iior additional instructors, train-
ing costs ano supplies, supportive ser-
vices, and training completion rewards.

The Machinists and Boilermakers
Program
A second progran. to enhance workers'
skills was launched ii' April 1985 for 40
machinists and boiler nakers. As in the
cage of the operatint engineers, these
workers had acquired only limited skills
through their copper industry jobs and
were in need of upgrading.

A six-month program was designed
for this group, focusing on skill attainment
in machine tool operations, welding and
diesel mechanics. As in the first program,
Anaconda Mineral Company made avail-
aUle for the training its machine shops and
equipment.

The Program For Electricians
A program to train 1.: electricians in the
fundamentals of instrumentation and con-
trol, electronic systems and equipment and
pneumatic systems and equipment will be-
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gin in the Fall of 1985. This third dislocated
worker initiative has been designed as a
six-month course, and is intended to up-
grade the skills and versatility of un-
employed electricians. Resources for the
program will come from JTPA and state
Education Office funds, as well as in-Kind
contributions, including technical assis-
tance, from the Montana Power Company,
Mountain State Energy Company and Ana-
conda Minerals Company which nas per-
haps the most extensive facilities in the
entire Northwest U.S. Also to be provided
are instructors, parts for the diesel training
component, and a training course in safety
procedures. Funds for additional instruc-
tors came from the State Education Office,
with JTPA funds covering supplies, insur-
ance, needs-based payments and sup-
portive services.

Results

Seventy-four percent of participants in the
first Skill Enhancement Program, for op-
erating engineers, were placed in jobs
within ninety days of completing training.
Of this 74 percent, 68 percent were placed
with private industry employers. Only 1
program participant withdrew. While en-
rollees in the Machinists and Boilermakers
Program are nearing completion of their
training and the Electricians program is just
beginning as of this writing, the results of

the Operating Engineers Program offer the
promise of success for these programs as
well. A contributing factor to the enthusi-
asm for and success of that program is the
close cooperation between the unions, An-
aconda Minerals Company and local gov-
ernment agencies in the design and imple-
mentation of the traiaing. Another is the
cooperative spirit which existed among the
workers themselves, exemplified in part by
the participation of many workers as in-
structors in the training programs

In contrast with the dislocated worker
initiatives of other communities, the Butte-
Silver Bow Skill Enhancement Programs
have evolved without the establishment of
a separate entity to plan and operate the
programs. Rather, individually-desiyold
and tailored training programs have been
developed and targeted to specific seg-
ments of the workforce. The common con-
cern and active partnership of the local
governme..., organized labor and area in-
dustries are Mu key ingredients to this
SUCCESS story.

For More Information, Contact:

Donald R. Peoples, Chief Executive
Butte-Silver Bow
155 W. Granite Street
Butte, Montana 59701
(406) 723-8262
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COMMON CONCERNS,
COOPERATIVE SOLUTIONS

A TALE OF TWO CITIES
Eugene and Springfield, Oregon

With a county community college serving
as the Iczus for training and reemployment
assistance, two Oregon cities and sur-
rounding areas are addressing the prob-
lems of worker dislocation brought on by
decnrie/downturns in the region's domi-
nant industry. Emphasizing the potential
opportunities created by dislocation, the
Lane Community College Dislocated
Worker Program employs a holistic philos-
ophy of linking career and life planning in
its approach to reerioloyment rather than
mere job search. At the heart of the Pro-
gram is a flexible, customized approach to
retraining tailored to emerging areas of
occupational demand. For its efforts, the
Program achieved an enviable placement
rate of 87 percent in its first program year.

Background

Lane County, Oregon, encompassing the
cities of Eugene and Springfield, has long
been dependent on the lumber and wood
products industry as the major source of
employment and revenues. While the two
cities serve also as centers of education,
trade and services for the region, the eco-
nomic dominance of the timber industry
has been painfully asserted in recent years
by job losses associated with the indus-
try's decline.

Severe impacts were felt in the region
due to the recession of 1980-82, during
which unemployment in Lane County
reached 12.5 percent, the highest on rec-
ord for the county. Even as recovery from
the recession was being declared nation-
ally in 1983-84, the area's unemployment

rate remained at least two percentage
points above the national average. Be-
tween 1979-1982, nearly 4,000 jobs in the
lumber and wood products industries dis-
appeared. During the latter part of 1984
and early 1985, an additional 1,000 timber
jobs were lost. The "ripple" effect of tim-
ber's decline has been felt throughout the
area's economy, including at the county
government level where one-third of the
county's workforce has been laid off.

Organizational involvement and
Funding

Lane County's Dislocated Worker Program
is a collaborative effort, operated by its
community college in conjunction with the
Eugene and Springfield JTPA Service de-
livery areasthe two SDA's have recently
merged to create a single, joint entityand
two offices of the Oregon State Employ-
ment Service. The community college op-
erates the program according to the terms
of a performance-based contract drawn up
by the area's Private Industry Council.

Program policies and overall direction
are determined by an Advisory Task Force
made up of representatives from the col-
lege, the SDA and the State Employment
service, with additional business, labor
and community-based representation
drawn from the PIC. In providing strong
support for the Program, the governmental
units of Lane County, and the cities of
Eugene and Springfield have focused on
developing contacts with their respective
business communities and on linking the
Program to overall economic development
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plans. Reflecting the views of his col-
leagues in Eugene and the tr:Nmty, Mayor
John Lively of Springfield ' :one de 3 the
responsibilities of the I. -at officials in-
volved to be those of resource brokers and
overseers of the Program's performance.
In view of the successs ? of the Dislocated
Worker Program to date, no oryrational
role for the local government has been
comuered necessary.

Funding for Lane Community College
Program has come from both formula Title
ill funds and national discretionary Title III
funds under JTPA. For the 1984 program
year, the dual-community initiative re-
ceived $350,000 in formula k nds and
$500,000 in discretionary funds. The
matching share requirement for the use of
Title III funds has been partially offset by
the amount of the program's performance
which exceeds the terms of the perfor-
menee contractan innovative approach
to the matching requirements. Other in-
Kind contributions have come from area
businesses, mainly in the form of materials,
equipment and/or facilities. One example
of this was the contribution of $5,000 by a

local software company toward a dental
office management training program. The
program is currently funded at $100,000,
due primarily to its initial success.

Characteristics of the
Target Population

The widespread effects of downturns in
the timber industries are also reflected in
the makeup of the Program's target popu-
lation. While sizable layoffs have occurred
in two of the area's largest employers,
Weyerhauser and Champion International,
the ranks of dislocated workers have swol-
len from layoffs in small, and medium-
sized companies of different types as well.
Thus, the population of dislocated workers

reflects a diverse mix of young and old,
blue collar and white collar, and highly
s; died and unskilled individuals.

In addition to its diversity, the target
population presents some unique chal-
lenges to the architects of the Dislocated
Worker Program. These challenges, owing
to characteristics of the population and the
area's economy, derive from: (1) a strong
work ethic and suspicion of government
handouts on the part of Oregonians; (2) an
urgent need to re-enter the labor force
quickly in order to maintain traditionally
stable incomes; (3) the realization that
many workers will have to make major
career shift; and (4) the lack of opportuni-
ties for extensive, long-term retraining.

Key Klement*

The Lane Community College Program is a
multifaceted dislocated worker initiative,
combining assistance for self-directed lob
search with skill upgrading and customized
training. Confidence building, positive atti-
tude counseling and a holistic life-career
planning approach complement the job
search and training components. Key ele-
ments of the Program are:

Recruitment and Certification
These functions are performed by the Ore-
gon State Employment Service through the
work of three loaned employment service
specialists. This arrangement has enabled
the Program to access a networP. of em-
ployment service information on growth
occupations and company-specific oppor-
tunities.

Assessment
Following certification by the state Employ-
ment Service, participants are referred to
Lane Community College for assessment
and &termination of service needs. A
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computerized occupational assessment
system is used to ascertain career/life in-
terests and employability, after which a
training plan is developed if needed.

Job Search Assistance
All program participants take part in an
extensive job search workshop which runs
for up to eight full days. In groups of fifteen
to twenty persons, participants play active
roles, making presentations and conduct-
ing research needed for identifying job
possibilities. Through these workshops,
which lead to the formation of job clubs,
participants gain valuable knowledge
about career/life planningas opposed to
basic job huntingand emerge from the
workshops with a strong sense of support
'And camaraderie.

Training Services
UpwacEng training in both basic and spe-
cialized skill areas is available through the
Community College; approximately 60 per-
cent of the F,Itgram's participants enroll in
one form or the other. Training has been
offered in such fields as word processing
and micro-computers and sales tech-
niques.

An important feature of the Program is
its outreach to local employers in order to
identify in-demand occupations. Based on
identified needs, innovative, customized
training programs are then designed and
implemented. Among the customized pro-
grams which have been conducted are: the
dental office management course, a six-
month program in electro-mechanical
maintenance, ophthalmological assistant
training in conjunction with a pioneering
laser surgery company, and a mini-course
in outside industrial sales. About one-third
of the training k ec ipien ts are placed
through OJT contracts with employers.

Placement
Two full-time Er lloyment/Marketing Spe-
cialists work to place participants and cre-
ate visibility for the Program through pre-
sentations to community and business
groups. Visibility is also gained through
newspaper ads, public service announce-
ments, community employment forums,
andbeginning in March of 1985a pro-
gram newsletter published for participants
and prospective employers. The Employ-
ment/Marketing Specialists also maintain
close contact with area economic develop-
ment agencies.

Entrepreneurial Assistance
A distinctive feature of the Dislocated
Worker Program is its tie to the area's
Business Assistance Center which is also
affiliated with the community college.
Through this tie, program participants who
wish to enter business for themselves are
given a full range of orientation in market-
ing, taxes, business accounting and busi-
ness plan preparation. The Program also
provides up to $500 to assist with business
start-up costs. Thus far, 7 participants
have started businesses ranging from
housecleaning services to landscaping to
business consulting.

Results

In its first year of operations, 1983, the
Lane Community College Dislocated
Worker Program placed 130 of 150 partici-
pants-87 percentin jobs. In 1984, the
Program served 400 persons, 225 of whom
have found employment in various occupa-
tions. The continued success of the Pro-
gram is credited to its flexibility, its perfor-
mance-driven contractual basis and to its
positive holistic philosophy toward the po-
tential for finding satisfying career/life
opportunities.
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For Moro !nformation Contact:

Nan Poppe, Program Coordinator
Lane Community College Dislocated

Worker Program
4000 East 30th Avenue
Eugene, Oregon 97405
(503) 726-2223
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