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PREFACE

The Manpower Development and Training Act of 1962 authorized experi-
mental and demonstration projects to test new ideas for helping seriously dis-
advantaged people to become workers. A limited number of such projects were
conducted in the next few years. The results were so encouraging that in 1965
the MDTA was amended to provide specific authority and financing to carry out
a larger program.

Projects for young people—testing new approaches to getting them off the
unemployment rolls and into worthwhile jobs—have always been given high
priority. Many of the techniques developed in these projects have been incor-
porated into ongoing programs. Others not given widespread publicity have had
less spinoff.- And some techniques that have been tried have been judged failures.

In order to disseminate as widely as possible the successes and the limita-
tions of the innovative approaches to youth employment, in 1967 William Miren-
goff, at that time Deputy Director of the Manpower Administration’s Office of
Manpower Policy, Evaluation, and Research and now Acting Director of the Job
Corps, instituted “Operation Retrieval.”

1 This exercise gathered together the reports, files, and written records of 55
E&D youth projects conducted under the MDTA, and organized the experiences
and results under eight major headings. As the next step in the operation, con-
sulants—experts in the individual areas under scrutiny—studied the records,
visited project sites, and submitted analytical reports. These reports are presented
in Breakthrough for Disadvantaged Youth.
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introduction

Since the enactment of the Manpov{er
Development and Training Act in 1962, a series
of small currents, cutting new channels and
probing new ground, have paralleled the flow
of the mainstream: training programs.

It is with these experimental and demon-
stration probings that this volume is conceme.d.
It is an attempt to retrieve, evaluate, and dis-
seminate the experience of 55 early (1963-66)
E&D projects which were Qesigned to reach
and provide manpower services to yout.h for
whom the conveniional approaches, techniques,
and personnel seemed inadeqqa-te.

Hopefully, the identiﬁcatxox.l of successful
concepts, procedures, and organizational forms
—as well as of shortcomings and false steps—
will enable those who are tackling similar prob-
lems to take advantage of what has been de-

d and found helpful. .
velopéight, basic areas of a comprehensive tra.m-
ing system—from intake through. counseh.ng
and basic education; from occupational train-
ing to job development and placement—were

N i
et

considered in evaluating the projects.

For each of these program components, as
well as for research, community relations, and
the use of nonprofessionals, ¢ writer was
selected who had a significant background in
the field—particularly in relation to the prob-
lems of disadvantaged youth. The task of these
authors was: (1) To scrutinize the E&D
materials, with particular reference to their
special areas; (2) to retrieve the experiences;
(3) to evaluate the programs, bringing to bear
their own background and expertise; (4) to
identify those experiences which might be repli-
cated; and finally (5) to suggest alternative
approaches.

Each author proceeded in his own way,
but all shared several common sources’ of
information, Each had at his disposal the com-
plete files of the projects, including the periodic
and final reports. In addition, each visited the
projects most relevant to his special area which
were still operating when he began his research.

No predetermined position or format was
imposed on the authors. The variety of ap-
proaches used in the eight articles they prepared
attest to this.

The Department of Labor, for its part,
does not necessarily associate itself with the
conclusions or recommendations of the authors
—other than to acknowledge their relevance to
the problems addressed.

Although each of the articles deals with a
single, rather clearly defined subject, one
qQuestion is raised in all of them. That question
involves the basic purpose of the E&D program.
Is the major objective experimentation, or is it
providing services? Most of the authors con-
clude that, although the name was “experimen-
tation,” the game most often was “service.”

This ambivalence characterized the early
period of Manpower Development and Training
Act programs and is not, even now, completely
absent.

The MDTA program was originally con-
ceived as a tool to retrain unemployed but “job-
ready” workers who were adversely affected by
automation or other structural changes, such as
the movement of industry, shifts in consumer
demands, and resource depletion. MDTA at its
inception focused on problems associated with

2
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the existing labor force, using existing arrange-
ments,

But even during this early period, it was
recognized that the existing patterns were in-
adequate for some groups. Providing meaning-~
ful manpower services for these persons re-
quired special tailor-made approaches.

At the same time, another need was recog-
nized. This was the need for an- experimental
capability—a built-in agent for change.

Both of these objectives—service for
special groups and an instrument for innovation
—were pursued.

However, the urgencies of special service
Soon overwhelmed the importance of experi-
mental research, even though the title “experi-
mental and demonstration” still was generally
used.

This emphasis was perhaps inescapable,
given the social ferment, the newness of this
publicly supported manpower development ac-
tivity, the unmet needs of large segments of the
population, and the backgrounds of the direc-
tors of E&D projects.

However, as existing institutions, using the
experiences of E&D, became more responsive
to special group needs; as the emphasis of the
MDTA mainstream programs became increas-
ingly directed to the disadvantaged; and as
other programs specifically for the poor were
authorized, it became increasingly possible for
the E&D program to focus on more formally
structured experimentation.

It was felt that, while service is an integral
function of an E&D project, the innovations
developed and their influence on major insti-
tutions in society are, in the long run, more
important than the number of youth who re-
ceive services in a particular demonstration
project.

Even though E&D projects were keenly
service oriented, they were nonetheless experi-
mental in nature—in the sense that they were
exploratory, flexible, and innovative, They did
try new approaches without the restraints in-
herent in established agencies.

In short, the projects discussed in this vol-
ume did break through the old patterns. and
did turn up a wealth of new ideas.

It is with these breakthroughs that this
volume is concerned.
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The legal basis for these projects, during
the early MDTA period, was largely implicit.
It rested on: (1) The authority given to the
Secretary of Labor to provide “a special pro-
gram for the testing, counseling, selection, and
referral of youths . . . for occupational training
and further schooling . . .” and (2) the mandate
to carry out the responsibilities of MDTA “. . .
through the maximum utilization of all possible
sources for skill development available in indus-
try, labor, public and private education and
training institutions, . . . and other appropriate
public and private organizations and facilities.”

However, Congress in 1965 amended the
MDTA to give the Secretary of Labor explicit
authority to ‘“establish a program of experi-
mental, developmental, demonstration and pilot
projects . . . with public or private nonprofit
organizations . . . for the purpose of improving
techniques and demonstrating the effectiveness
of specialized methods in meeting the man-
power, employment, and training problems of
worker groups such as . . . disadvantaged
youth. .. ."”

This specific legislative authority strength-
ened the base of ‘the E&D program, provided
specific financial resources (which removed the
competition of E&D projects for regular pro-
gram funds), and helped lsad to improved rela-
tionships between E&D projects and regular
manpower programs.

The MDTA program proved to be only
the first of a series of new manpower programs
aimed at bringing to the center of the American
economy those who have traditionally subsisted
at its edges. In addition, long-established insti-
tutions began to redirect their efforts in order
to serve the disadvantaged better.

To programs of both kinds, the new and
the old, the breakthroughs of the E&D program
have provided valuable experiences.

Perhaps the most significant contribution
of the E&D program was to emphasize that
programs could and should be built around the
needs of individuals, rather than exclusively
around the needs of the job market. Increasing
recognition was given to the proposition that
the work environment as well as the worker
can be changed-—that institutional as well as
personal barriers must be removed. Having

chosen the client-oriented approach, the early
E&D projects then proceeded to demonstrate

that providing comprehensive supportive serv-
ices in programs for the disadvantaged was
feasible and necessary in order to reach, moti-
vate, prepare, train, place, and retain hard-core
youth. Most of the subsequent development of
major manpower programs reflected this ap-
proach. The Concentrated Employment Pro-
gram, the Job Opportunities in the Business
Sector (JOBS) Program, the Multiservice
Neighborhood Centers, and the Human Re-
sources Development concept, as well as the
trend toward a comprehensive manpower serv-
ice system—all are rooted in the emphases
nurtured by early E&D efforts.

The importance and workability of out-
reach—the realization that for significant seg-
ments of the population the mere existence of
programs is not enough to insure participation
—were amply demonstrated in most E&D proj-
ects. Alienation, lack of information, and in-
sufficient motivation must all be overcome. The
E&D projects showed that, in some instances,
this could be done by bringing the program to
the client group; in other cases the use of in-
digenous personnel proved to be the effective
link between the program and the group.

This approach was quickly adopted by the
employment service system, first in establishing
Youth Opportunity Centers and later in apply-
ing the Human Resources Development con-
cept. Today, virtually all human resources pro-
grams directed to the disadvantaged seek to
incorporate this capability.

Related to outreach is the use of non-
professionals. Many of the E&D projects experi-
mented with using indigenous people to act as
a bridge between the program and the com-

munity and to supplement the work of the
professional staff. Their contribution was not
limited to reaching out and bringing the client
group into the program. They were also used
to assist in counseling, to act as aides and
coaches, to follow up youth placed in jobs,
and in a variety of other capacities. »

Today the nonprofessional is an indispen-
sable part of the manpower program strategy.
Indeed, the New Careers Program is designed
to move poor people up the occupational ladder
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Edward M. Glase
and
Roger Wickland

Dr. Glaser is President of the Fuman
Interaction Research Institute, Los
Angeles, Calif., and founder gnd manag-
ing associate of a national firm of psy-
chological consultants to management.
He received his Ph. D. from Columbia
University, New York, N. Y.

Mr. Wickland was director of the East
Los Angeles Youth Training and Employ-
ment Project and has been a con§u‘ltant
to the VISTA program and a participant
in projects conducted by the Human
Interaction Research Institute and the
RAND Corporation. He is a dqctorgl
candidate at the University of Califomia
at Los Angeles, where he received his
master’s degree’ in psychology.
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IMPACT
ON THE
COMMUNITY

The purpose of this survey is to evaluate
the impact made on community agencies and
institutions at the local and national levels by
the experimental and demonstration (E&D)
youth projects funded by the Manpower Ad-
ministration (MA). The projects were directed
toward developing and demonstrating new
ways of meeting the employment needs of dis-
advantaged youth.

There were more than 50 such youth proj-
ects between passage of the Manpower Devel-
opment and Training Act (MDTA) in 1962,
and the time this survey was made. Fourteen of
them were visited in connection with this study.
Project directors and key staff, when available,
were interviewed and some phone calls were
made to other agencies. In the main, however,
the impact information reported here repre-
sents the collated views of E&D project direc-
tors and their staffs, and has the obvious limita-
tion of less-than-comprehensive inputs. We
believe, however, that experience reported by
directors and others from a sample of 14 im-
portant E&D projects is relevant and valuable.

For the purposes of this study we view
impact as having two major aspects: (1) The
degree to which projects secured coopera-
tion from agencies and institutions relevant to
the realization of project goals; and (2) the
degree of utilization of project findings by
other agencies and institutions.

In some areas served in the E&D projects,
cooperation from established agencies and in-
stitutions was successfully secured. In many in-
stances cooperation was the result of lengthy,
difficult negotiations which delayed project op-
erations and limited overall project effective-
ness. These problems of cooperation can be at-
tributed to three main sources: negative atti-
tudes, insufficient resources, and inadequate
planning.

In extreme cases, there were negative at-
titudes of defensiveness and hostility on the
part of the established operating agency staff

members. They saw the projects as encroach-
ing on their areas of competence and activity.
The very existence of an E&D project implied
criticism cf their efforts. They could not or
would not accept changes. Policies were in-
flexible in the hands of agency personnel. They
worked in a slow and methodical manner as
contrasted with B&D staff members who felt
a constant sense of urgency and pressure about
their goals. This clash of conilicting attitudes
hardly could facilitate quick and easy coopera-
tion,

Many agencies which would have been
delighted to cooperate in working on certain
E&D projects were unable to do so because
their resources were already stretched to the
limit by other demands. Agency staff were
unable to spare space, equipment and . ison-
nel to projects when they lacked enough for
their own needs.

Too much speed, when unadjusted to the
internal needs of the project, usually fails to
correiate with quality, developmental maturity
and efficiency of operation. Most E&D projects
were launched with great pressure to “hurry up
and get the show on the road.”

The “show” does get on the road faster
that way, and some real needs are met more
immediately. But one can expect at least a
larger-than-otherwise batch of wrinkles to ap-
pear in the process which call for subsequent
ironing out. The speed with which E&D proj-
ects got underway often precluded planning
time to pretrain and orient the staff to the proj-
ect’s own philosophy, methods, and goals, and
to establish cooperative relationship with out-
side agencies. Yet planning, training, and estab-
lishing cooperative outside relationships are
essential to optimum success of a project.

Aside from time pressures, it is our ob-
servation that many of the E&D project per-
sonnel had insufficient experience for the re-
sponsibilities they were asked to handle. It thus
became tempting and perhaps natural to pro-
ject the blame for their difficulties onto the
established agencies., If the E&D people had
displayed as much ingenuity in approaching
established agencies as they did in approaching
problum individuals, the record concerning co-
operation might well read better. If we had in-
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terviewed persons from established agencies re-
garding E&D project operations, we probably
would have recejved just as large a laundry
list of complaints.

Nonetheless, the new concepts, ap-
proaches, and techniques tested in E&D proj-
ects have to a remarkable extent found their
way into the operating practices of established
institutions as well as into the developing anti-

poverty programs. Some of these are summar-
ized below:

Outreach

The technique used by E&D projects of
Iecruiting youth in their own neighborhoods—
New York City, Mobilization for Youth
(MFY) and Police Athletic League (PAL);
New Haven, Conn., Community Progress, Inc.
(CPI), and elsewhere—has become an inte-
gral part of the Youth Opportunity Centers
(YOC’s) and numerous other antipoverty
programs.

Group Counseling

This type of counseling, including multj-
hour and multiday sessions demonstrated in
Los  Angeles—Youth Opportunities Board
(YOB) of Greater Los Angeles and Youth
Training and Employment Projects (YOB-
YTEP) in Chicago—Job Opportunities through
Better Skills (JOBS); and in other projects, is
being used widely in YOC’s and other human
development—manpower programs,

Use of Nonprofessionals

Many of the E&D projects demonstrated
the value of indigenous personnel and other
nonprofessionals jn varjous important project
roles. Nonprofessionals are now used on a large
scale in most antipoverty programs. The Bu-
reau of Employment Security (BES), Man-
power Administration, Counselor Aide Univer-
sity Summer Education (CAUSE) program
was an outgrowth of E&D experience.

Work Sample Testing

This technique was developed and demon-
strated by the Jewish Employment and Voca-

8

tional Service (JEVS) in E&D projects it spon-
sored in Philadelphija and St. T.ouis, Mo. Now,
four YOC’s in New York are subcontracting
for this service. BES has requested. funds for
work sample testing for the Philadelphia YOC
and is considering the adoption of this tech-
nique by the YOC’s on a nationwide basis.

Instructional Materials

Materials developed first by the Bedford-
Stuyvesant, New York Young Men’s Christian
Association (YMcA) project and a Depart-
ment of Labor program later were further de-
veloped by educationa] research firms, and
then were picked up by the Nationa] Automo-
Pﬂe Dealers Association for a nationwide trajn-

and by other institutions serving people with
comparable educatiop,

Postplacement Counseling

Most E&D projects found this highly use-
ful to assist project graduates in adjusting to
new jobs. Ongoing counseling was also recog-
nized to be vital to maintaining trainee motiva-
tion and handling adjustment problems dur-
ing various types of training. Many YOC’s and

other manpower programs now utilize these
techniques,

The bne-'Stop Neighborhood
Multiservice Center

Most E&D Projects found that the ready
availability of comprehensive services was nec-
essary to prepare realistically the disadvan-
taged for employment, The frequent need for
physical and menta] health services, rehabilita-
tion services, basic skills training, legal and
other services was amply demonstrated. As g
result, enabling legislation was passed and
guidelines were promulgated embodying the
multiservice neighborhood center concept, Par-
tial implementation of the concept has occurred
in the YOC’s and ip several State and local

o o~~~ o T S

e oo ey s Sl o e et

J projects it spop.

Louis, Mo, Now

3
re subcontracting

luested fundg g,
ib"adelphia YOoc
on of this e,

b the Bedforq.
Men’s Christian
and a Depal't~
vere furthep de-
rch firms, and
tiona] Automg.
it Inwide train-
Tuctiona] ;.
Project at the
Elmore, Ala,
- and probapjy
al institutions,
5 People witp

s highly use.

aiijusting to
$ also recog-
linee motjvz.
‘oblems dur-
? YOC’s and

* utilize thege

3

|1t the ready

€S was nec-
isadvan-
1t need for
rehabilita.
legal and
ited. As a
assed and
dymg the
cept. Par-

- 3 occurred
and local

3

e ‘3,,3

E RN

UL e
T PRI IR

STy RIS ”

pr

&,

LB

N T

rdiede

Bt Be o 1 £5%

s

tipoverty programs, such as at the 'San Fran-
:'.;oopOCommittce (Hunter’s Point Project.)

Crews

work’[’he concept of small, carefully supewi§eg
work'crews, with the later refinement of vamed

d graded work experience, was d.evelo;i;al
:ﬁd demonstrated by MFY, CP'I, ax.ld D:
Mayor’s Youth Employment Project 1t1]1 De-
troit (MYEP). This concegt subsequ(cln g as
been adopted by the Neighborhoo ou
Corps (NYC) in many areas.

Training, Placement, and Support
for Prison Inmates

is procedure was successfully demon-
sUateghé; fhe Lorton Youth Correctional Cer{-
ter, Lorton, Va., and the Draper E&D proj-
ects. Now, through MDTA amendmenf, cor-
rectional institutions throughout the Nation are
authorized to apply for pil.ot. program funds
to, conduct - institutional tram.mg f'or inmates,
coupled with efforts to ﬁnfl jobs in the cox.nl;
munity before the prisoner is released, a.nd W1td
followup counseling support. T'he learmng' ar;
experience from the Draper project were widely
shared through a series of conferences, the
first of which was held in Montgomery, Ala.,
May 23-25, 1967, and was attended by over
100 persons from 15 States.

Armed Forces Cooperation

The National Committee for Children and
Youth (NCCY), Washington, D.C., sponsors
of an E&D project, received referrals from
Armed Forces recruiting offices of _youth re-
jected as volunteers for military service. It was
found that disadvantaged youth, at this criti-
cal point, were more than usually an}enable
to manpower services aimed at remedying the
deficiency which rendered them unfit for the
armed services. Manpower services performed
by YOC's are being linked to Arrr}c’:d Forces
recruiting facilities in a number of cities across
the Nation.

Labor Union Participation

Although efforts to gain labor union par-
ticipation have met with mixed success in the

ojects, the experiences of the Natlpnal
iftiDtuIt: z)f Labor Egucation (NII.,?E) projects
as well as MFY, JOBS, and thc? C}tlzeqs Corp-
mittee on Youth (CCY) in Cincinnati, Ohio,
among others, clearly demonstx:ated the neces-
sity for and possibility of having close .umor;
involvement in the planning anfl operation o
training programs, particularly in the appren-
ticeship area. The NILE—de.velc?ped training
programs, involving both institutional and on-
the-job training, were union-sponsored and .de-
signed to enable trainees to meet app_rentlcclz-
ship requirements. This approach, while onz
partially successful, appears to hold ‘muc
promise if the lessons learned are applied in
the future.

Employer Involvement

E&D projects in St. Louis, thcago, De-
troit, and New York City were particularly suc-
cessful in securing job openings from major
employers. Yob development staff members fcrlom
these projects could be proﬁtab!y employed as
consultants to other E&D projects z?nd tq a
wide variety of antipoverty programs mvolvmg
job development. As consultants tht?y coul
communicate their insights and experiences to
good effect in this difficult area.

Urban Redevelopment

The Urban: Conservation project in Cin-
cinnati demonstrated that disadva..ntaged youfh
could gain valuable work experience, anq clln
some cases preapprentice training, 1}1.the build-
ing trades while helping to. rehabilitate dete-
riorated homes under union journeyman super-
vision. There is widespread interest in this
model, and in a number of cities efforts are
being made to adopt it. The U.S. Departmen;
of Labor (USDL) and the U.S. Departmexlllt o
Housing and Urban Develo.pment (HUD) 211ve
been collaborating in th1§ area to develop
models which can be utilized in other com-
munities.

In addition to the foregoing categories of
impact (cooperation and utilization), E&D
projects have contributed to a number of posi-
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tive legislative and institutional changes. For
example:

—Amendments to the Economic Opportu-
nity Act (EOA) extended work experience
to adults, where before it was confined to
NYC enrollees,

~—Through outcomes of experience with ear-
lier projects it was determined that eligi-
bility for training allowances should be
broadened and that training allowances
should be increased.

—The Federal Government has created new
job categories and made changes in civil
service regulations to broaden opportuni-
ties for disadvantaged persons.

—MDTA has been amended since 1962
(drawing in many cases on E&D experi-
ence) to provide a special program for
the testing, counseling, selection, and re-
ferral of disadvantaged youth 16 years or
older for occupational training and fur-
ther schooling, and a similar referral pro-
gram, when necessary, for persons 45
years or older and for others in need of
basic education, communications and em-
ployment skills to render them employ-
able. In addition, there is now provision

for appropriate physical examinations,
medical treatment and prostheses up to
$100 per person. The amendments further
provide an experimental program for part-
time training of persons, including em-
ployed, to meet skill shortages where they
exist in given areas or occupations. Bene-
ficiaries under State plans for payment
under Social Security Act programs re-
ceive a special type of payment for ex-
penses and incentive in lieu of training
allowances and these amounts are not
counted as income in determining amounts
to be paid such beneficiaries. Provision
has been made (up to June 30, 1969) to
develop and carry out E&D programs of
training and education for persons in cor-
rectional institutions in order for them to
obtain employment upon release.

—Perhaps the major institutional outcomes
of the E&D projects, at least within the
Labor Department programs, have been
the establishment of YOC’s and the Hu-
man Resources Development (HRD) Cen-
ters. The latter extend to hard-to-place
adults the same kind of assistance now

provided primarily to youth through the
YOC:s,

HOW TO IMPLEMENT IMPACT

® Increase program staff of the funding agency
to facilitate closer and more frequent con-,
tact with projects, including quicker response
to requests from projects. .

® Build utilization plans, including budget and
staffing provision, into project proposals.

® Begin evaluation or followup studies early
enough during the project’s life so that proj-
ects may benefit from ongoing feedback and
the evaluation may profit from early data
collection capability and contact with proj-
ect staff and experiences which often are un-
available during the later stages of a project.

® Involve individuals from both potential users
and cooperating agencies and institutions in
the planning, operation, and evaluation of
E&D projects. Also involve key staff from
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agencies in related fields as consultants,

Give new E&D projects sufficient lead time
to contact and carefully inform and involve
relevant local community agencies and in-
stitutions regarding project aims and gen-
eral approach or means for achieving them.

Conduct specialized group “sensitivity train-
ing” sessions, including E&D project staff
from cooperating community agencies.
Conduct regional conference sessions where
projects can share experiences with each
other and with funding agencies.

Plan and fund more utilization projects ‘in
which key E&D staff from successful proj-
ects act as trainers and .“innovation cata-
lysts” in regular programs.

Utilize E&D experienced personnel to de-
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velop project staff training programs in the
area of job development—in relation to both
unions and employers. Reduced job-find-
ing caseloads, or increased staff, may be
necessary to permit real job development.

Develop closer liaison between MA and the
U.S, Office of Education (OE) to stimulate
State and local vocational educators to de-
velop new knowledge and increase the use
of existing knowledge to make MDTA in-
structional and basic communication skills
training much more appropriate to the
needs of the disadvantaged. Currently, E&D
projects have insufficient authority to press
effectively for improvements in special teach-
ing skills and training curriculums.

Provide E&D staff and other experts in a
consultant role to help YOC’s and other
antipoverty programs implement techniques
spelled out in their own E&D-influenced
guidelines.

Institute career service awards, or a sabbati-
cal time period {6 months to 1 year)—no
more often than every 4 years nor less than
7 years—for all key professional and admin-
istrative staff who are judged capable of
thereby making a significant contribation to
MA, the Government, and their own de-
velopment.

Provide inservice training for MA profes-
sional program staff aad research people in
report writing and editing.

Refrain from funding any project, no mat-
ter how needed or valuable the service it
proposes to perform, until the E&D and
service design has been coupled with some
appropriate means—control ~groups, or
before/after measures, video-tape record-
ings, or whatever may be appropriate to
the given situation and type of project—for
measuring efficacy of the different parts of
the service to be offered and of the total in-
tervention effort.

Support studies of the dynamics of unusu-
ally successful projects as soon as it appears
evident that a breakthrough or major ad-
vance of some kind is being achieved. By
“dynamics” we mean the living elements of

what the people involved did to achieve the
seemingly unusual results, not just the out-
come statistics or summaries of procedures
and forms. Video-tape recordings, partici-
pant-observer case study reports, recorded
interviews with those involved (E&D proj-
ect staff, clients, other agencies, etc.) may
be appropriate for this purpose.

¢ Collate, publish and keep up to date the val-
uable learnings, successful procedures and
techniques from E&D projects in clear, con-
cise, easily-usable state-of-the-art reports, so
that other workers tackling similar prob-
lems can take advantage of what already
has been developed and found clearly help-
ful.

On an overall basis, E&D project impact
has been very significant. In addition to the
outcomes that have been summarized, a num-
ber of E&D projects have been spun off to be-
come components of Community Action Pro-
grams (CAP), and others have continued on a
regular basis with BES or Bureau of Appren-
ticeship. and Training (BAT) funding. The
Hunter’s Point project became a YOC =nd it
is likely that the Neighborhood House (NH)
project, in North Richmond, Calif., where State
Employment Service (ES) personnel are in the
same building with the E&D project staff, will
soon come under permanent ES auspices.

Negative findings also have been of value.
While many projects were unsuccessful in rela-
tion to their stated objectives, and in too many
projects, competent evaluation of intervention
outcomes was almost impossible because faulty
research design would not permit assessment
of relative efficacy, some valuable lessons were
learned about how not to proceed. For ex-
ample, the failure of normal communication
media to be effective in outreach efforts; the
inapplicability of standard educational achieve-
ment and aptitude measures, such as the U.S.
Employment Service (USES) General Aptitude
Test Battery (GATB); the inadequacy of avail-
able basic education materials for persons with
low reading ability at the time the E&D programs
got started; the inability of the indigenous non-
professionals to perform all tasks in the role
of aides—all led to a creative thrust for the
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re.sentatives of potential user agencies and in-
stitutions.

Interviews with project staff were semi-
§tructured. The nature of the present study
was described and the project staff member
encouraged spontaneously to relate examples
of success or failure of impact, and reasons for
them, together with his perceptions of the
methods used in each area. Then, he was
asked to discuss project impact, actual and
potential, in terms of specific natjonal, State
gnd local levels. On the national level, par-
ticular attention was given to impact on’ Fed-
eral legislation; policies and operations of the
l?epartments of Labor, Defense, HEW (espe-
cially, OE), the Civil Service Commission
(C$C), and the Office of Economic Oppor-
tunity (OEQ). Impact on nationwide employ-
ers and unions was also explored. At the
State level, impact on legislation, and the State

FINDINGS OF SURVEY

o These findings are an evaluation of the
Impact that E&D youth projects appear to
haye made on community agencies, public and
private, at the local and national levels,

NATIONAL LEVEL
PUBLIC SECTOR

Department of Labor

Ex.periences of E&D youth projects have
h.ad major impact on the conception and plan-
ning of, and the guidelines and procedures for
YOC’s. While these youth centers are op-
era.lted by ES offices, BES has established the
guidelines for their organization and operation.
The overall concept of providing intensive
manpower  services to disadvantaged youth
near their places of residence was implemented
on a major scale for the first time in the E&D
projects. It was successfully demonstrated that
this :s.!.}:')proach could be effective in reaching
recrusting, training and placing disadvantaged’
youth,

The value and necessity of intensified on-

departments of employment, education, cort |

rections, and rehabilitation were discussed. Af
.the local level, explorations were made of the
lmpact on private youth-serving agencies, local
ES oﬂic?s and YOC’s, public schools, local
labqr unions, employers, welfare agencies, cor-
rection institutions, and the courts. The local
community action “poverty programs,” par-
ticularly those focusing on youth and man-
bower, were discussed as a major area of po-
tential impact,

' Following the site visits, interview ma-
terial was carefully reviewed and collated with
the project reports, and other available docu-
menps.' The authors’ aim was to seek evidence
regarding impact on agencies and institutions
that might be expected to benefit from what
was done and learned by the E&D projects
.(See the following section for findings from.
interviews conducted. )

going counseling services to the disadvantaged
was amply demonstrated, Similarly, group
coqnseh’ng, with its advantages of peer inter-
action and more effective use of professional
counseling manpower, was given wide try-out
in the E&D projects and has since become a
:;zs;)}ggg" well-established technique within

. In job development, E&D experience
pointed up the necessity for a more client-
centered approach. Traditional reliance on

meeting the primary needs of employers re-
sulted in a paucity of jobs for disadvantaged
youth. A more comprehensive approach is
based on a realistic assessment of the needs
and qualifications of ihese young people fol-
lowed b.y an attempt to find or develop jobs
appropriate to the youth rather than the prior
fOCl:lS on finding youth appropriate to the jobs
available. This B&D concept is now seen in the
recent HRD program, which extends the same
chf:nt-oriented approach to adults and is re-
quired to be set up by every State ES.

HRD will provide: (1) Neighborhood
outreach through mobile teams of ES person-
nel; (2) employability services which shall in-
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clude interviewing, counseling, testing, refer-
ral, placement and followup. Employability for
the individual will be enhanced by the provi-
sion of services developed and offered coop-
eratively with community and organizational
resources for education, health, rehabilitation,
housing, legal aid, child care services. Any in-
dividual who is reached and served in this pro-
gram may be referred to employment at any
point in the process when he is ready for it, in
line with his training and abilities. HRD pro-
grams have been initiated on an experimental
and demonstration basis in Chicago, Houston,
Los Angeles, St. Louis and Rochester. ES
agencies are being encouraged to carry out
this program through existing local employ-
ment service offices, including use of space
in YOC’s.

E&D experience further showed that a
large number of out-of-school, out-of-work
youth were unqualified for almost any job—
pointing up the need for training programs
which would meet their actual level of quali-
fication and work readiness, and develop their
attitudes and skills to meet the requirements for
entry-level jobs. The prior approach to training
had been and, in too many cases, remains, the
exclusion of all youth who could not meet train-
ing requirements and norms established on the
basis of qualifications of other, nondisadvan-
taged populations. Discovery that the mezjority
of disadvantaged youth were not ready for job-
training programs led to the realization that
both supervised and sheltered work experience,
and basic communication skills and employ-
ability training, both alone and in combination
with skill training, were urgently needed be-
fore youth could participate productively in
more formal occupational training or could
perform adequately in entry-level occupations
once jobs were secured.

It was apparent that communication skills
and other pre-vocational training should not
be invariably linked to institutional or OJT.
Some youth require all services; others require
only certain types or levels of training. Amend-
ments to MDTA incorporated this E&D-
derived knowledge. E&D experience further
taught that comprehensive health services, in-
cluding medical, dental, optometric, and psy-

chiatric, needed to bte readily available to dis-
advantaged youth if their trainability and
employability were not to be severly handi-
capped. These E&D experiences can be di-
rectly linked to legislative amendments to the
MDTA which- established programs for com-
munication skills and health services.

E&D project results proved that staffing
patterns could profitably include nonprofes-
sionals from the affected community who could
assist in reaching and involving disadvantaged
youth and the community at large in man-
power programs. The BES project CAUSE
adopted the E&D pattern of using counselor
aides to bridge the gap between counselor and
client when the former was in short supply.

The aforementioned services must be co-
ordinated carefully and made readily available
if dropouts and lack of followthrough on refer-
rals are to be avoided. Ideally, these compre-
hensive services should be housed together or
as close as possible. This concept of coordina-
tion and ready availability of services falls
far short of both the universal and the ideal
in application and execution. A strong begin-
ning has been made, witness the YOC’s and
Neighborhood Employment Centers of the
CAP of OEO.

OJT programs constituted a major point
of contact between E&D projects and BAT.
Initially, coordination and cooperation in the
development and funding of OJT contracts suf-
fered from a lack of clear policy guidelines and
contract instructions. Considerable damage
was done to relationships betwecn projects and
potential trainer-employers, since the latter felt
that the paperwork required in both contract
approval and payment often were delayed se-
riously. Further complicating the problem,
many local BAT staff members were less than
enthusiastic about on-the-job training, or
adopted a “business as usual” attitude more
characteristic of slow-moving bureaucracies
than of action programs. This resulted in fric-
tion and weakening of already tenuous com-
munication.

Closer communication between funding
agencies at the Washington level, and better
communication between these agencies and the
projects’ field representatives, recpectively,
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could have materially eased and speeded the
implementation and impact of the OJT pro-
gram. Subsequently, progress was made in
communication and coordination, resulting in
increased OJT effectiveness.

Project staffs were generally satisfied with
BAT Washington personnel but found some
local BAT representatives uninformed and un-
enthusiastic about E&D project efforts to in-
volve disadvantaged youth in apprenticeship
programs. In many instances BAT staff re-
portedly found various reasons why involve-
ment wasn’t possible rather than making seri-
ous attempts to ease long-standing barriers.
These examples serve to highlight the cost
of inadequate intradepartmental coordination
and commitment to departmental goals and
policies.

The projects reported that the relation-
ship with their funding agency has been ex-
cellent despite certain unfavorable circum-
stances. Particularly praised were the project
officers who unstintingly facilitated the opera-
tion of the E&D projects. From the projects’
viewpoint, funding agency program officers
were burdened with monitoring and supervis-
ing too many projects and, coupled with addi-
tional duties, this affected overall efficiency.
Manifest at the project level was difficulty in
getting prompt attention to requests for con-
tract modifications to meet changing or newly
perceived project needs. Perhaps more serious
was the delay and uncertainty in renegotia-
tion of contracts.

This materially affected the perceived job
security of project staff members, which was
not too good at best, and had a consequent
effect on morale. Many projects were forced
to  operate on a week-to-week or month-to-
month basis pending refunding. This uncer-
tainty affected the nature and extent of proj-
ect commitments to both trainees and coop-
erating agencies, such as schools, employers,
and training programs. Shortages of E&D pro-
gram officers and uncertainties over sustained
funding support still persist as bothersome
problems.

MA helped achieve an early legislative
change in the MDTA which broadened avail-
ability of training allowances to cover par-
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ticipation in more training activities and re-
lated services. The period during which train-
ing allowances ‘can be paid has been extended
from 1 to 2 years, and the amount increased
for certain categories of individuals. Transpor-
tation expenses are now provided to cover the
cost of commuting to and from training sites.
Group and individual trainee referrals to pri-
vate educational and training facilities have
been provided for, and facility use encouraged
through modifying restrictions. One MDTA
amendment provided for the funding of vitally
needed pre-training medical examinations and
timited health services.

Prevocational communications and job-
skills training not necessarily linked together
are now available under the Act. Institutional
training paid for by regular training funds can
now be provided for prison inmates under
MDTA. Bonding services for training program
graduates are now available through an experi-
mental project in 15 cities across the Nation.
These amendments corresponded directly to
needs uncovered by E&D projects.

E&D youth projects have amply demon-
strated the need for and feasibility of provid-
ing supervised, somewhat sheltered work ex-
perience for disadvantaged youth and the NYC
is providing the paid work experience on a
nationwide scale. E&D projects, notably MFY
in New York City, were among the first to
develop and test the work-crew concept so
basic to the operations of the NYC. Further
E&D refinements combined actual work ex-
perience with counseling and basic education
training as part of the overall work program,
and these are now being incorporated in regu-
lar NYC operations. Other refinements sug-
gested by Detroit’s E&D project experiences in-
clude the development of rotation of trainees
through various work sites providing increas-
ingly rigorous demands for performance.

This “graded work experience” provides
variety of work experience and levels of abil-
ity and sophistication demanded to suit the
needs of individual trainees at various stages
of their development and learning. The E&D
projects discovered that to be successful, work
experience must be meaningful and productive.
“Make work” types of activities tended to re-
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duce rather than to increase trainee morale
and motivation. The need for careful selection
of youth supervisors was also demonstrated.
Supervisors need to be sensitively aware of the
attitudes, needs, and values of the trainees, if
the objectives of work experience are to be
met. A lack of awareness in this area leads to
misunderstanding and conflict with the youth
the ultimate loser. In some areas NYC profited
from these E&D findings; in others, these les-
sons were learned through painful experience.

Department of Health, Education,
and Welfare

E&D project impact .on HEW has been
difficult to measure. Project reports and inter-
views with MA and project staff members in-
dicate relatively little direct contact between
the projects and HEW.

The lack of impact of E&D experience on
OE was due partly to the absence of direct
communication and the inadequacy of such
communication as existed.

Perhaps it also was partly a function of
failure to involve OE and local level educa-
tional institutions in the co-architectural sup-
port or sponsorship of those projects calling
for a large education component. The estab-
lishment of the Interagency Project Review
Committee (IPRC) has greatly improved this
situation. Since established educational institu-
tions at the local level are nearly immune to
major impact from E&D, or indeed many other
types of local projects, the need for ready and
direct communication between the projects and
responsible agencies at the Federal level is es-
sential before it is likely to sift down to the
local level. When the communication and the
will to collaborate are weak, not only does
impact fail in terms of instituting progressive
and meaningful changes in the policies and
operations of established institutions, but even
the operations of the E&D projects may be re-
tarded and eventual success limited.

E&D projects clearly demonstrated the
need for closely coordinated, readily available
public and mental health services for disad-
vantaged youth. The increasing availability of
neighborhood-based community public and

mental health services are certainly a begin-
ning toward meeting these needs, and Federal
aid to the States for these services derive in
part from impact at the national level.

Office of Economic Opportunity

In a very real sense, the E&D youth proj-
ects served as viable precursors to programs
now being carried out on a broad scale under
the EOA. At both national and local levels, the
innovations, experiences, and findings of the
E&D projects were reflected in the design and
operation of vastly expanded and increasingly
comprehensive new programs. Staff members
from the E&D projects formed trained and ex-
perienced cadres utilized at the policy-making,
planning, and operational levels of the large
scale antipoverty programs which began in
1964.

The one-stop, neighborhood-based, multi-
service center, a concept now commonplace in
the war on poverty, found its first clear suc-
cessful demonstration in the experiences of the
E&D projects.

The successful utilization of nonprofes-
sional volunteers in varied aspects of the E&D
projects was embodied in many of the roles
undertaken by volunteers in VISTA, the do-
mestic version of the Peace Corps.

The Job Corps fulfills a need discovered
and demonstrated in the E&D projects for the
residential counseling, education, training and
socialization of many youth where neighbor-
hood influences and impoverished home en-
vironment made the accomplishment of these
goals in the community difficult, if not im-
possible.

However, the findings of the E&D project
operated by the New York City Youth Board
showed that disadvantaged youth could be re-
tained 