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3N2ODUCTION

Desoription of the Project

The Oaland Adult ProJectb1 referred to herafter as the "ProJectI,

has been providing service to the public since September 1964. Te Pro-

ject is jointly funded by the U. S. Department of Labor and the Ford

Foundation. Three organisztions work together' to ensure its functioning.

The California State Enw2poyment Service (hereater referred to as "CSESi')

administers the Project and receives the furAs ded by the Department

of Labor through the Bureau of Epo t Security. The Departmnt of

Hman Resources, City of O nd, (formerly known as the Oakland Inter-

agency Project) worlk closely with CSES and is the recipient of those

funds provided by the Ford Foundation. The third, the Citiswns Advisory

Cmittee is a volunteer group composed of businessmen, labr officials,

and minority group person. This ottee has been givn reponsibility

for mplementing certain aspects of the Pmject, as well as for establish-

ing its polcy.

The history of the Project begins with the meetings of a group of

Oakland businessmen which began roughly two years before the Project

started. This group apparently Wa quite concered with the omparativly

high tax rate in Oakland which they felt was related to the large number

of people, most of whom were Negroes, receiving welare They

1

'The Oakland Interagency oject, rity group representatives,
labor representatives, and COSS.
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were reportedly desirous of reducing the welfare rolls and in turn re-

ducing the tax rate.1 In developing pln for abtaining these goals,

the employer group conferred and subsequently Joined forces with a num-

ber of organizations and groups that are now integral parts of what has

become known as the O d Adult Project.

There was considerable delay in getting the Project into full opera-

tion even after formal proposals had been prepared and approved by the

two funding agencies. The delay was primarily attributable to failure by

the Department of Labor to fund its part of the program at the time

originally axpected. At times it even appeared that the Department would

not fund the Project at a 1a it not been for the fact that the Pro-

Ject was able to comence mimal operations in September 1964 with funds

which had been provided by the Ford Foundation for its part of the Pro*;

ject, the delay in final approval of funding by the Department of Labor

would have prevented the Project from becoming operative until January

1965.2 The first Project office opened on September 1 and, by the first

of October, two more were in operation. Each of the offices was located

in an area of Oakland in which the incidence of unemployment among minor-

ity group persons was high ad where the over income level was low.

Two of the areas (the original two proposed) were in neighborhoods in

which the predomint minority group is Negro; the third was located in

an area where the predominant minority group is Mexican-American.

½This informatinn was obtained from interviews of Advisory Comit-
tee members, consultants and CSES personnel in the spring of 1965,

2Labor Department funds were finally released in January 1965.
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Although there are substantial difficulties in clearly and concise-

ly stating the goals of the Project,1 it appears that obtaining eo

ment for the unemployed and upgrading the underemployed are its two major
goals. The plan for attaining these goals incled formulation of an

education and information program aimed at alerting employers and unions

in the conity to the problem, solicitation of jobs from them, place*;

ment of Project applicants in these jobs and training of Project appli-

cants for prospective jobs.

It is also somewhat difficult to delineate clearly the major group

of people for which the Project is operating.1 However, it appears that

the Project was designed specifically for the long-term ("tuhad-core")

unemployed persons, especially those who were memers of mwnority groups

and more particularly, those who were adult heads of household residing

in Oak.2

In general, the Project is an cperimental program which is attempt-

ing to reduce the high rate of unemployment ng minority group persons

in Oaiknd. Initially, the program included a number of features which

were at that time unique in Oakand and some of which may have been

unique in the nation: (1) Mepanson and decentralization of the CSES fa-

cilities in Oakland through strategic placement of offices in areas of

high unemployment, (2) establishment of a citizen group composed of busi-

ness, labor, and minority group representatives which was to perform

1lThe difficulties will be extenively discussed in Section 9 of
this report.

2The lack of clarity about this aspect of the Project will also be
discussed in Section 9.
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an integral function in the opelation, and (3) incorporation of a "Job

development" component led by locally influential citizens, which was to

design and carry out an organized program of education and job solicita-

tion in the Oakland business and labor commuities.

Plan of the Report

This initial report will attempt to highlight the Project's activi-

ties during the first 16 months of operation (September 1964 through

December 1965). Because the Follow-up Study did not become operative

until March 1965, and was not fully staffed until November, it is impossi-

ble for this report to be a fully comprehensive one. It has been neces-

saeY to limit most data analysis to a four-month period, April through

July 1965. Many types of data for months before April are unavailable

because a record-keeping system adequate for our purposes was not insti-

tuted until that month. In future reports, more extensive analyses will

be made. Moreover, although this interim report does not reflect the ap-

proach set forth in the Study Plan for the follow-up study, future reports

will include the types of analysis described in that plan.

In general, the three major aspects of the Project - placement, Job

development, and training - will be considered here. Examination of

those activities of the Project will be followed by an analysis of such

background information as seems germane to the first sixteen months of

operation.



SECTION 1

PLACXENT MAN OVtV

Data Presentation

Placement of All Applicants to Project

In order to pace in perspective the placement activities of the

Project, certain information is necessary: (1) the total number of

people who have been seeking jobs through the Project, (2) the total

number of jobs to which the Project has been able to refer applicant,

and (3) the total number of people who have obtained jobs through Pro-

Ject efforts. These data are presented in graphical form in Figure 1.

The major portion of each series (most frequently that section prior

to April and after July 1965) represents an a ation since com-

plete data are either permanently mising or not yet available. In

general, there is no reason to believe that these omations

seriously distort the behavior of the series. In those instances

where there is the possibility of serious distortion, however, appro-

priate coImnts have been made in the text.

In Figure 1, the number of people seeking jobs has been presented

in two series: (1) total job seekers, and (2) total new job seekers.

The first of these series indicates the monthly change in the maxi-

mi number of people applying to the Project for Jobs. The exact number

for any one month is somewhat illusory, however, since neither or any

specific day during the month nor at the end of the month can we determine

5
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precise number of people lolcing for JobB. This is true because there

is constant activity in the Pr*cAct, .ctivity which is characterized by

new registrations, pacements and withdrawals. Nevertheless, this series

provides the best approxLmation of the overall demand for jobs by people

using the Project.

The number of total job seekers for any one month was computed by

adding (1) the number of people who registered with the Project in some

previous month and who were looking for jobs at the beginning of the

month in question (i.e., the Project's total active file as of the begin-

ning of the month), (2) the number who registered for the first time dur-

ing the month in question (i.e., new applicants during the month), and

(3) the number who registered at some time in the past, subsequently in-

formed the Project that they were no longer looking for a job, but during

the month in question, indicated that they were again looking (i.ee., those

applicants reactivated during the month). Because the total number of re-

activated applicants is unknown prior to May and after October 1965, the

series is only an apprimation during those perinds.

The "Total New Job Seekers" series is a component of "Total Job

Seekers",including only those who filed applications with the Project

for the first time. In this connection, it should be noted that virtually

'A constant is used to indicate the number of reactivated applicants
entering the Project between October 1964 and April 1965 and for November
and December 1965. The constant is 31.5, which is equal to the median
number of reactivated applicants during the months of May through October.
The use of this constant may distort the true shape of the curve during
the early months of the Project when the number of reactivated applicants
was probably much smaller than 31.5 The distortion resulting frm its use,
however, does not appear to be great, since we are working with a number
which is in increasingly s proportion of total job seekers.
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all of the people who registered with the Project were seeking employment.

Our best information to date indicates that 99.996 per cent of the people

who registered were looking for employment. The others (.004 per cent)

were seeking training onl.1

The series labeled "Total Job Openings" describes the monthly change

in the total number of job vacancies for which the Project has received

formal job orders.2 A job order includes, among other information, the

requirements of the position and the number of vacancies which exist.

There may be, therefore, more than one job opening (i.e., vacancy) on a

single job order. Hence, "Total Job Openings" represents the actual num-

ber of job vacancies, not the number of orders for jobs. Data for months

prior to April are unavailable.

The last series in Figure 1 is labeled "Total Jobs Started", and in-

dicates mnthly changes in the number of jobs people actually began as a

result of referral from the Project. The distinction is made here between

the number of jobs for which applicants were accepted, and the number of

Jobs that were actually started* In other words, persons who were hired

'This figure was derived from data collected during the first four
months of operation, and provisions have been made to detect changes
which have occurred since then.

2It mut be made clear at this point that al of the data used in
the Follow-up Study are greatly dependent upon the record-keeping accur-
acy of the Project. The Follow-up Study has attempted to enlist the full
cooperation of the Project in accurately and promptly turning over all
requested information, one type of which is a record of job orders.
Instances have arisen, however, in which, in spite of all attempts to
eliminate such possibilities, the Follow-up Study has received neither
prompt nor accurate reports of job orders. It is our belief that all
inaccuracies have been eliminated from the data included in this report.
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by an employer, but who either refused the job or failed to report for

work, are eliminated from this cuvre. The number of persons eliminated

is actually quite small; the data reveal that 97 per cent1 of all people

hired through the Project began work.

Placement of Minority Applicants

Although the Project was designed to serve a special group of per-

sonsP in practice its doors are open to everyone. Since it is operated

as an am of the California State Employment Service, it may not refuse

service to persons registering at any of its offices. In spite of this

open door policy, the Project is definitely attracting a specific group

of clients. Our best estimate to date is that 90.2 per cent2 of all new

applicants registering with the Project are minority group persons.3 As

was mentioned earlier, the Project is designed to attract long term un-

employed minority group persons, and especially certain members of the

lApproximately 94 per cent of the jobs accepted from April through
July were "started",

2This figure is the mean percentage for the months of May through
December, 1965. Prior to May, data are not available because the employ-
ment service was forbidden by law to record ethnic information for ap-
plicants at the time of their registration. A special waiver was ob-
tained by the Follow-up Study from the California Fair Employment Prac-
tices Conission to permit these data to be recorded at all CSES offices
in 0Okland during the life of the Project.

3Ehnic group membership is recorded by the intake interviewer at
each office. The interviewer has instructions to record the ethnic
group to which the applicant apparenty belongs. Therefore, al refer-
ences to minority or ethnic group membership in this report refer to
"apparent" minority group status or "apparent" ethnicity.
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minority connities: adult. heads of household who reside in Oakland

At the present time, no information as to length of unemployment is

available, but it is possible to identify those minority group members

who are adults, heads of household arn residents of Oaklnd. People

wtho have these characteristics are subsequently leferred to as "target"

minority group persons. Our best estimate to date is that 40.8 per cent

of all people registering with the Project fall into this category.2

In order to bring the activities of the Project more clearly into

focus, it will be important to examine first the relationships between

minority group job seekers, Job openings, and placements; and then the

relationships between target minority group job seekers, job openings and

placements. Before this is done, however, the characteristics of job

openings must be examined. It should be pointed out that all job openings

do not arrive at a Project office by the same route. Some job openings

are telephoned directly to one of the Project offices by an employer or

his representative, while others are telephoned to an office outside of

the ProJect and are later relayed. We have labeled the first group, those

telephoned directly to the Project, "direct orders"; and the second group,

those received indirectly, "indirect orders". Direct orders, obviously,

can be acted on immediately, at least by the Project office which receives

them, whereas there is an automatic delay in action on indirect orders.

lAs will be explained in Section 9, the ore*ginal proposals called
for concentration on adult males. This em is on males was changed by
an Advisory Conmmittee decision in March 1965.

2This figure is the mean percentage for the months of November and
December 1965.
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Since January 1965, the folwing procedure for relaying direct orders

to other offices has apparently been in effect; when a direct order is

received by one Project office, copies are e which will be sent to

other offices at the bnd of the day. If the order is "rush", the other

offices are telephoned imediately. Prior to that date, instructions

had been given that all orders received at a Project office would be

telephoned immediately to other offices.

The indirect orders coming to the Project are basically of two kinds.

Most come from the man Oakland Enployment Office; others, called clear-

ance orders, orignate in ployment service offices throughout the state.

This latter group is typically composed of orders for a large number of

openings (an average of eight per order) which have been difficult to fill

in the area where the order was originally placed. The orders that are

received first by the main Oakland Employment Office have been handled in

different ways during the life of the Project. From September 1964 until

September 1965, all orders exoept those for domestic and casual labor Jobs

were collected and, by the end of the day, one copy of the order was typed

and sent to the largest Project office. That office, in turn, made two

extra copies which were forwarded to the remaning offices.

As of September 1965, the system for sending job orders from the Oak-

land Employment Office to the Project was changed. From that time, all

orders except those for professional, domestic and casual labor jobs,

were collected from the interviewer and typed in enough copies so that

each Project office would obtain a copy in the next morning's mal. This

system was in effect through December 1965. It was changed January 17,
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1966 when the Oakland Eployent Office began seing its professional

orders to the Project.

Data for the month of Novenber.l945, were checked to determine the

actual length of time which elapsed between receipt of orders by the Oak-

land Employment Office and the receipt of the same orders by the Project

offices. The average (mean) time lapse during this month was 1.3 working

days.1
Direct job openings comprised 5.4 per cent2 of all job openings

received by the Project. Since job seekers seem to have a better oppor-

tunity to obtain employment as a result of direct job orders, and since

a unique aspect of the Project concerns the development of "direct jobs"

for Project applicants, it seems appropriate to compare the number of

minority group job seekers and the number of jobs started by minority

group persons with the total direct job opeings to the Project. These

relationships are shWnm in Figure 2 as they pertain to total minority

group applicants and in Figure 3 as they pertain to target minority group

applicants.3

Appearing in both Figures 2 and 3 is a curve which plots the monthly

change in the number of people starting jobs. These differ from that in

Figure 1 in that they describe only the number of placements which the

3Weekends and holidays were not counted.

2This is the median percentage of direct Job openings in relation
to total Job openings, April to December, 1965.

3In June, the Project received a total of 200 direct openings on two
Job orders for a special simmer youth project. Since these openings were
designed for youths and since their number was so divergent from the norm,
they were not included in Figures 2 and 3.
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Project recorded-as npent". The Project, like all CSES offices,

considers a job "peanent" if its anticipated duration is three days or

moreol Since the discrepancy between this usage ard its conon connota-

tion is so great, we shall consistently use the phrase "three-days-or-

more" when referring to jobs the ployent Service cals "permanent".

Discussion

The data in Figures 1, 2, and 3 sunmiarize Project activities most

directly related to placement. However, since the data on which they

were based were aggregative, the figures present a picture which might

be misleading unless a more refined examination is undertaken. Before

we make such an examination, let us examine more or less superficially

the relationships between Job openings, job seekers and jobs started.

Relationship between Job Openings and Job Seekers

First of all, it is clear, especially when we concentrate on the

period of time after April..1965, that the number of people seeking jobs

1Because the CSES procedure requires its offices to distinguish
between temporary (less than three days) and permanent (three days or
more) jobs, and since the Follow-up Study will compare the results of
placement activities by the Project with those by the Oakland Euployment
Office , we are forced to use the CSES categories. These categories have
been labeled, however, in a manner which emplasizes the definitions in-
volved. It should be mentioned that in the spring of 1965, the Advisory
Co unittee requested the Project Director to report permanent placements
in his monthly statistical report. At the sam time, the Conmnittee asked
that permanent jobs be defined as those lasting at least 30 days. In Ma;y
1965, permanent placements were reported separately for the first time,
but they were defined as jobs for which the anticipated duration was in-
definite. It was not until February 1966 that the new Project Director
indicated that he had enough personnel to comply with the original
request and took steps to implement it.
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far outnumbered the pool of Job opening& for which the Project had orders

(Figure 1). Between April 1 and December 31, 1965, the Project had, on

the average, less than half as many job openings as it had people looking

for jobs (the median ratio of openings to seekers was 1:2). Taken as a

whole, the Project probably never has had an equal number of total Job

seekers and total Job openings. This finding indicates that at no time

during the last nine months of 1965 did the Project have enough jobs at

its disposal to effect pacement of the people who had made applica-

tion for work.

A second important point (Figure 1) is that the number of job open-

ings received during a mnth greatly exceeded the number of people regis-

tering with the Project for the first time that month (i.e., new job

seekers). During the same time period referred to above, there were, on

the average, more than three times as many job openings as there were new

job seekers.1 It should be remembered, however, that 95 per cent of the

total job openings were not sent directly to the Project, and that as a

result, it seems reasonable to assume that Project applicants would have

a more difficult time oompeting for the indirect than for direot openings.

Quite a different picture is seen, however, when we compare the rela-

tionship between direct openings and minority group persons seeking Jobs

through the ProJect for the first time (i.e., minority group new Job

seekers, Figure 2), and the relationship between direct job openings and

target minority new job seekers (Figure 3). On the average, during the

½ay was an unusual month - ratio of 1:4 as compared with the median
ratio for the entire period of 1:3.
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months of April through Deceder 1965, the Project had slightly more than

five times as many minority group new job seeker as it had direct Job

openings each monthi During the same period, it had slightly more than

twice as many target minority group new job seekers as it had direct job
openings each month.1 It dhould be clear, then, that the Project did not

receive enough direct job orders each month to match the intake of either

the minority group persons or the target minority group persons who applied

for the first time.

It must be pointed out that the determination of whether the Project

has received sufficient Job openings certainly cannot be made on a quan-

titative basis alone, In addition to the quantitative question, there a

are a number of qutative issues. The first is whether the types of

Job openings the ProJect receives correspond to the types of jobs appli-

cants are able to fifl. One approach to answering this question (but one

which has its limitations if used exclusively) is to obtain an appIroxima-

tion of how well the job seekers match the job open4ings. This can be

done by comparing the job codes assigned to Job seekers with those assigned

to Job openings. This type of comparison will be made in Section 5 of

this report.

A second qualitative issue is a refinement of the first: even when

Job openings and the job seekers are coded on the same basis, there are

still wide differences in the specific requirements for particular types

of Jobs. All secretaries have to type, but some employers will accept

lThe difference in these two ratios is due to the small number of
target minority persons applying to the Project.
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60 words per minute, while others will require 80; a truck drivers must

be able to drive trucks, but some employers require a high school educa-

tion, while others do not. This type of refined mination of the "fit"

of seekers to openings canmot be presented in this report.

A third qualitative issue pertains to the final selection criteria

used by an employer4 First, it is common knowledge that, if a number of

applicants are "equally qualified" in terms of the sklll and experience

considered crucial, and if there are fewer openings than "qualified" ap-

plicants, a choice must be made. This choice may be made on a number of

different bases: personal characteristics, assertiveness, family, friend-

ship or org zsational ties, race, and many others. Second, although

some of these characteristics may be of no real importance to the appli-

cant's ability to perform on the job, they often are the considerations

which determine the employers' final decision. This aspect of the hiring

process is the most difficult one to examine, but it is one which obviously

has great relevance to a person's "employability". Unfortunately, it is

one which cannot be fully examined in this study.

The final qualitative issue involves the generally accepted opinion

that fsome people are "uneployable" This term seems to mean that some

people, as a result of personal characteristics, background, etc., simply

are not able to hold a Job. As the term is loosely used, it seems to en-

compass those people who are deemed "untrainable', as well as those who are

cons dered trainable. Needless to say, the process of placing individuals

in any of these categories is a difficult one even when the categories are

considered valid. Such categorization will not be attempted by this study.
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Relationship between Jobs Started and Job Seekers

Returning to Figure 1, we see that the monthly total of jobs started

by Project applicants increased slightly ovez the first sixteen months of

operation. The number of people starting wok rose from approximately 20

in September 1964, to approximately 122 in December of that year. The in-

crease was steady throughout the period. The median ratio of persons

starting jobs to new job seekers each month was 1:4. The median ratio of

people starting jobs to total job seekers each month was considerably

different over the same period. That figure was 1:27. These findings

indicate that whether we compare placement ratios foi al new job seekers

or for total job seekers each month, only a relatively small percentage

of Project applicants obtained jbbs.

Even thou&L the above is true, a positive trend did develop over the

sixteen-month period in regard to the ratio of jobs started to new Job

seekers. During the last quarter of 1964, an average of one Project ap-

plicant started a job for every seven now applicants who registered. By

the last quarter of 1965, an average of one Project applicant began work-

ing for every three new applicants.l These ratios show a general improve-

ment in placement successes in spite of the fact that during the first

quarter of 1965 the ratio of Jobs started to new job seekers was 1:L1, an

occurrence which was probably a result of a seasonal fluctuation in em-

ployment. No comparable imprevement was found in the ratios of jobs

'It 8shoul be pointed out that the people who began work during the
quarter may or may not have registered during that quarter.



started to total. job seekers, however.

When the number of jobs started in which the anticipated duration was

three days or more is compared monthly with either the total number of

minority group new job seekers (Figure 2), or with the total target minor-

ity group now job seekers (Figure 3), it can be seen that a relatively

small percentage of Project applicants obtained such jobs. On the average,

there were nearly seven times as many minority group persons seeking jobs

for the first time from the Project during the first sixteen months as

there were minority group persons who obtained a Job expected to last

three days or more. During the same period, there were more than six

tiaes as many target minority group people looking for jobs for the first

time from the Project as there were target minority group persons who ob-

tained a three-day-or-more job. As in the case of total new applicants,

an improvement did occur over the sixteen-mnth period. During the last

quarter of 1964, only one minority group person was hired on a job expected

to last more than three days for every eleven minority persons who entered

the ProJect. By the last quarter of 1965, the ratio was 1:4. Again, the

record in the first quarter of 1965 wan less favorable as evidenced by

the ratio of 1:15. A similar trend was seen in the placement of target

minority group persons* Whereas during the fourth quarter of 1964 one

target person was placed on a three-day-or-mre job for every nine target

applicants, the ratio was 1:4 during the fourth quarter of 1965.1

lThe ratio for the first quarter of 1965 was 1:13.



Summay

In Figures 1, 2, imd 3, three different and important perspectives

on the placement activities of the Project during its first sixteen months

of operation are presented. The following is a summary of the findings:

1. Apparently, there has been no time during the Project's operation

when, strictly from a quantitative standpoint, the tionthly total supply

of job openings was sufficient to match the monthly total demand for jobs

(the demand of the current month plus the remainder from former months).

2. The monthly direct supply of jobs to the Project has apparently

never exceeded 7 per cent (except in the unusual month of June) of the

total jobs available to the Project applicants. The average monthly

direct supply of jobs was closer to 5 per cent.

3. With the exception of the one unusal month, the direct supply

of jobs never exceeded:

a. the monthly demand for jobs by All new applicants,

b. the monthly demand for jobs by minority group new applicants,

or

c. the monthly demand for jobs by target minority new applicants.

4* All of the following average monthly ratios fell below 1:6 :

a. total jobs started by all applicants to total job seekers,

b. three-day-or-more jobs started by minority group Job seekers

to total minority group job seekers, and

cI three-day-or-more jobs started by target minority group job

seekers to total minority group job seekers.
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5. In relation to 4(a) and (c) above, trends did develop during the

first 16 months which indicated that an increasingly large proportion of

applicants obtained jobs through Project efforts.

The crucial point of the findings simarized above is that, even

though there has been some improvement in the proportion of people obtain-

ing Jobs through the Project, in ab}solute terms very few people started

work. It seems fairly clear that at least two factors contributed to this

situation:

1. there were substantially more Project applicants looking for jobs

than there were jobs available to the Project, and

2. the Project developed an extremely small proportion of the total

Job openings which arrived at its offices.

Of course, more data must be collected and analyzed before any conclusion

may be drawn. In particular, we must examine the characteristics of job

openings and the characteristics of the applicants. This will be done to

a limited degree in the sections which follow in this report. However,

still greater refinements of Project data will be necessary and once these

have been made, they mut be compared with similar data from the Oaland

Employment Office. It will be necessary to compute the ratios of Job

seekers to job openings (and the ratios of each of these to jobs started)

for the Project and for the Oa Employment Office. These will be

analyzed using appropriate controls, i . e., job requirements and appRicant

qualifications, in order to determine whether the ratios obtained for the

Project reflect a situation which is peculiar to the Project alone, is

shared by the Oakland. Ep1oyment Office, or is typical of the entire City
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of Oakland. If it is found that these more refined Project ratios resem-

ble those reported here, (i.e., that they also are low) and that they are

peculiar to it, then the Project would have to be judged a failure. If

it is found that similar ratios are characteristic of Oakland Employment

Service operations as a whole, it will still signify failure on the part

of the Project, for it was designed to obtain more jobs for minority

group persons than those obtained by the main office. Low ratios through-

out OaklAd would also imply Project failure; for it would mean that as

an experiment, and as a demonstration, the Project's using the techniques

and methods in the way it did, failed to prevail against very strong

economic and social trends - that the Project, although unique, did not

provide an answer to the economic ills of this metropolitan community.

In terms of these criteria, the only situation which would clearly indib

cate success is one where the Project has higher ratios than those for

the other Oakland CSES operations.1

lIt is extremely doubtful whether a study of the scope required to
ezamiLne these variables in the context of Oakland as a whole can be made
by this limited FoUow-up Study. Therefore, Project success or failure
will have to be measured in terms of CSES operations.



SECTION 2

PERSONAL CHARACTERISTICS OF JOB SEEKES

Data Presentation

Comparisons between those individuals registering with the Project

and those registering with the Oakland Employment Office must be confined

to November and December 1965. This restriction is necessary because the

data on Oakland frployment Office applicants required for such comnparison

were first collected during the month of November 1965. In Table 1, data

are presented in such a way that minority group applicants can be distin-

guished from non-minority group applicants at each operation, and that

the number of applicants registering at each subdivision within the two

operations can be determined. It should be remembered that the Project

operated three separate offices during these months. Each was located

in a section of the city designated as a poverty area and served a

people who registered, regardless of the type of job sought. The Oakland

yment Office, on the other hand, had two sections serving adult ap-

plicants. One of these sections - Commercial and Professional - served

applicants for white co jobs, while the other - Industrial and Serv

vice--provided service only to applicants ieeking blue collar Jobs.

Before more detailed comparisons are made between Project and Oak-

land EInployment Office applicants, we will examine data relevant to ap..

plicants at the three Project offices (Tables 2 and 3). Although these

tables will be discussed at length later, we can see from a glance at

24
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Table 3 that there were no marked diferences among the types of Jobs

people were seeking at the three offices. Therefore, there is little

reason to present data on the three offices eepai'ately in subsequent

analysis.

Further comparisons between Project and OLaknd Dnployment Office

applicants must be limited to the month of November. A random sample was

taken of those minority group applicants who registered with the Project

in November and a smi1ar sample was taken for Oaklnd Faployment Office

applicants. Descriptive breakdowns were made along the following dimen-

sions: occupational classification, sex, ethnic group mership, age,

and target group mbership. The results of these breakdowns are pre-

sented in Tables 4 through 10. The ordering of the occupational classi-

fication colum of all tables permits an easy distinction between jobs

requiing a relatively high level of skill (professional and managerial,

clerical and sales, and skilled) and those requring a relatively low

level of skill (service, seiskilled and unskilled). Although there are

many limitations in this distinction, it is the one we are forced to use

at this time. In future reports, we hope to be able to make more valid

distinctions which will reflect the fact that jobs within some occupational

categories vary greatly in terms of the skill required. For example, at

the least precise level of coding, hand bill passers and court clerks are

given the ame class ication. Part of the difficulty reflected in this

report is an inherent characteristic of the clssification system, but,

part is due to the fact that the ultimate reinements panned for the data

have not yet been instituted.
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A limitation inherent in all of the data presented in this section

bears mentioning: the occupational clasification is copleteldeter-

mined by the code given applicants by employment service interviewers.

The occupational classification assigned is determined by the inter-

viewer's evaluation of the applicant's work eoperience, his training,

and his personal characteristice (such as, physical condition, vocational

preference and attitudes). Occasionally, some of these factors are con-

tradictory,, and at such times, interviewer j nt is required. Although

the Employment Service manual is specific about how contradictions in

evidence should be resolved, there is, as in all systes of classification,

the possibility that error or classfier biaa may become involved. The

manual also permits secondary or tertiary classifications in an attept

to resolve some of the difficulties. Classifications used throughout

this report, however, refer only to the primary code assigned.

Discussion

During the months of November and December 1965, there was a sharp

contrast in the ethnic composition of the groups of persons served by the

two offices (Table 1). Although the Oakland noent Office was appar-

ently serving more than twice as many minority group persons as wa the

Project, the prcentage of minority persons registering with the Project

each month was much larger than the percentage registering with the Oak.

land aployment Office (90 verus 38 per cent).l It should ao be noted

The percentages cited are mean figures for ovIeber and December.



that although the Oakland hpl nnt Office consistently had more blue

collar than white colr applicants this relationship was attributable

pimarily to the pealance0o blue coll occupatiom aDng rity

group apicants. Where ap at 73 per cent of the mrity

group pesa were registered for blue co jobs, roughly 45 per cent

of the non-miority group pers were o rogistered. Similar c -

son for Project applicants annot be made on the baswi of data presented

in the tables. er, by inig information about nority group

persons in Table 1 with information about non-mority group pon not

included, we find that during November, 79 per cent of the mioty

group perons who reiistered with the Poject wer classified as blue

co workers wheroas only 63 per cent of the non-minority group person

were so clsified. Comparable figures for Oakand ap ffice ap.

plicants for Nowaberwere: minority group persons, 69 per cent, and non-

minority group per 42 per cent.

In sa, during the month of Noer, a greater percentage of

blue co workes entered the Project than entered the Oaln y-

ment Office. This statment holds true hether we refer to rity

group persons or to non-minority group persons. Her, the proporton

of people classifed for blue collar jobs ecceeded the proportion assi-

fied fr white co r Jobs by a larger margin at the Project than at the

Oakland poent Office, and regardless of location, a larger pepor-
tion of inoirty group thn non-mimority group person. were classified

for blue co occupations.

In order to ne in greater detail the characteristics of



38

minority group persona who registered with the Project, let us look at

the period May through July 1965. On the whole, there were onl;y slightly

more females applying than alles (Table 2). Closer eamination, however,

rate that this gross figure is somewhat misleading because only in one

of the three Project offices did this condition hold. At both the 35th

Avenue and West Oakland offices the number of males exceeded the number

of fes. However, the number of people involved at those two offices

was not large enough to counterbalance the number of female applicants

at the Est Oakland office.

Observing Table 2 from a different perspective, we can see that the

bulk of minority group persona entered the Project through the East Oak-

land and West Oakland Offices. Together, these two offices account for

nearly 87 per cent of the applicants. It will be remembered that these

two offices are located in neighborhoods where the population is primar-

ily Negro, whereas the population in the vicinity of the 35th Avenue

office is primarily Mexican-American.

In Table 3, we may observe a relationship which is obvious through-

out the remaining tables in this section, i.e., that the majority of the

applicants to the Project were classified for jobs which require little

or no skill, as the term is conventionally used. Regardless of the sex

of the applicant, the office of application, or the time of application,

our data show that more than half of the minority group applicants to

the Project were classified either for service, smskilled or unskilled

occupations, When Table 3 is compared with Tables 4 through 10, we see

(for both males and femals) that the proportion of lowskill job classi-
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fications increased between thp KW tbmu& July period and the month of

November. The actual figures are as follows: 68 per cent of the males

and 61 per cent of the fe es were classified for low-skil jobs in the

early period, while 84 per cent of the males and 72 per cent of the fe-

males were so clsified in November. It is impossible to determine at

this time whether the increase observed wa the result of a steady trend

ovr the mnths or whether November was undque

Using another comparison drawn from Table 4, it shold be pointed

out that, at least in November, more minority group persons who regis-
tered at the Oakland ployment Office were classified for low-skill

than for high-skill jobs. However, the proportion of applicants in low-

skill jobs was substantially smaller at the Oakl Fiapoyment Office

than at the Project. During November at the O nd Eiploymet Office,

67 per cent of the men and 52 per cent of the women were assigned low-

skill job classifications.

Both in the spring and fall of 1965, the occupational celssifica-

tions of Negro men who applied to the Project were fairly evenly distri-

buted among the three low-skill occupations. The situation was quite

different, however, for Negro women. Their occupational classifications

were primarily confined to two categories, one (service) in the low-skill

area and the other (clerical-sales) in the high-skill.

We are severely ted in our discussion of Mexican-Americans

because of the small uber of that group included in our present samples.

Some background information is necessary at this point. Before drawing

the samples, the decision was made that they would not be stratified in
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order to include a predetermined proportion of Mexieanmericans each

month. When qwrterly data is eained, there are no proble; but for

any single month, too few Meoican-Americans are selected to yield

reliable distributions by occupation or other characteristics. For

this reason the Mexican-Americans who registered in November were com-

bined with "other minority group persona" who registered that month.

Consequently, data concerning this combined group carmot be interpreted

as if it applied strictly to Mexican-Americana; and we can make only

tentative statements about them or about the patterns which may seem to

exist amng them.

Remeering the qalifications made above, it appears that the non-

Negro minority group persons who registered at the Project differ from

those who registered at the Oaklnd_A loAyment Office in the following

ways: at the Project, in the low-ieLll categories, service classifica-

tions were given much less frequently to both men and women than were

semiskilled or unskilled ones. Among those who registered at the Oak-

land EMlyment Office, however, there was a strong tendency, especially

among women, to seek service jobs.

It is interesting to note that the most significant variable affect-

ing the occupatioral classification of women, especialy Negro women,.
was age (Table 5). The proportion of women who were classified for

clerical-sales and service occap*tions varies with age. For clerical-

sales occupations, the proportion registered decreased as age incresed;

but, the reverse was true for service occupations. In other words,

young Negro women looked for white collar Jobs, whereas the older ones
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tended to seek the more tra 4.nal. -service jobs. This pattern was

consistent in the roject and in the Oakland Iomt Office and it

is a pattern which is generally characteristic of n.

No similar cle age-occupation pattern merged in the case of

men (Table 5). Relatively few young men sought jobs in the service

fields, but to a degree, as age increased, the proportion increased. At

both the siclled and unsilled levels, the distribution of occupa-

tional classifications of men under 22 resmbled that for men between

36 and 65 more than that for men betwen 25 and 35; pmportionally

fewer men looked for jobs at the semislled lev, while proportionally

more men sought lodsk_Ad jobs

During the month of Novebr, 28 per cent of a the men applying

to the Project were under 22 years of age (Table 6). This findin is

surpising not only because the focus of the Project has alwas bee on

adults, but also because by November, the Oakland Youth Opportunity Cen-

ter was already partially operative at the Oakland hplomet Office.

Moreover, nearly one-quarter of the women who registered with the Pro-

Ject were under age 22 (Table 7). As in the case of males, this propor-

tion was larger than the proportion in that age group that registered at

the adult sections of the Oaklandm lowent Office.

As was indicated in the Introduction, although it is difficult to

delineate clearly the major group of people which the Project serves,

it appears that it was designed to serve long.-ter unmployed, adult

minority heads of household who reside in O and. For this report we

have not been able to determine the employment status of apaicants but



we have identified those persons who possess all of the other charac-

teristics listed above and have labeled thea "target" persons.

A larger propostion of target than non-target personS was consis-

tently classified at the low-skill levels both at the Project and at

the Oakland lo t Office (Table 8). Among males registered with

the Project, the proportion of targetmales, as a whole, was smller

than the proportion of non-target males (Table 9). It was only at the

unskilled level that there were more target than non-target males. For

men applying at the Oakland l oent Office, however, target men out-

numbered the non-target men although the difference between proportions

was not as great.1

In categories including numbers large enough to permit calcula-

tion of the percentage distributions, fewer target fles than non-

target females applied (Table 10). This difference was most noticealble

in the case of Project women given clerical-sales classifictin and

was least marked for those in semiskilled and unskilled c sifications.

At the Oakland ikployment Office, on the other hand, the contrast was

greatest at the smskilled and unskilled levels where only 7 per cent

of the n registering in those categories were target persons.

lAt the Project, 40 per cent of the males were target persons
and 60 per cent were non-target. At Oakland poymt Office, 56 per
cent were target and 44 per cent were non-target.
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Suziinary

At present, our ability to compare the personal characteristics of

applcants to the Project with those of applicants to the Oaklan kloy-

ment Office is quite limited. The data not only are restricted for the

most part to the mnth of November 1965, but also are deficient in that

they do not permit co sons by educational level, work experience, or

length of unemp nt. Both shortcomings will be corrected in future

reports.

The finds at this point can be simaaried as follows:

1. In November 1965, the Oaland E pyment Office served nuMertum.

cally mre than twice as many minority group persons as did the

Project, but this group accounted for ately nine-tenths

of al people served by the Project, as cmpared with less than

two-fifths of the O-kland hplo et Office clientele.

2. In both operations a higher proportion of minority group persons

were classified for blue-collar than for white-co jobs, the

proportion being slightly greater at the Project. Similarly,

the proportion of non-minority group persons receiving blue col-

lar classifications was smaller than the portion of minority

group persons so cl8ied.

3. Similar tendeies were found when we c re the proportion

of minority group person classified for low-sll Jobs (jobs

in the service, sskilJled and unsklled areas) and for high-

skill jobs (professional nagerial, clerical and sales, and

skd occupations). That is, minority applicants at both
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operations were more frequently clsified for low-skill jobs

than for high-skill Jobs, but the proportion so classified was

larger at the ProJect. In both operations, hweverj, the pro-

portion of males assigned low-skil clasiications was r

than the proportion of females* There was evidence indicating

that the Project might have had an increasingly arger propor-

tion of minority group person at the low-skill level as the

yea pro sed

4. In term of total numers,, minority group woen used the P-

ject during Nay through July to a slightly greater degree than

men even though in two of the three Project offies more minor-

ity group men than mn appied. I No r, the proportion

of wen was en larger. Zere ag , however, we were unable

to determine whether these findings were indicative of a steady

trend or whether No er was an atypical month.

5. In Nober 1965, both at the Project and at the Oakland hploy-

ment Office, three-quarters of the occupational ssificatios

of Negro n were limited to service and clerical-eales fields.

6. Age seemd to play a very important part in the clsification

of Negro en The proportion receiving service cifications

varied directly with age, but the pportion receiving clerical

and sales clasificatiom varied inversel with age.

7. Negro men were evenly distributed amng the three lo-skill

occupational categories.

8. uost non-Negro group applicants to the ProJect were
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given s iskilled and unsldlled job clasifications * A sig-

niticantly diferent situation eacdsted at the Oakl h -

meit Office in No er, ver, e a sisable portion

of omn was assigned a classification for service Jobs.

9. When we consider that the ProJect is designed to give particu-

lar attention to adult, minority group residents of Oakl who

are heads of household (target peron), the data for NoV

suggest that the Project is attracting this group of people to

a lesser degree than minority who do not met these

qualification. There is also evidenoe that, at least in the

case of maLes, the l dFplo t Office i serving a

greater proportion of that grup tha is the Project. Only in

the case of men with unskilled classification did the Project

receive more target than nontarget applicants. In addition, a

larger proportion of the target than non-target persons received

claications for low-skill jobs, and it s at the Project

that the portions were greatest.

10. The data we have (not all of which reported), suggts that

age and head of household status are the two most critical

variable in differentiating between target and non-target

persons. We discovered that, at ely one-fourth of appl-

cants to the Project were less tha twenty-two years old. This

proportion is urprising siince (a) the ProJect was designed to

serve adults, (b) on slightlmr than one-tenth of the

minority applicants to the adult ection of Oaklan FAplont
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Office were youths, and (c) there was an aboic Youth Op-

portunities Center at the Oaklnd tDp e Office in NoveM

ber. This finding seems to undersoore the fact that the Pro-

ject accepts people who go to its offices though it

is designea to service a particular group* But it probably

alo reflects a tndency for young mDnority group perons,

ng whomun t rates are relatively high, and who my

have had discouraging eocperiences in previous jobseedng efforts

through other ch ls, to entertain a hope that frojoct office

ma pr to be a more successful averne to a job.



SECTION 3

CHARACTD1STICS OF JOB OPENINlG

Data Preaentation

Data on Job openings available through Project offices during April
through September 1965, are presented in Table 11. Comparisons can be

made betwen direct openings and two types of irdirect opengs: (1) those
given first to Oakland oyment Office, and (2) those given first to

other CSES offices throughout the state (i.e., clearance orders).l
In Tables 12 and 13, distribution of job openings by occupational

category are presented. The nure of openings in the two tables are

identical, but the percentage distributions differ.. In Table 12, the

openings in each oecupationa category are distributed among the major
job order sourceW. In Table 13, on the other hand, the percentages are

computed to indicate how openings from each major source are distributed
among occupational classifications.

Using data from Table 14, the anticipated permanence of direct and
Oakland &aplo7ment Office opening in each occupational category may be

detenAed. Clearance orders have been eliminated from this table

because they indicated the availability of work outside of the inue-
diate Oaland area, and are, therefore, considered a poor source of

opening8s for Project applicants.

,rhe Oakland Stervice area cornist of five cities: Oak-l1and, Alameda, 3n Leandro, reryvie, and PiOdnnt.
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Discussion

E tion of Table U1 reveal that, eacept for June, the number

of direct openings available to the Project remained rselatively constant

from April through September. It become abnantly clear that when we

include the two orders for a sier youth prject which resulted in 200

openings in June, the overall picture is distorted. For e nearly

one-fourth of the openings received in June came to the ProJect directly,

but only approimately one-twentieth of the openings during the remaining

five mnths arrived in that manner. Because of this type of distortionp

the 200 opening have been elim ted f the mai tl.

When we subtract the 200 from Table 11, we see that a si icant

pattern eits The total number of indirect openings increased during

the six-umnth period, while the number of direct openings r aed rela-

tively constant. However, only those indirect openi1gs from the 0akland

Bmployment Office displayed a steady increase; the number of clearance

orders, on the other hand, fluctuated considerably from month to month.

What a r to have happened was that the O d area exprienced a

general economic epanon from April through September, an eparlion

which was nmt reflected in the number of direct openings to the Project.

During the first four months of that period, the Project received

most of its opngs for skilled and clerical-sales occupation (Table

12). Eighty-four per cent of all the skilled jobs cam from outside the

Oak area on clearance order and 97 per cent of a clerical-sales

jobs came through the Oakand Eployment Office. In only two occupa-

tional categories d direct orders acoaunt for a siseable proportion
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of the openings received. Fifty-*three per cent of the Professional-

managerial and 36 per cent of the unskilled openings arrived directly.

It must be remembered, however, that during that time the Oaklan En-

ployment Office was not automatically sending professional-managerial

opeinisg to the ProJect. As a result, the proportion presented in

Table 12 is misleading. Since there are indications that substantial

numbers of professional-managerial job orders are received regularly

by the Oakland Eup t Office, we should pay little attention to the

data concerning that category. We are left with the finding that only

at the unskilled level did a relatively large proportion of the job

openings come directly to the Project.

That unskilled Jobs also constitute a substantial proportion of

openings obtained directly,, is revealed in Table 13. Nearly one-

third of all the openings obtained directly by the Project were at the

unskilled level. When we add to this category the service and s -

skilled openings, roughly three-quarters of all the direct openings are

accounted for. By comparison, three-quarters of the indirect openings

were in the three high-skill categories. However, Oakland Eaployment

Office and clearance orders were distributed in very different ways.

Four-fifths of clearance openings were for s l jbs, but the

majority (54 per cent) of Oakland OfpilntOffice opg were for

clerical-ales jobs and only 34 per cent were in the three low-skill

occupations. In interpreting these data, however, it should be noted

that openings in domestic service were not transmitted to Project

offices from the Oakland fployment office. Mven if this qwpalifioaticon
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is kept in mind, these son certainly appear to uort the

speculation that the PrJect is perceived as a source of lowIkill

labor.

Roughly one-quarter of a the direct opeings received were for

jobs mqpeoted to lat at most for two day (Table 1). Whle this pro-

portion is considerably larger ampng openg reeived from the Oaklawd

hploTment Office (2 per cent), it is probably not indicative of Oak-

d o t Office activity. This ised not only by the

fact that the Oalnd houet Office did not forward certain cate-

gories of o , but also that it folld the prtce of not send-*

mug its opening for shortterm jobs to Project oftIoes. Those short-

tenopeni which d arrive at the Project were a t t

through speciaarranlt or in error.

Fa1l, it should be noted that virtually al the short4em

direct openings wre restricted to unskilled and service occupation

Fifty-four per cent of l unsilld Jobs and 38 per cent of service

jobs were e to lt loss than three da.

Suiary

In order to pewsent a rep entative picture of the patter of job

opeigs received by the ProJect during the spring and of 1965,

it was necessary to adjust the June data by elini two job order

cntainn 20 opnings. The adjusted data yield the followg fings:

i. The total n of job open d available to the Project

each th iased over theA trough Septmber period,

althogh the nr direct opEi r_ind sbtatly
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unchanged. Since the ineae in job openinp reflected

pmarily the steady increase in openins received frcn the

Oakla bPlmet Office, it ap that there was a

general or asonal Ion n and eco which was

not refected in the oping received directly by the ProJect.

2. Very few (five per cent) of openings received by the Pro-

ject were c uicated directly to it. Even if clearance open-

ings are eminated, on the ground that they are much less

Likely to be filled by OadaMd jobseeker than other openig,

direct opei1gs accounted for only nine per cent of a open-

inp. Since direct order are the only tangib evidence of

results produced by the Project's job develojaent coponent,

this finding is s9ztaely important andwill be discussed at

length in Section 6.

3. Three-fourths of the direct openig received were for low-

sill jobs (service, s iilled and unskilled). The propor-

tion with which this should be compared, that of low-skill

Oakland pWo31 Office o s its only s mre

than one-third. It mut be noted agan, hW , that this

comperison is s wt leaing because of the decision not

to transmit profetsionl-manageria openngs frm Oa.kland Em-a

ployment Office.

4. One-third of direct openg wre for unskilled jobs, and

thee accounted for roughy one-thLrd of the total u lled

job opiS received by the Project
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5. The speciaed nature of the openings which arrive through

clearance orders is pointed up by the fact that 81 per cent'

Of clearance openings were for skilled jobs and that 85

per cent of alsid openings aring at the Poject came

from clarance orders.

6. Slightly more than one-quarter of al direct openings received

by the Project were for jobs expected to last no more than two

days. The short-tem jobs were most frequently in unskiled

and service occupations. COmPari0on with Oaland ployment

Office activity is difficult because even though a mere 2 per

cent of al openngs received from Oakland Euployment Office

were short-temn jobs, this figure is not representative of the

proportion of all jobs received by the Oakland hloyment

Office which were short-term. Openings for Jobs expected to

Lat less than three or re days were not supposed to be forw-

iarded by the Oakland Eplment Office.

In connection with these ffindings, however, it must be kept in

mind that comparisons between the types of jobs received directly by

the Project and through the Okn opoym.nt Office have comistently

been made with caution because, although most of the ongs received

by the Project came through the Oakland hployment Office, the Project

did not receive a of the openings originally received by the OaklAnd

hployment Office. More specifically, professional-managerial, domes-

tic and short-trm openings were not forwarded to the Project



SECTION 4

CHARACTERISTICS OF JOBS STARTED

Data Presentation

The distributions of jobs started by Project appliCants frm.April

through July 1965 are presented by source of order in Tables 15 and 16.

Excluded from these tables are 26 Jobs which were connected with the

sumer youth project. In Table 15, percentages were cotA so that

the proportion of Jobe in each ocoupati.onDa. ategory wbich resulted from

direct and indirect orders can be seen. On the other hand, Table 16 was

designed to show the occupational distribution within each soorc -atego1y

Frm Table 17, the proportion of Jobs started as a result of in-

direct and direct orders according to the anticipated duration of the job

can be determined. The characteristics of Jobs started which were e-

pected to last three days or mre are presented in Tables 18 through 20*

Discussion

EXcludig the pacnts on the samer youth proJect, a total of

285 Jobs were started1 between the first of April and the end of July

lBecause the records kept by the oyment service do not consis-
tently reflect the date a person begins work, the Follow-up Study uses
the date of that referral which led to subsequent hiring when "Jobs
started" are reported. Therefore, a mre accurate statmmnt woulA be
that between April and July inclusive, there were 285 referrals which
subsequenty led to jobs. As a result of this different mthod of
measurement, placement data presented by the Follow-ip Study will
differ from that presented in the Project Director's mnthly repo-rtae

58
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TABLE 19

JOBS STARTEDa W-{ERE ANTICIPATED DURATTIN WAS THREE DAYS COR MMOE ByA
OCCJTATIOAL CtLASSIFICATIrON, GROUP BEaSHIP,

At^ND SEX, APRIL-JULY, 1965

Occuoatiornal

'Cla. sificatiorn

Males

Total 169 o0.0o 107 100.0 63 100.0 44 100.0

Profetsional, etc. 3 1.8 0 0.0 0 0.0 0 0.0
Clerical and Sales 12 7.1 7 6.5 3 4.8 4 9.1
Skilled 8 4.7 3 2.8 3 4.8 0 .0
Agricultural, etc. 0 .0 0 .0 0 .0 0 .0
Service 14 8.3 8 7.5 4 6.3 4 9.1
Seiskilled 91 53.8 58 5,f4.2 35 55.5 23 52.3
Uinskillea 41 24.3 31 29.0 18 28.6 13 29.5

Females

Total 5]. 100.0 34 100.0 12 100.0 22 100.0

Professional, etc. 1 2.0 .L. 2.9 1 8.3 0 0.0
Clerical and Sales 22 43.1 19 55.9 5 4L,7 14 63.6
Skilled S . 0 .0 0 .0 0 .0
Agricultural, etc. 0 .0 0 .0 0 .0 .0
Eervice 17 33.3 8 23.5 4 33 .3 4 18.2
Semiskilled 8 15.7 6 17 .?7 2 16.7 4 18.2
Urskilled 3 5.9 0 0.0 0 0.0 0 0.0

aTwenty-6six jobs whic.h were
project have been excluded.

started as a result of a special sumer

bPercentage distribution for categories containing less than
is not reported in this table.

five cases

-

-
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TABLE, 19,Cont;ed

Minority Group Persons
-Nnmnori;ty

Mexican Arerican Other Unknown

Total | arget Nyon-target 7"otal Total

_N % | N NtS % | N % | N e

Mes

Fem~ales

10 lX.o 9. 9 100.0 1 * 6 100.0

0 .u 0 .0 0.0 CO e 0 0.0
2 20. 0 .. 2 22 .2 C . 1 16.7
0 *D O . 0 .0 0 . 0 .0
0 0 0 . 0 0 , . . C0
4 40.0 1 . . 3 33.,+ I . . A 6.6
2 20.0 0 Is 2 22.2 0 . . 0 .0
2 20.0 0 . . 2 22.2 0 1. l 16.7
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TABLE; 20

JOBS STARTEDa WHERE ANTICIPATED DURATIONV WAS THREE DAYS OR MORE BY
OCCUPATIONAL CLASSIFICATIONI GROUP IDMEMERSHIP,

AND SEX, APRTL-JULY, 1965b

Minority Group Persons
Occupational

Total Negro
Classification

Total Target Non-target
-~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~- softft;% 1NdrNV

Males

Total 169 100.0 107 63.3 63 37.3 44 26.0

Professional, etc. 3 . 0 . . 0 . . 0
Clerical and Sales 12 100.0 7 58.3 3 25.0 4 33.3
Skilled 8 100.0 3 37.5 3 37.5 0 .0
Agricultural, etc. O . . 0 . O * a0
Service 14 100.0 8 57.2 4 28.6 4 28.6
Semiskilled 9)1 100.0 58 63.7 35 38.4 23 25.3
Unskilled 41 100.0 31 75.6 18 43.9 13 31.7

Females

Total 51 100.0 34 66.6 12 23.5 22 43.1

Professional, etc. I . # 1 & . 1 4 . 0 a *
Clerical and Sales 22 100.0 19 86.4 5 22.7 14 63.7
Skilled 0 0 .. 0 . 0
Agricultural, etc. 0 .O.0 .0 .0
Service 17 100.0 8 47.1 4 23.5 4 23.6
SeMiskilled 8 100.0 6 75.0 2 25.0 4 50.0
Unskilled 3 .. 0 . 0 0

4Twenty-six
youth project have

jobs which were
been excluded.

started as a result of a special sumner

bPercentage distribution for categories containing
cases is not reported in this table.

less than five
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TABLE 20-Continued

Minority Group Persons Non--mnority
MeXican American Other & Unknw

Total Target Non-target TotalTotal

N_,_ ., . I N % I I .,_ ,..e
Males

Females

10 19.6 1 2.0 9 17.6 1 2.0 6 11.8

O , v .0 a * 0 . * 0 .. 0 a

2 .9.1 0 .0 2 921 0 .0 1 4.5
0 .0 . 0 ...0O.. 0
0 . 0 . . 0 .. 0 . 0
4 23.5 1 5.9 3 17.6 1 5.9 4 23.5
2 25.0 0 .0 2 25.0 0 .0 0 .0
2 . 0 .. 2 .e 0 e. 1
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1965 tables 15 andl 16).1 Fifty-six per cent of them resulted from

openings received from the Oakland nployment Office, and 40 per cent

resulted from direct openings (Table 15). When Table 15 is compared

with Table l2, we discover that although a very small percentage of

the total opnings received by the Project was filled by Project ap-

plicaits, a relatively large proportion of the pacnt resulted f

direct openings. While only 5 per cent of all openings received by the

Project came to it directly, 40 per' cent of a jobs started were a re-

sult of direct openings. Using data included in Tables 12 and 15, cal-

culations were made which highlight these findings still further. Taken

as a whole, one job was started for every thirteen job openings received

by the Project, although, when the source of Job openings is held con-

stant, striking differences emerge. On Oakland nploent Office orders

there was one job started for every twelve openings; for clearance

orders, however, the ratio was 1:147; but, on direct orders, it was 1:2.2

It is clear that, relative to the number received, more Project appli-

cants were placed through direct orders than through any other source.

Unfortunately, direct openings acoounted for the malest group of

openings receivred by the Project.

Direct o were particularly important in the placement of un-

skilled Project applicants; half of them were for unsked labor (Tal

16), accounting for a St 70 per cent of al the jobs started in that

lkf the 26 jobs started in connection with the special suer youth
project, 5 women obtained clerical jobs and 21 men obtained unskilled jobs.

2The ratios are given in this rather cambersome form in order to
make it clear that the jobs started during the period were not necessar-
ily a result of openings received during the same period.
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category (Table 15). Jobs started in service fields constituted the

second largest portion resulting from direct openings. These two oc-

cupational categories accounted for more than three-quarters of all the

placements made on the basis of direct openings, although only 53 per

cent of direct Job openings were in these categories. It appears that

employers placing 6rders directly with the Project hire workers for

service and unwkiliedsob8 at a higher rate than would be expected on

the basis of job openings alone. It is not now possible to determine

the cause of this phenomenon.

Almost one-fourth of the jobs started from April through July were

expected to last less than three days (Table 17). That the proportion

of short-term jobs started was greater than the proportion of openings

for similar Jobs is revealed when we compare Tables 14 and 17. On the

one hand, 2 per cent of the openings received from Oakland"Aployment

Office were for lese-than-three-day jobs (Table 14), while 9 per cent

of the jobs started on Oakland P1aployment Office openings were in that

category (Table 17). On the other hand, 26 per cent of openings re-

ceived directly were for short-term jobs (Table 14), while 42 per cent

of the jobs started on direct openings were in that category (Table 17).

It does seem clear that, at least from April through July 1965, aeployers

who placed orders directly with the Project hired a larger percentage

of people for short-term jobs than would have been expected.

It was mentioned earlier that slightly more women than men applied

to the Project (Table 2). The proportion of men who obtained jobs, how-

ever, was much larger than the proportion of women who did (Table 18)*
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At least three-quarters of a the jobs started, regardless of minority

group status, went to men. On the other hand, the jobs women did obtain

tended to be those at higher status levels (because of clerial-eales

placements), than those of the men (Table 19). Only 55 per cent of the

women who started three-day-or-more Jobs during the months examined

were employed in a low-skill Job, as opposed to 86 per cent of the men.

A striking imbce is seen, however, when three-day-or-more Jobs

started by minority group men are compared with those started by non-

minority group men: 91 per cent of the former, and only 50 per cent of

the latter group obtained low-ekill jobs. Almost the reverse was true

in the case of women: 51 per cent of the minority group en who found

emloyment obtained low-skill Jobs, whereas, 83 per cent of the Jobs

found for non-minority women were at the low-skill leveL.

For both minority group men and women, more than three-quarters of

all the three-day-or-mre Jobs started were concentrated in two occupa-

tional categories. Eighty-one per cent of the jobs started by men were

either semiskilled or unskilled, and 67 per cent of the Jobs started by

women were either clerical-sales or service. In the case of men, emi-

skilled jobs pd ited for both Negroes and Mexican-Americans; this

tendency was strongest in the case of Mexican-American target males,

88 per cent of wIo obtained seskilled jobs.

While the placement patterns for men were basicaly similar for

Negro and Meican-Amercan men, such was not the case for the minority

group women. The maJority of Negro, but not Mexdcan-American, women

wer emplyed in the office or store: 56 and 20 per cent respectively
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started clerical or eales jobs (Table 19). In interpreting these com-

parisons, however, it should be kept in d that the percentage dis-

tribution for Mexican-American vomen is based on a small number of cases.

It should alo be noted that most of these Jobs went to non-taret

women. Rosly 11 per cent of all Jobs started went to non-minority

group persons (Table 20). This percentage was consistent with their

relative nmmber among the applicants (Table 1). It is important to

notes however, that a disproportion does exist when status or skill

level of the jobs is considered. Half of all the skilled jobs and one-

quarter of the clerical-sales jobs obtained by men went to non-minority

males. However, slightly less than one-quarter of the service jobs for

which women were hired went to non-minority persons. These findings

indicate that minority group men obtained Jobs which were at lower

levels than those obtained by non-minority group men. Minority group

women, on the other hand, obtained higher level jobs than did non-

minority group wmn.

Summary

The major findings about the characteristics of jobs started by

Project applicants from April through July are sunrized as follows:

1. The total number of jobs started was very small relative to

the number of Job openings received by the Project during that

period.

2. Direct openings provided the best source of placement, :a

clearance orders, the worst,

3. A larger proportion of jobs started on dixect. openings were
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for unskilled and short-term work than would have been pre-

dicted on the baBis of the distribution of openings.

4. Relative to the total number of jobs obtained, men fared much

better than women both in absolute terms and as compared with

the intake ratios.

5. Most of the jobs obtained by minority men were semiskilled and

unskilled (in that order); while those obtained by minority

women tended to be clerical-sales and service jobs.

6. In relation to the skill level of the jobs obtained, minority

group men fared tVne worst, in that they were placed in jobs of

lower level than either non-minority men or by Negro won.

Qualitatively, Negro women (especially the young, non-heads of

household) fared best, obtaining a preponderance of clerical-

sales jobs.



SECTION 5

RELATZONBHIPS BFiETEE JOB SEESX ,
JOB OP[S AkD JOBS STARTZD

Data Presentation

Although coarisons beween jbb seekers, Job opening and

jobs started have been mede, it is possible to extend these comparisons

somewhat in this section. One of the difficulties with earlier comparikw

sons was that it was not always possible to use a ca -n time period. In

this section, however, only data for the months of May through July will

be used. They are presented in Tables 21 and 22. The major differences

betwee the two tables are that Job op are included in the former,

but not in the latter, and that data for males and females are presented

separatel in Table 22, but not in Table 21. It should be pointed out

that Table 21 is a nmrical representation of a portion of the data

graphically presented in Figure 1.

Discussion

The Project received roughly twice as many openings for jobs in the

Oaklan area as it received new job applications between May and July

1965 (Table 21). Althou the ratios of openiAgs to new applicants

varied at the different occupational levels, those for sa skilled and

slled occupations were consistent with the overall 2:1 ratio,. It

should be noted that over half of the jobs started were distributed

between these two categories. The most favorable ratio exsted for the
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TAKLE 22

RELATIUNSHIPS BETWEEN JOBS STARTED AND JOB SEEKERS BY SEX, MAY-JULY, 1965

Numbers RaticobOccuational
Ciassif}'cation TirtalI New Total Jobs Started to Jobs Started to

Jobs Started Job Seekers Job Seekers6 New Job Seekers Total Job Seekest

wales
Total 175 48? 1735 1: 3 1:1L

Professionals etc. 2 41 159 .

Clerical and Sales 1I 57 140 0: 5 1:13

Skilled 6 53 110 1: 9 1:18

Agricultural, etc. 0 8 30 ..

Unknown 0 1 1 ..

So"e ce 24 97 338 1: 4 1:14

Semiskilled 59 116 406 1: 2 1: 7

Unskilled 73 114 551 | 2 1: 8

Females

Total 44 474 1257 1:11 1:29

Professional, etc. 1 38 76

Clerical and Sales 21144 366 1: 7 1:17

Skilled 0 6 25 .. .

Agricultural, etc. O 1 1

Unknown 0 2 2 .

Service IE 193 564 1:12 1:35

Sesiskflied 4 42 6S

Unskilied 2 48 154 . .

Vigures of total job seekers are based on an estigate of the May active file plus the new
applicants entering during May throuwh July.

biatios involvinq numbers less than 5 *ere not computed for this table.
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clerical-sales occupations where, becauwe of the extremely; large num-

ber of openings (most of which arrived indirectly through the Oakland

Bnployment Office), five tms as many jobs were availabe as there

were applicants. On the other hand, because of the large number of

applicants, there were actually slightly more people seeking service

jobs than there weze openings. In interpreting these ratios, however,

it should be kept in mind that applicants at the Oakland ! vployment

Office were also competing for indirect Job openings.

When the number of applicants who registered prior to May, but

who were still looking for jobs after that month, i.e., total job

seekers, is used in the computations, the overall ratio of openings

to applicants is 1:2. Again, differences were noted at each occupa-

tional level. In this case, only at the clerical-sales and skilled

levels were there insufficient backlogs of applicants to effect a re-

versal in the ratio.

When both the ratios of Jobs started to Job openings and jobs

started to now job seekers are considered, it seems evident that, for

low-skill jobs, both of the following conditions were true:(1) a rela-

tively large proportion of openings was filled, nd (2) a relatively

large proportion of seekers found jobs. Such was not the case for the

high-skill Jobs, however. The ratio of placements to seekers for cleri-

cal-sales was similar to that for the kw-skill Jobs, but as would be

predicted from the earlier discussion, the number of jobs started in

relation to job openings was quite small. It mist be emphasised, how-

ever, that these statements refer to relative ratios at the various
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skill levels. The overall proportion of job openings filled by project

applicants was low, and the overall proportions of new Jobr.seekers eazi(,

more phatically, of total job seekers iho were were also kw.

That placement ratios for women were lower than for men ia apparent

from examination of Table 22. Less favorable ratios exist both for new

and total job seekers at the individual job levels as well as when all

levels are combined. It is even clearer that during this period (just

as we found during longer periods) placement of women was virtuallJy

restricted to clerical-sales and service fields. Men, on the other hand,

were most successful in obtaining seskilled and unskilled jobs, al-

though they were not limited to these two fields.

At this time we have minima data on aggregative placement ratios

for the Project and the OaklandMaloyment Office. Although it hs not

been presented in tabular form, it will be discussed briefly here. For

each of the months November 1965 through January 1966, a sample (of 200

perso) has been drawn from the minority group applicants to the Project.

and to the Oaklnd pmpt Office. Approximately 7 per cent of the

records of these 200 persons have not been located at this time.

The current data indicate that during the entire three month period,

there were no significant differences between the proportions of minority

group persons hired through the Project within three months of registra-

tion, and of those hired through the O d loyment Office within

the same time period. For those minority group persons who registered

during November and December, approximately 15 per cent obtained at leat

one job within three months-regardless of whether registration had
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taken place at the Irjeet.or at the Oakland..nment Office. Only

about 9 per cent of those who regi-st,ered in Januaxy 1966 fouid work

within three months* This seem to be a reflection of normal seasonal

fluctuation. in employment. Although there were slight differences

between the proportions who found work using the two sections of the

Oakland Employment Office and the three1 offices of the Project, on

the whole, they were insignificant.

None of the refined analyses which will-ultimately be made have

been attempted. Although a clearer picture should emerge from these,

a salient finding is apparent from a rough analysis of the data: not

only did a relatively small proportion of minority group persons obtain

jobs through the employment service in Oaklnd, but also, the Project

appeared to be no more successful in effecting minority group placenaent

than was the main office. In lght of the discussion in Section 1,

these results suggest that during the November 1965 to January 1966

period, the Project had little suceess in terms of its goal of obtain-

ing jobs for minority group persons.

iWour in January.



SECTION 6

JOB DEVEIODPENT

An Overview

An integral part of the Project (and ef CSES as a whole) is an activ-

ity known as "Job development". The term seems to refer to a wide range

of interaction between representatives of the Project and the "employer

comnunity". Activ'ities range from attempts to persuade employers to use

the Project when workers are needed, instead of, or in addition to, using

other recruitment channels (e.g., classified advertising, personal recom-

mendations, private agencies, or the main Oakland Employment Office) J.

efforts to solicit jobs for specific applicants.

Job development is of particular importance to the Project for two

reasons. First of all, because the Project is new and has no employer

clientele of its own, every direct order received at first must have been

the result of its own Job development efforts. That is, an employer who

used the ProJect must have been informed of its existence through personal

contact with someone invOlved with it, through publicity in the mass media,

or through formal contact, most probably receipt of one of the form letters

sent periodically to employers in the Oakland area, but in some cases

through an "industry-wide meeting" arranged for selected groups of employers

by those engaged in Job development. Later, as the Project has developed,

knowledge of it has probably been transmitted through conversations with

employers who use it or employees who have learned of it from friends,

78
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relatives, unions, churches, or through informal conversation.

Secondly, the Project was designed to serve a special group of peo-

ple who have had severe difficulty obtaining employment in Oakland in the

past. Probably for these two reasons, "Job development" was viewed as an

integral component of the Project, and is considered as one of its unique

features. It was outlined in the proposals as follows: "Volunteer business,

industrial and union leaders L're7 to engage in an organized program of

personal diplomacy to open the doors to greater minority employment"'l

As a result of original Project design and subsequent modification,

job development has become the responsibility of three groups of people:

the CSES Staff, members of the Advisory Conmittee, and the job development

Specialists (formally known as "Directors of Industry and Labor Liaison").

The duties of the California State Employment Service staff in

respect to Job development are fully outlined in its manual2 but, in brief,

these activities consist of telephone calls and visits to employers for

one of the following purposes: (a) to promote the employment service,

(b) to solicit Job orders for groups of applicants, or (c) to solicit a

Job order for a specific applicant. Although interviewers may engage in

Job development in the course of their work, CSES also has "Employer Rela-

tions Representatives", two of whom3 were assigned to the Project originally.

1Ibid., p. 1.

2Local Office Manual:, Department of BXaployment, State of California.

3Although still working at the Project as interviewers, they no longer
engage in spe^;al job development. As of January 1965, (when the Enployer
Relations Rep'-ctsentatives were made interviewers), the only job develop-
ment at the Pinject offices has been done telephone, i.e., no field
visits have been made.
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Half of the time of these represertatives is devoted exclusively to

"developing Jobs", that is, making visits and engaging in other public

relations activities with firms who do not regularly use the employment

service.

As outlined in the proposal, the Advisory Committee (volunteer busi-

ness, labor and minority representatives), through "personal diplomacy"

is responsible for encouraging the use of the Project through its members'

daily contacts with business, industry, and labor. In addition to this,

members who represent employers "personalize" letters which are periodi-

cally sent to business and induatrial firms1. These letters urge

employers to use the Project and to complete an enclosed questionnaire

concerning any immediate and proposed future employment requirements.

The Speciasts, in addition to haning the mechanical aspects of

the mailings (i.e. , arranging for printing, addressographing, personali-

zation and the stuffing of envelopes), receive the responses, supervise

their recording and tabulation, and transmit certain information to the

Project2 or to other appropriate places. The Specialists report that

they have sent letters to every large employer (those who employ above 25)

as well as to many of the smaller ones in the area. The extent to which

lLetters are sent quarterly to business firms; one mailing was sent
to union locals and was personalized by labor members.

2Uhtil December 1965, the Specialists' secretary would call one of
the ProJect offices when an "timmediate" lead was received. One of the
CSES staff members then telephoned the employer, took any actual orders,
and transmitted them to other offices. At present, these leads are
tuned over by the Administrative Assistant to the Project Director who
immediately calls the employer, takes the orders, and notifies the offices
(a much more efficient system, since these men share office space).
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this informatio haa beed iated within a fir, of course, is un-

known. Letters-ha-ve-been sent quarterly since October 1964. They use

"leads" from mailngo as guides for follow-up visits to employers And as

bases for invitations to "industr-wide meetings" (although these are not

restricted to respondents to mailings).

In the course of these contacts, the Specialist provide education

and information about the Project's program and encourage use of and co-

operation with it. lImediate openings developed in this way are tele-

phoned to a CSES staff member who calls the employer to verify his need

for employees and to record the information essential to writing the ac-

tual order. It is not until an order is written that the Project may

take any action (i.e., refer applicants). Some of those contacted have

no immediate vacancies and may call the Project when they arise. The

Speciasts, then, have little continuing communication with employers-

they view the liaison function as establishing initial contact between

Project and employer rather than acting as a permanent link between the

two, as the denotation of "liaison" would lead one to expect.

Data Presentation and Discussion

While examining the results of Job developnent activity, it is im-

portant to keep in mind certain applicant characteristics reported

earlier. As was stated in Section 2, approximately 90 per cent of the

applicants to the Project were minority group members (Table 1), and

roughly 75 per cent of the applicants were Negroes--about half males and

half females (Table 4). Most of the applicants were unemployed and only

34 per cent of the minority group applicants were seeki.ng white oollar or
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skilled jobs (Table 3).

Table 23 provides the information needed to compare Project appli-

cants with the employed populations of the Bay Area, Alda County, and

Oakland, as well as with the non-whites' in Oakland. The most relevant

data avlable for Mexcan-Americans are hown in the occupational dis-

tribution of people with Spanish surnmes in the Bay Area for 1960. The

vast discrepancy between skill level of jobs held by non-whites and by

the total population of Oakland may be seen by exainirng this table. Al-

though it must be remembered that the Spanish surnme data cannot be con-

sidered precisely representative of Mexican-Americans8 in OAland, they

are useful to a degree, and indicate that they are not as heavily concen-

trated in the lsee skilled occupations as are the non-whites.

Enation of the table. reveal that the distribution of non-white

employment reported in the 1960 census varied invewsely with that of total

%employmnt. This was true for both sexes. The occupational distribution

of Project applications between Nay ard July 1965 (Table 3) indicates that

male applicants were seeking Jobs no higher in the status continuum tha

the jobs held by non-white mes six years earlier. In fact, even greater

proportions of applicants were seeking service, semi-skld and unskilled

jobs than those of non-whites who held such jobs in 195#.

lit nst be paid that omparisons between (a) people who
jobs, and (b) peopl who wajobs are dangerous. These ae being made
only becanse (1) the census gives no occupational brea4down of job seekers,
only of job holders; and (2) no other source sts fr which data of
this type (eplont status by color) are available. Extrme caution
mt be eercised when drawing inferences from basically inconmarable data.
For intance, when a change away from "traditional"et toward
majority employment is noted, it may mean (a) an increase in skil level
and traning, (b) an increase in aspirations (in those previously trained
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The situation was not quite the same atnong women. Whereas the male

applicant demand pattern was more discrepant from the 1
0

total employ-

ment pattern than the 19 non-white employment pattern wts from the total

employment pattern, such was not the case for females. The female employ-

ment demand in 1965 (as reflected in Project applications) appeared less

discrepant from the 1959 total employment pattern than did the 19 non-

white employment pattern. The change was most obvious in the clerical-

Sales and service occupations and was definitely weakest at the unskilled

level.

Examination of Job development activities is limited at this time

because the data available are neither complete nor comprehensive. Never-

theless, this minimum of information provides a rough basis from which to

evaluate the efforts of those concerned with job development. As a whole,

these data were collected from the perspective of placement, and since

those most crucial to a comprehensive evaluation of job development will

not be available until the nect report, no conclusions regarding the

efficacy or efficiency of the various methods may be drawn at this tMe.

The most conspicuous fault of the data is their failure to furnish

precise information regarding the "isource" of an order. It was not until

January 1966, that the Project offices were asked to ascertain the

and underemployed or in those recently or presently preparing for an
occupation), (.c) a decrease in people actually employed which led to an
increase in demand for jobs of a particular type, (d) no actual change at
all (i.e., examination of data showing unemployed job classifications in
1960 would show a !stu ), or (e) change in direction opposite to
that indicated (i.e., comparison of data showing unemployed job classifi-
cations in 1960 with the similar current data would show that even more
"traditional" emfployment is being sought today). Therefore, we cannot
legitir-ately infer increased or decreased skills or demand for specific
Jobs from the data.
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"SOliCitOr"1 of evevy c'dew "ceivadw A large nwaber of the orders

placed prior to that date were recorded as lle&ployer call-ins". For

purposes of this report, these have been terried "solicitor unknoan".2

Lack ot intorriatioh about the source of the orders r-akes it inpos-

sible t6 say, even tentatively, anrthinfg about the efficacy of the job

development activities of the Advisory Committee. It is possible that

meabers of the fdvisory Committee did influence other employersw but

thfit the orders which resulted wele classified as "eraployer call-ins"

since members of the Project staff had not been specifically directed

to nake note of ill referral sources. Powever, it is also conceivable

that no orders were creditable to the "personal diplomcy" campaign.3

Examination of the records of Project applicants who were hired was

made to determine how many were employed by firms or organizations with

representation on the Advisory Committee. These tabulations appear in

Table 24. Thirty-seven per cent of the people who obtained full time

joX s expected to last three days or more as a result of direct orders

lFor lack of a better word, the term "solicitor" will be used tNhrough
out this paper in reference to any of the three groups of job developers.

2The first term implies that the orders were made through the initia-
tive of the employer. Since at this time, we are unable to either prove
or disprove that implication, we have chosen the alternate term.

3It must be mentioned that the nature of job development is one which
does not lend itself to precise record-keeping, For a member of the Ad-
visory Cittee to request that a friend with whom he has just concluded
a "personal diplmacyf' campaign be sure to mention his name when calling
the Project, not only seems petty, buxt also, the probability of its being
heeded (it made) seems very low. It is possible that a number of orders
about which we have no "source of solicitation" knowledge were a result
of Advisor Comnittee member activity, but there is no evidence which
would support or refute this possibility. In the future, however, such a
determination will be feasible.



TABLE 24

JOBS STARTED WHERE ANTICIPATED DURATION 1WAS THREE DAYS OR MORE AS A RESULT OF

DIREC1 ORDERS, BY SOLICITOR AND ORGANIZATION, APRIL-JULY, 1965

Organization

Solicitor | Representation No RepresentationTotal on Advisory on Advisory
Committee Committee

Total .91 34 57

Calif. State
Employment
Services Staff 20 1 19

Specialists 13 7 6

Collective 26 26 0

Unknown 32 0 32
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were employed by Advisory Comnattt organization8- The category labeled

"Collective1t refers to two orders totaling 200 op by an agency con-

ducting a s r youth project.1 nation of the others shows that

most were credited to the Specialists, and that these seven jobs accounted

for most (54 per cent) of the people hired as a reu3lt of the Specialist'

efforts, In addition to those enumerated in Table 24l, three persons were

hired by Advisory Conmittee firm f indirect orders, i.e., from orders

placed at the main office and transmitted to the Project.

It appears then, that although the total of Project applicants

employed by the Advisory Committee firms is sall, it accounts for 16 per

cent of those who found jobs expected to lat three days or more through

direct orders received by the Project during the s_!r Of 1965. Further-

mre, when the Project receives orders from thee f_, "credit" tends

to be given to the Speciaits, indicating that the Advisowry Cmttee

members do not consider job development a primary function of the Advisory

Comnittee. Whether they are engaged in a campaign of "personal diplmacy"
in the course of which they influence fellow businessmen or whether they
consider that this area, too, should be delegated to the Specialists,

coant be determined from available data.

The number of openings received from direct and indirect sources is

shown in Table 25, as are the job development divisions to which the

lThe openings referred to above were officially credited to the
Speciasts-however, efforts were made by the Project Director as well
as by one of the office supervisors to have the Project included as a
possible source of participants, and the agency which sponsored the sm-
mer proJect itself has a representative on the Advisory Cmttee.
Securing these orders, then, se to have been a joint effort of a
three of the solicitor "arm" of job development.



TABLE .25

OPENINGS BY SOURCE OF ORDER,, APRIL-JULY, 1965

Total Openings for three
Ite Openings or more days

Nuber Percentage Number Percentage

Total 4032 100.0 3933 100.0

Indirect 3627 90.0 3581 91.0

OaklandlEmployment Office 2014 49.9 1968 50.0
Other 1613 40.1 1613 41.0

Direct 405 10.0 352 8.9

Unknown 110 2.7 59 1.5
California State Employment

Service Staff 66 i.6 64 1.6
Specialists 29 .7 29 .7
Collective .200 5.0 200 5.1
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direct Openings are credited by the CS _taft'. Note that the sumer

proJect (Collective) orders accounted for half of the direct openings

secured during the four months studied and that more than twice as many

openings were obtained by the CSES staff as by the Specialists.

For the most part, only data concerning jobs excpected to last three

or more days will be presented in this sectionti Because the Project's

emphasis is on adult heads of household, it is felt that short term em-

ployment contributes relatively little to the solution of their amploy-

ment proble . It mist be restated that the choice of "three days or

more" as a definition of "permanent" employment was made necessary by

the CSES definition of "permanent" placement; and that furthermore, there

are no data yet available which could supply information as to whether

someone hired in May 1965 for a "permanent" job is working today, or

indeed, was working in June 1965.

We shall look most closely at direct openings and their results (jobs

started) for it is only from these that the special Job development aspects

of the Project may be assessed at this time. In the future, data will be

gathered which will allow conmparsons to be made among the different

methods used by the various solicitors. Comparisons of direct and indirect

0peigs in term of occupational distributions have been made earlier

(see Table 12).

The figures in Table 26 represent the occupational distributions of

job openins4 developed by the solicitors and of those of unknown solicita-

tion. The appearance of different patterns between the solicitors could

indicate that their methods vary, that they are differentially successful,
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or that they concentrate on di:feretit - t7pee -of .mployers or on special

occupational areas. We have established that they use different methods;

we do not have information at this time indicating what proportion of the

solicitation attempts led to receipt of job orders. However, we can

examne information pertinent to the remaining possibility. Note that

the majority of the Specialists' openings were for clerical-sales and un-

skilled Jpbs, while most of the CSES openings fell into smis4lled and

service classifications. The patterns varied inversely and suggest that

divisi6n of labor may have taen place ong olicitors. However, there

is nC direct evidence that such a policy decisidn waL in effect from April

through July 1965. The concentrations are not those one woul expect if

the divisions had been made on a logical basis, and there is no evidence

in the narrative reports of the Specialists, in the minutes of the Advi-

sory Committee meetings, or in discussions with the CSES staff, that any

plan of complementary activity had been considered or attempted.

A significant related issue is that some of the leads furnished the

Project staff by the Speciaists resulted in orders requesting people

having professional or technical qualifications and experience so high

that the orders were disregarded by the staff. The explanation given for

failure to write the orders was that the ProJect had no applicants quali-

fied to fill such Jobs. It was decided in July 1965, to write all orders

which came to the Project from the Specialists, regardless of requirements.

Since our study months predate this decision, it is very possible that

some of the Speciaists' orders were not considered and., therefore, that

the distribution of openings presented in Table 26 does not truly reflect



the results of solicitation by the Specialists.. We would expect, however,

that more complete information wouldx-only intensify the differences already

evident in Table 26. For these reasons, there seems to be no basis for a

belief that a policy decition brought about the different patterns of open-

ings resulting from CSES staff and Specialist efforts at job solicitations

Table 26 also contains the occupational distribution of openings of

unknown solicitation, which appear to approach the applicant demand more

closely than do those of either solicitor. Despite the lack of detailed

information on these orders, we may speculate about their character. It

is possible that the occupational distribution of these openings may re-

flect the trends of the labor and job markets as a whole. However, it has

been noted that neither the female nor the male applicants' occupational

profiles match those of the employed population of Oakland as reported in

the 1960 Census; neither does their combined profile match that derived

from calculations of Oakland's total employed labor force. There is a

striking similarity between the distribution of "Unknown" openings and the

pattern of employment for Oakland'ts female population.which, as was noted,

is severely restricted in choice of jobs. In essence then, the orders re-

sulting from unknown solicitors, the employer "1call-ins" which we had

speculated might mirror the general job market, have instead, a very

strong tendency to reflect a discriminatory job market.

In Table 27, the occupational distribution of those applicants

hired for permanent full time jobs from orders received directly and in-

directly, is shown. Remembering that Project applicants probably have a

better chance to be hired from direct orders, we see that 31 per cent of
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the jobs started result-from-the_deIliZ-hes-e:oenings account for only

ten per cent of the total. These direct orders seem to be a relatively

fruitful s.uurce of service. and unskilled jobs, since 60 and 56 per cent

(respectively) of the placements in those categories were due to direct

orders. However, when absolute numbers are considered, the results seem

much less impressive, e.g.* the 40 people placed account for 19 per cent

of all Project placements.

In Table 28 the types of job development that generated orders re-

sulting in jobs for Project applicants are presented. These data reveal

that, although 9 (nearly one-thirid) of the Specialists' openings were in

clerical-ale4 occupations (Table 26), only one person was hired in this

category as a result of their efforts as compared with 9 persons in un-

skilled jobs, a category for which the Speciasts provided U1 openings.

The CSE) staff's distribution, on the other hand, more closely resembled

that of its openings.

Examination of Table 29 indicates that, for all occupational cate-

gories but one, the majority of the jobs started resulted from openings

of unknown solicitation. The exception was the semiskilled area, in

which 70 per cent of all the Jobs started were credited to staff solici-

tation.

In Table 30, sex differences in types of jobs started may be seen

very clearly. Females were hired primarily in two occupational cate-

gories: clerical-sales and service. Women who were hired for jobs which

resulted from direct orders were hired only in these two categories,

while indirect openings enabled them to find work in semiskilled and
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unaskilled occupations.

The same data er e i different manner.

Twenty-one, or 95 per cent, of the women who started directuopening

jobs were placed in clerieal-sales or service categories, whereas,

only 15 (58 per cent) of those who got indirect jobs were so placed.

In the case of males, it should be noted that, with respect to both

the quantity and quality (skill level) of jobs started, the more

fruitful source was indirect ordere. Not only was the total number

of jobs started from this source much larger (119 Versus 43), but

also, placements in se killed jobs were i$re ..frrus84 (68 per

cent) versus 10 (23 per cent). The figures for unskilled jobs, by

contrast, were 14 (12 per cent) and 22 (51 per cent).

Comparison of the data contained in Table 31 with the 1960 Census

data (Table 23) reveals that the jobs started by Project applicants

from April through July 1965 did not resemble the pattern of employment

which existed for the City of Oakland as a whole in 19. It may appear

that, since the hires which resulted from direct orders (Table 31) are

fairly similar in the occupational distribution to the jobs desired by

the applicants (Table 3), the Project did an effective job in 'meeting

the needs" of its applicants. However, it has been established that

the applicants tend to seek work which differs little from that held by

non-whites in 1960, and that, despite great differences in the occupa-

tional distributions of the openings generated by the different sources,

the distributions of hires which resulted from these openings, did not

differ greatly. One could conclude, on the basis of this evidence, that
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TASLE 31

JOBS STARTED WHERE ANTICIPATE2 BURATION IAS tHREE DAYS OR \ijRE, BY 0CCUPATIJNAL CLASSIFICAM1UN,
ANO UAJOR SOURCE OF ORDERa, APRIL-JULY, 1965

Occupational TUtal Ind'irect Dirct
Classificati'on | N |N N

N~~ 8
11adO8

Total 162 100.0 119 100.0 43 100.0

Professional, etc. 2 1.2 0 0.0 2 4.7

Clarical and Sales 12 7.4 11 9.2 1 2.3

Skilled 7 4.3 6 5.0 1 2*3

Agricultural, etc. 0 .0 0 .0 0 .0

Service 14 8.7 7 5.9 7 16*3

Semiskilled 91 56.2 81 68B. 10 23*2

Unskilled 36 22*2 14 1.*8 22 51*2

Females

Total 48 100.0 26 100.0 22 100.0

Professionatl etc. 1 2.1 0 0.0 1 4.5

Clerical and tales 20 41.7 10 38.5 IL 45.5

Skilled 0 .0 L .0 0 .0

Agricultural, etc. 0 .0 0 .0 0 .0

Service 16 33.3 5 19.2 11 50.0

Semiskilled 8 16.7 8 30.8 0 .10

Unskilled 3 6*2 3 11.5 0 0*0
_ _

a indirect refers only to those jobs started which resulted from orders placed directly to the
Uakland Employment Office. Jobs started as a result of Oirct- orders exclude those of youths who
partlcipated in the suaer youth project.



the applicants hired for Jobafor--wbichthere were direct orders were

hired in proportions which are characteristic of traditional minority

hiring patterns, regardless of other possibilities.

A strong argument against this conclusion is the contention that

applicants were not qualified for jobs which would result in a pattern

different from the existing one. The validity of this statement can only

be tested in our next report. However, at no time during this period

were more direct jobs than applicants available in a particular category.

Excluding the anomalous summer projeot openings, the ratios of direct

openings to total Job seekers for tht study months weret professional-

managerial, 1:26; clerital-sales, 1:14; skilled, 1:14; service, 1:33;

semiskilled, 1:12; and unskilled, 1:24. An important consideration,

mentioned in Section 1, must not be ignored, i.e., no differentiation

such as that of a "good" secretary as opposed to an "excellent" secretary,

can be made from available data. Another point to be remembered is that

specializa:ion usually varies with skill level; e.g., the fact that four

P4. D's in chemistry are looking for work is of no interest to a man who

wants to hire a physicist.

Figure 4 illustrates some of the data already discussed. It repre-

sents the total number of positions secured through the Project which

were expected to last three days or more. It also identifies the source

or solicitor who provided or elicited the positions. If the temporary

summer proJect placements (those above the line in the clerical-sales and

unskilled labor bars), are disregarded, it is apparent that jobs started

on direct orders to the Project compared favorably (numerically) with the
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FICLRE 4

NUMBER OF ThREE DAY bR MORE fUtL ThIeE
AH1lL -tJULYP

JO(a STARTEL, BY APPL!CANTY
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main office only in the service and unskilled occupations. Even here,

the majority of the hires resulted from orders telephoned to the Project

by employers who may or may not have been solicited by the staff or by

the Specialists. In only one category (professional-managerial) did the

job development efforts of the Project, relatively and numerically, sur-

pass those of the main office. The explanation for this seems apparent.

As was indicated in Section 3 of this report, the main office did not

routinely send professional and managerial orders to the Project during

this period of time.

The ProJect staff was never directed to keep a record of job orders

developed by members of the Advisory Comnmittee. Therefore, we have no

data which could indicate the influence exerted by the Advisory Committee

on behalf of the Project either on its member's firms or on the comnity

at large. Even the relatively small number of people hired by these firms

was credited to the Specialists. There is also some evidence to indicate

that the firms of the Advisory Committee members were not using the Pro-

Ject exclusively, that is, they hired Project applicants through orders

placed with the main O akland office, and not With the Project. The parti-

cipation of members of the Advisory Committee is linked with that of the

Specialists (who were selected by the Employment Development Subcommittee

of the Advisory Committeel), since most of their identifiable job develop-

ment efforts are connected in some way with them, i.e., mailings, TV spots,

"industry-wide" meetings, etc. In essence, there are indications that the

'Minutes of the Oakland Area Minority Employment Advisory Committee
meeting of October 7, 1964.
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Advisory Committee- has Largelythrawn mfactive participation in job

development, delegating its responsibility to the Specialists.

The Specialists them elves made a poor showing. The fact that the

maJority of the jobs started as a result of openings credited to them

were obtained from Advisory Committee firms has been mentioned, but, one

of its implications has not yet been discussed. In view of the likelihood

that firms which provide executives to the community for. such an erideavor

would have an existent htenlightenedtt employment policy, one would expect

that very little convincing or educating would need to be done to encour-

age their use of the Project. The majority of the Specialists' orders,

then, came from firms which would be expected to have a propensity to co-

operate and which have a considerable financial investment in the Project

in the form of the services of their executives.

Prior to the study months, two mailings to businesses and industries

in the Area had been sent, and the third letter was mailed June 4, 1965.

As was mentioned, the letters are signed by an Advisory Committee member

and were originally the idea of the Employment Development Subcommittee,

but the Specialists consider the letters their domain, probably since the

responses are directed to them. Any sizeable influence exerted by this

wide periodic coverage of the community has yet to be manifested in the

form of job orders.

The California State Employment Service, by its withdrawal of the

lmembers of the Advisory Committee participate as representatives
of organizations rather than as private citizens; their time has been
valued at $40.00 per hour and was considered part of the community's
contribution to the demonstration project.
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Employer Relation-Representatye _from-the field, and the restriction of

staff activity to telephone calls, .appeared to indicate that it, too, felt

its responsibility had been shifted to the Specialists. The interviewers

engaged in no more job development activity than they would have at the

main office. In spite of this, their efforts were the most noteworthy in

that they produce quantitatively and qualitatively higher and more consis-

tent results during the months that were studied.

Summary

Job Development, as it has evolved in the Project, consists of attempts

to encourage employers to use the Project rather than other sources to find

employees. It was planned that it would be carried out by the Project

staff, members of the Advisory Committee, and (later) the job Specialists.

Although sufficient evidence is not yet available to allow conclusive

statements to be made, it appears that both of the former groups, to a con-

siderable extent, have delegated their job development responsibilities to

the latter group, the Specialists.

Although relatively few of the Job openings available to applicants

from May through July 1965 resulted from Project job development activity,

Project applicants had a higher liklihood of being hired fvr the few that

were available. The reasons for this are still unclear, for many factors

are operating here. The first two, mentioned earlier, are fairly clear

cut: (1) a shorter transmission time is involved in direct orders, and

(2) Project applicants must compete for the indirect openings with the

1Actually, the highest proportion of jobs started from direct orders
comes from employers who may n have been contacted by a solicitor.
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more numerous applicants to the main office. Other reasons may not be

immediately apparent: (3) Since employers who contact the Project are

aware that most of its applicants are minority group members, they (un-

like those who contact the main office) may not place orders for jobs for

which they would be unwilling to hire minority group members. (4) It is

possible that they place orders only for jobs for which they have tradi-

tionally hired non-whites and that when such jobs are vacant they call

the Project rather than the main office. (5) Others might be willing to

hire minority group members if they are "qualified", a phrase which may

frequently mean that tests which sometimes discriminate against minority

group persons must be passed or that educational requirements (inappro-

priately high for some jobs) must be met. It appears that all of these

factors may be operating to some extent, but their relative importance

remains unknown.

It does appear, however, that the Job development campaign, theoret-

ically geared to educate and inform the "employer conuunity", results

in distributions of three-day-or-more openings and "jobs started" that

tend to conform much more closely to a traditional discriminatory em-

ployment pattern than do parallel distributions derived from Oakland

Employment Office orders.

Analysis of data collected during the short period of time covered

by this report, indicates that the content of "education and information"

disseminated about the Project should be seriously reconsidered and pro-

bably revised. There is a need for efforts directed toward changing the

apparent image of the ProJect as a supplier of minority group persons for
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traditional minority-Jield-jobsa.. -_-

Furthermore, our evidence suggests that, in spite of drastically

limited job development activity, the CSES staff is more effective than

the Specialists in soliciting jobs, both in terms of quantity and diver-

sity. However, there is not yet sufficient evidence to report in detail

the relative effectiveness of the different methods (field visits, adver-

tising, mass meetings, mailings, and telephone solicitation) used by the

different job developers.

Whether the goals of the Project are to secure work (any work) for

the unemploy.ed, to find minority group workers for firms who "need" them

in order to fulfill government contract requirements, or to open "new

doors" to minority group members, the job solicitors (CSES staff, Advi-

sory Committee and Specialists) have made little progress toward ful-

filling them.

Admittedly, there are serious social and economic obstacles in Oak-

land to the achievement of such goals. However, the overali employment

situation has improved in recent months, and the federal government has

increased its spending considerably. In light of these influences, it

seems reasonable to suppose that Project results will appear more impres-.

sive in the future. It also seems apparent, however, that more vigorous

and more closely coordinated job development activities are needed.



SECTION 7

TRAINING

It will be recalled that one of the purposes of the Project was to

train minority and other disadvantaged workers, and that another was to

upgrade underemployed workers. Presumably, this objective was to be ac-

complished, at least in a good many instances, through training for higher-

level Jobs. Although a detailed study of the training aspects of the Pro-

Ject has not yet been undertaken, a brief history and a rough summary of

what has been accomplished so far will be presented.

The long delay before jobseekers were enrolled in training programs

was one of the chief defects of the Project in its early stages. Not

until the Project had been in operation for more than five months was it

possible for any applicants to be enrolled in an MDTA training program,

and even after that, the number enrolled increased very slowly in rela-

tion to the number of applicants. By February 1965, when the first

trainees were enrolled, the number of currently active applicants had

climbed to 1,487, and only 265 placements had been achieved.

The delay in developing training programs to which applicants could

be referred cannot be blamed entirely on those administering the Project.

The cumbersome and lengthy procedure for approval of MDTA training propos-

als must bear a large share of the blame, as well as the fact that total

nation-wide appropriations for MDTA training have been small in relation

to the need, even though they seem large in terms of dollars. This

107
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situation should be alleviated as the new "Skills Center" (a five million

dollar facility for training and retraining, which also provides basic

education courses) that opened April U1, 1966, expands. The 200 members

of its first class are receiving only basic education at this time, but

preliminary approval of the first group of vocational courses has been

obtained, and once the curricula have been designed and approved by the

Board of Education and Department of Employment, classes may begin. These

courses are to be constituted as follows:

Course _oos n r-4 nees

Total 925

Electro-mechanical repair 240
Duplicating machine serviceman 40
Adding machine serviceman 40
Calculating machine serviceman 40
Office machine serviceman 40
Cash register serviceman 40
Typewriter serviceman 40

Automobile maintenance 180
Gas and Diesel Truck mechanic 40
Automobile mechanic 40
Automobile body and radiator repair 40
Automobile brake and front end repair 20
Automobile accessories installer 20
Automobile service station attendant 20

Drafting 120
Draftsman, mechanical 40
Draftsman, topographical 40
Draftsman, architectural 40

Conications 140
Electrician, communications 100
Telephone operator 40

Food Handling 65
Cook and pantryman 40
Waiter - Waitress 25
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Miscellneous 180
Dental technician 40
Welder, combination 60
Electrical appliance serviceman 40
Machine operator, specialist 40

According to the CSES staff involved with the Skills Center, 55 per cent

of the training slots are to be allocated to Project applicants. Although

once it is in full operation, the Skills Center will provide opportunities

for vari ies of training to many Project applicants,.the training that has

been available up to the present has been quite limited in both quantity

and type.

Even by January 1966, the number of persons who had been involved in

training programs was exceedingly small in relation to the total number

of applicants who had come to project offices, not only over the life of

the project, but also in relation to the current active file. A total of

105 persons had completed training, and 134 were currently enrolled. It

must be kept in mind, in this connection, that the Department of Labor

made funds available (for the training aspects of the Project) providing

for only 500 trainees. Even if this number seemed adequate at the

planning stage, which is difficult to imagine, it is very small in rela-

tion to the total number of applicants who have sought services from the

program.

Moreover, the number of occupations in which training programs have

thus far been initiated is extremely limited. Of the 105 applicants who

had completed training by January 1966, 57 had taken a taxi driver train-

ing course, and 48 had been trained as ward maids. The courses in which

there were trainees enrolled were as follows:
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Course Number of trainees

Sales 18
Licensed vocational nurse 1
Steno 4
Clerk general 42
Clerk general 24
Clerk general 24
Taxi driver 8

121

It should be noted that the clerk general courses were for Span-

ish-speaking persons, thus serving an important need for ikedividuals

whose earning capacity was restricted because of insufficient knowledge

of English. It should also be noted that, on the basis of a report

dated February 10, 1966, recruitment was under way for seven training

projects which had been approved and funded, including courses for

salespersons, bank tellers, groundsmen, assistant jailers, radio disi -

patchers, housekeepers, and grocery checkers (Spanish-speaking). If

projected enrollment is achieved, 220 persons will receive training in

these programs.

There were also a substantial number of project proposals awaiting

approval and funding, including courses for duplicating machine opera-

tors, telephone operators, clerk typists, and patrolmen. Projected en-

rollment in these programs totaled 270. Plans were also pending for basic

education--multi-occupation courses for 340 trainees. Occupations for

which these persons would ultimately be trained were: laborer, orderly,

nurse's aide, ward mad, hospital janitor, kitchen helper, trayline

workers, and licensed vocational nurse.

Note that most of the training courses financed by Project funds have

been in the clerical-sales and service fields. t(Upgrading seems most



1.1

apparent in the clerical field wherein most of the positions are held

by women. The majority of the training programs to be offered by the

Skills Centers on the other hand, are for skilled trades, and the;

major portion of the remainder cmnsists of instruction in semiskilled

fields. This superficial examination of training opportunities indi-

cates that the training offered thus far through Project courses has

tended to benefit women primarily, but that there is evidence that

the prospects for upgrading of men should improve now that the Ski

Center is becoming operative.

Thus, although the training achievements of the Program have been

extremely *imited thus far, there are indications that there may be

some improvement in the future, particularly now that the Skills Cen-

ter is opening. There has been a need, not only for expansion of

training opportunities, but also for greater emphasis on training pro-

grams which will bring about a substantial upgrading of skills.



SECTION 8

DIFENCF3BESWEEN THE PROJECT AND
OAKL9ND PYNT OFFICE

Data Presentation

It was pointed out ealy in this report that the most crucial test

that the Follow-ap Study will be able to make of Project effectiveness

will be a comparison of its placement results with those of the Oaland

Em;ployment Office. Although such data are not yet available, we can

exaine the differences which exist between the two operations. During

the spring and sunmer of 1965, two flow charts were constructed for

this purpose. The activities of the two operations change frequently,

more so in the Project than at the main Oakland office. Even so, the

descriptions which follow pwesent a reasonably reliable comparison of

the operations in wdistence during the key months overed in this report.

Differences between the Oaland ployment Office (main office) and

the Project were of two types: first, there were "operational differences"

which resulted from organizational characteristics unique to each; and

second, there were "non-operational differences", most of which relate to

differences in the personmel makig up the staff of each.

Operational Differences

I. Completing the Application

At the main office, a person coming in to apply had to follow

directional signs to the correct reception point for his occupation or

112
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age. At the resptJion_Tpint,*-hei-arequfred to discuss his back-

ground and reasns for applying before he obtained an application

At both the Industrial and Service and Youth and Student

reception poinitss the applicant was instructed to stand at a counter

while filting but his applica4ion After the app3lcation was com-

pleted and retuned to the receptinint, the applicant rined at

the receptib point until he was called for a "completion interview".

At the Project, a person making application was immediately

greeted by an interviewer and was then provided with a seat for fill-.

ing out the application. When the applicantc his part of

the form, he was called for an interview, usua,ly by the.person wbo

had greeted him.

At the main office, but not at the Project offices, there was

generally a waiting period between a personls filling out his applica-

tion and the epmpletion interview.

2. Supplanentary Information Form

Unlike the main office, eaeh new applicant -or Project sew*

vices-was given a.-tpale tary information sheet to be fille ut

with the application. The information sheet inluded-detailed ques..

tions on education, income, training needs, etc.

3. Occupational Sections

At the main office, applicants were separated into three dif-

ferent groups according to occupation ad age. There were separate

sections for adult applicants interested in (1) comercial and profes-

sional, or (2) industrial a service jobs; and there was a separate
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Youth and--student Sa4*ai. -. At. noie of the Project's three offices

were these distinctions made. Youths were not encouraged to appl

and no contacts had been established with local high.echQool. Stu-..

dents over 21 years of age were treated no differently from other

applicants.

4. Liaison Staff

The main office had an Unemployment Insurance Liaison Re-

presentative, which the Project did not have, and main office appli-

cants could receiv unemployment insurance fo at the reception

points. However, the Project had made the services of Family Service

Bureau Caseworkers available to all the applicants, even though they

were physically located at only two of the Project offices.

5. Speciaized Programs

The main office had an "Experience Unlimited" program for

mature workers with executive experience which had not been established

at the Project.

6. Job Discrimination Complaints

At the main office, there waa a standard procedure for hand-

ling compaints about Job discrimination. The Minority Specalist

and the Manager had been given specific rbsponsibilities in handlg

such cases. No such procedure was established at the Project.

7. Placement Specialits

In the Project offices, the functions of the main office

placement specialists (i.e., Minority Specialist, Parolee Specialist,

Older Worker Specialist, and Veterans Ekployment Representative) were
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combined and added to the functions of the Project Special Placement

Officer.

Unlike the main office Parolee Specialist, the Special.Place-

ment Officer had no direct contact with the Committee of 1000 Parolee

Placement Coordinating Center, even though she did work with parolees

and probationers . In addition, the Special Placement Officer did not

process individual training applications for veterans, unlike the main

office's Veterans Employment Representative.

The main office Minority Specialist, Older Worker Specialist,

and Veterans Employment Representative kept a special reference file

on the applicants with the most' potential, while discouraging the

other applicants from returning for specialized service. This proce-

dure was not practiced by the Project Special Placement Officer.

8. Placement Efforts of the Selection and Referral Officers

At the Project office in East Oakland, the Selection and Re-

ferral Officer made a special attempt to place applicants who had

been considered but rejected for training because they were unable to

meet all of the entrance requirements. At the maIn office and at the

Project office in West Oakland, the Selection and Referral Officers

did not make any similar efforts. However, the West Oakland Office

Selection and Referral Officer occasionally referred applicants who

had been rejected for training to the Special Placement Officer or to

the Placement Interviewer for special consideration, depending upon

the reasons for the rejection. Since there was no Selection and Re-

ferral Officer at the 35th Avenue Office, the training needs of those
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applicants were handled by the East Oakland Selection and Referral

Officer.

9. Referral to the Placement Officer

At the main office, the Completion Interviewers woul refer

any applicant to the Placement Officers if there were job opportuni-

ties in the applicant's occupation or if it seemed likely that a job

could be developed for him. At the East Oakland ProJect Office, an

applicant was referred to the Placenlent Intervieweti only if there was

a demand for his occupation or if he had been classified as a profes-

sional, sales, clerical, or skilled worker. If the applicant

was classified as a service, semiskilled, or unskilled worker, and

there was no present demand for his occupation, his application was

kept..in the active file for consideration as job openings were re-

ceived. At the West Oakland Project Office, an effort was made to

refer all applicants to the Placement Interviewer for an interview

and for possible job development, regardless of the demand for each

applicant's occupation or the completion interviewer's assessment of

his job development potential. (There was only one interviewer at

the 35th Avenue Office, and he tried to develop a job for each appli-

cant, regardless of his occupation or skills.)

10.. Inactive Appications...

If an applicant did not contact the main office within 90

days after the last contact date, his application was automatically

placed in the inactive file, thereby eliminating him from considera*

tion for job openings. If he did not contact the main office. within
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one year after the'-last- contact date, his application was destroyed.

At the Project offices, if an applicant did not contact the

Project within 90 days after the last contact date, he was either

sent a postcard or telephoned to determine whether he was still

interested in the Project's services. Only when the applicant did

not acknowledge the postcard within a certain period of time; or if

he replied that he was no longer interested, was the application

placed in the inactive file. Inactive applications are not to be

destroyed until the Project is terminated.

Non-Operational Differences

1. Race as a Special Placement Problem

The Selective Placement Officer at the main office did not

consider race a special placement problem, but it was included as

such by the Project Special Placement Officer. What would seem to

be the apparent reason for the difference is that the main office had

a Minority Specialist, whereas at the Project, the duties of a Mino.fty

Specialist had been added to those of the Special Placement Officer.

However, discussion with the Selective Placement Officer and the

Special Placement Officer revealed that the basic cause was the dif-

ference in their views of the amount of racial discrimination pr se

existing in Oakland.

2. Minority Representation of the Staff

Most of the staff members at the main office were not minority

group members, whereas the reverse was true at the Project offices.
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8.* 3. Staff Budget

The staff btge (mber-of manhours alLotted to the office)

at the main office was based upon the previous yearts work load. The

work load was a combination of the nUmber of: completed applications,

job and training placements, counseling interviews, and applicants

tested.

The staff budget at the Project was not determined on a year-

to-year basis, but was to be constant for the length of the Project.

The original estimate of staff needs was based upon the anticipated

volume of applicants and the budget was not expected to be changed

after the first year's experience when work load figures would be

available.

The result of the different methods of financing staff needs

was that the interviewers at the main office were placed on a more

restrictive time schedule than their counterparts at the Project. The

following are examples. At the main office, five or six applicants

were scheduled to see four or five completion interviewers every fif-

teen minutes, which meant that approximately twelve minutes were bud-.

geted for everz completion interview. At the Project, there was no

scheduling of completion interviews and, theoretically, completion

interviewers could take as much time with each applicant as they felt

was necessary. At the main office, counseling interviews were

scheduled at half-hour intervals, while at the Project, the interviews

were scheduled at one-hour intervals. At both the main office and at

the Project. the eourselors were required to write up their interview
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findings before the next scheduled applicant arrived for his inter-

view. Although the placement interviewers and specialists both at

the main office and at the Project offices did not work on a schedule,

in actuality, less time coul be devoted to each applicant at the main

office because the entire staffO*as required to meet a projected work-

load figure for established time periods.

4. Trag

The possibility of referri±ig applicgts for training under

California Senate Bill 20 or for individual MTA training was clear

to persons responsible for training referrals at the main office, bUt

not at the Project.

5. Selection of Staff

At the main office, the staff was selected from ts of per-

sons who had passed the required test for a position. For xale,

poment Clims Assistants (lowest level in regard to qualifications

necessary) were selected by the office manager from the group wo had

gained eligibility by passing a special exanation. frployment Ser-

vice Trainees (next highest level) were referred by the area office

that administers their examination to the main office manager to be

interviewed for available openings. In 1964, a person who had passed

the area examination had only a limited choice of offices in which he

could work. He could reject positions at only three offices to which

he had been referred before losing his place on the list of eligible

employees.

When staffing the Project offices, Enployment Service offices
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in the surrounding area were notified of the opportunities, in the hope

that all the Project employees would be experienced volunteers from

these offices. It appears that, because of (1) the nature of the Pro-

ject, (2) the nature of the recruiting camaign, and (3) the delay in

original funding, not as maw oyees with extesive experience were

obtained as had been desired. When the funds for staff were made

available after the Project operations were under way, additional em-

ployees were recruited from the main office ists of persons who had

recently passed the qualifying examination for the open positions.

In order to examine more closely the difference which existed

in experience between ProJect and main office staff, Tables 32 and 33

are presented. Unfortunately, the time period covered in these tables

is November to December 196%5 a period during which the Poject had

begun hiring additional personnel as a result of supplementary funds

obtained from the Labor Department.l Marked differences are clearly

evident during these months, however, and they were even more extreme

in. earlier months.

From Table 32, we can see that for November 1965, the Project

had a much larger proportion of inexperienced workers giving service

to its applicants than did the Oakland Employment Office. Also, even

though the difference between the proportion of least experienced

interviewers and most experienced interviewers (level 1 versus level 3)

'The additional funding received in the fl of 1965 wa a direct
outgrowth of the attention directed on Oakland after the August dis-
turbance in Los Angeles. The supplementary money permitted an expan-
sion of personnel fro 16 to 41.
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at the Oaland Employment Office was not very large, the more ecper-

ienced people worked .a considerably longer-number of hours than did

the others.. The change in the December Project picture was a direct

reflection of the increase in Project staff made possible by additional

furnis. Table 33 shows clearly that the Project interviewers had pro-

portionally more time to spend with clients than did the OaklAnd Em

ployment Office. The ratio for the Project in Decemer is misleading

because a number of new employees begining work were spending their

time in training courses or in training activitiese

The conclusion se obvious that, although Project interviewers

had more time to spend per applicant, it hadles experienced people

working with them. If low experience alone is a determining factor

of effectiveness, the situation should be corrected soon. The trend

which is emerging is that, as the Project size increases, the exper-

ience level increases. But, as both increase, the non-hite propor-

tion of interviewers decreases. There is already evidence that this

situation is apparently causing morale problems within the orginal

Project staff. Whether the change will increase the effectiveness of

the staff operation is difficult to deterne.

Discussion

As would be expected, considerable differences between the Project

and the Oakland lyment Office in both the operational nd non-opera-

tional areas were found. While the main office seemed to be a large,

centralized, well-established operation with considerable specia zia-

tion, division of labor and impersonality, the ProJect appeared as a
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smaller, decentraed, more intimate operation which had more time

available to work with each client. Although the staff at the main

office had more experience and training in the traditional operations

of the employment service, we may assine that the Project had attracted

staff members who were eager to tackle the inherently difficult problen

facing the Project. Not only because they were volunteers, but also

because most of them were mers of minority groups, we would expect

them to have greater empathy with and to elieit a more favorable

response from the applicants.

A final observation must be made which serves to clarify an issue

brought up early in this report. The fact that the Project had no Un-

employment Insurance Liaison Representative assigned to it, tends to

indicate that the employment service anticipated that the Project woul

be serving primarily the long-term un oyed who would not be eligible

for unemployment compensation.

Since there are so many dissimities between the two operations

and since changes in both operations have occurred so often during the

life of the Project, even when we have data which compares the place-

ment results of the two, it will be impossible to determine precisely

which operational or non-operational features were responsible for

those differences which may appear. The problems of data collection

are difficult; but the determination of causal relationships will be

even more difficult.



SECTION 9

TH PROJECT - ANOVMVI!

Thus far, we have intetionally reportedand discussed results of

the activity of the ProJect during its first sixteen months of opera-

tion, without giving any but minimal background information. This pro-

cedure was adopted so that a statistical picture of the Project opera-

tion could be presented first, to be followed by a discussion of the

initial phases of the Project which would 3imiate the "hard data".

Since these data tend to indicate that the Project is acmp1shing

relatively little, we sha ne the early stages of the Project in

an attempt to find some possible xplanations for or clarifications of

its difficulties.

CONCEPTUALIZATION OF PROJECT - PROPOSAIS

In order to obtain a picture of how the Project was formally con-

ceived, we e ned the applications requesting funds for the Project.

When we speak of conceptuaisation, therefore, we are referring to

that which was evidenced in these applications. The information ob-

tained from the pposa wa , however, sup mented by interview

with key peo involved in designing the Poject.

Our discussion wll be conerned with facets of the conceptualiza-

tion which we feel are wortby of note. They are important either

becaue they appear to provide evidence of unclarity in the original

125
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concept of the Project -or becaue they x to relato to certain dif-

ficulties which have been apparent as the Project prosod.

Specific Issues

1. There were two separate proposals

Although refleronce is coitently made to the Project it

actually onsists of two separable segens, each of which was out-

lined in a separate projoeal. The two pas were intended to meh so

that the operations of one would be "ftl correlted"l with the opera-

tions of the other. The two, hower, can be distindguished by pin-
pointing the foloing characteristics: (a) the agency that submitted

the application for funds, (b) the agency that app-oved the apWlica-

tion and is prov&idin the-funds, and (c) the purpose(s) for.which the

furxis are to be used. Acoording to the above analysis, the two parts

of the Ol Adult ProJect have the follwing ditngihing features:

(a) appication smttd by the CSB
(b) f s are provided by the Ikited State Department of

Labor
(c) funds are povided for:

(1) establishing and car-in out training progra
(2) overall activities of the Project ( of which

are nom-rainig activities)

(a) applicaton submitted by the Oakland Interagency Pro-
Ject (referred to as OIP in this section, but prtly
known as the Dep rtmet of 1H- Resourc, City of
Oak rFnd)

(b) fnsare provided by the Ford Foundtion

ICSIE, loc. cit.
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(c) funds are provided for overall non-training activities
Of the Project.

2. The Project was designed as a demonstration project

Although the CSES appiication indicated that the Project

would be a demonstration project, no clear a unequivocal description

of what is to be demonstrated can be found either in the CSES proposal

or in the OI proposal. Two statements in the CSES application come

closest to such a description;, one is a section of the introduction

which states that:

The demonstration area concerns the training and
placement in employment of minority groups and other
disadvantaged persons with particul emhasis on
emplo7ment of male heads of households, in the com-
munity of Oakland, Calfornia.1

In a section describing the two objectives for which OIP made applica-

tion for funds, the following statement is found:

A second objective Lof the Projecg7 is to determine,
through the demonstration Project, the effectiveness
of the method used; i.e., what contribution to its
effectiveness results from direct citizen involvement
and leadership (business, labor, and minority groups).2

Two points should be noted. First, neither of these statements clearly

indicates what is to be demonstrated by the Project, and second, the

inference which can be dron from the first statement is not the same

as the inference which can be drawn from the second. In its simplest

form, the first statement implies that the Project is to demonstrate

that ority group perons can be trained and placed. The second

lIbid.p

2Ibid., p. 14.
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statement, in its simplest form, implies that the Project is to demon-

strate that direct citizen involvement and leadership can bring about

improvement in the employment conditions of minority group persons.

Although the two inferences are not incompatible, the reader

of the application must connect them and assume that his interpreta-

tion is consistent with the original intent of the proposal writers on

the one hand, and with the understanding of those persons who are con-

ducting the Project on the other. The interpretation which appears to

emerge is that the total Project was designed to demonstrate that

direct citizen involvement and leadership of the program can bring

about improvement in the employment conditions of minority group per-

sons through the mechanisms of direct placement on jobs and training

in preparation for new or different jobs.1

3. The Project has a unique feature

The "unique feature" of the Project is described in both ap-

plications. The more complete description, which is found in CSES's

application,2 reads:

The unique feature of this program is the direct
involvement of local citizens in the alleviation
of the employment problem:

1. Volunteer business, industrial and union
leaders to engage in an organized program

1The point made here may seem pedantic on the surface. At least,
it is an eam-ple of POtential unclarity about key issues* That it is
not an isolated example of unclarity or confusion seems to have been
borne out in observations this staff ha made on the operations of the
ProJect. Several other examples of lack of clarity or confusion are
either listed here or are contained in other sections of this report.

2D2S,, P. 1
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of peonal ipd ma to open the doors to
gretae hdnoiity empaoyment.

2. Minority grup eers to asaist in con-.
ducting an inventory of the skill of mnor-
ity workes, and to assist in interpreting
the project to the minority cmity.

3. ParticiMtion by lership of the civil
rights orgaration in helping to forzu-
late program initially and on a continuing
basis.

The description of the nature of the unique feature appears

comprehenive enough, but what is missing is any indication of who the

local citisens will be, how they will be selected, and what their rela-

tionship to the project organization will be. It is clear that their

role is a key one to the sUCCess of the ject, but what is quite un-

clear is what their administrative relationship to the Project was en-

visioned to be. Interviews with the person who wrote the CSES proposal

and with the person responsible for the OIP proposal revwaled that the

local citizens to which the proposal referred would be bers of the

Advisory Comittee.

4. An Advisory Committee was created to establish policy

Included in OIP'¢s proposal for Ford fu , but not included in

CSES''s request for Labor Department funds, is one sentence desribing

the Program (i.e., Project) Advisory Comittee. It reads:

Policy for the program would be established by a

arm Advior conUee- whose ers would

include representatives from employer groups,
labor, broadly based minority group organiTations,
and conity organizationr.

LOakland Interagency Project __
0 P 3
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Several things should be noted:

(a) the comnittee is labeled "advisorzy"

(b) however, the OI propoSal indicated that this connittee
would estAls R s

(c) CSES did not include reference to this committee in its
proposal

(d) the members on this committee are the same local citizens
who are responsible for carrying out the unique feature
of the Project

5* The Project was to be functional a part of OIP

OIP' application to the Ford Foundation indicated that "the

program (i.e., the Project) would be functionally a part of the OIP,I.l

The proposal went further to state that three key people from the Em-

ployment Service would be placed on three separate committees of the

OIP. CSES"s proposal did not make any specific reference to how the

Project would be related, in part or in toto, to OIP.

6. cSEs was to nister the Project

Both proposals indicate that the CSES would administer the

Project.

7. An organization chart was presented

An organization chart for the Project appeared in CSES's ap-

plication but did not appear in OIP's. The following points are noted

about CSES's chart:

a. The ProJect Director is made responsible to the Operations

Supervisor, Oakland CSES, who in turn is responsible to

the Manager of Oakland SES.

'MU., p. 4
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h. The Project Dfrector' is given dual responsibility for

over supervision of the Project Und iediate super-

vision of one of the ProJect Offices.

c. There is no mention of an Advisory Cunittee.

Discussion

Examination of the seven points listed above lead us to the follow-

ing statements about the conceptualization of the Project:

1. Since there are two distinguishable sgmnts of the Project,

and since review of the two applications reveal certain definite dis-

agreements, one wonders how "Ifully correlated" the two components

actually are. It must be determined whether the apparent lack of "cor-

relation" is a reflection of oversights in the proposal writing or

whether they are truly reflective of different orientations of the two

agencies involved in obtai fu for the Project.

2. A serious weakness in the conceptualization is the fact that

no clMr, unequivocal statement is made about what the Project is

designed to demonstrate. A possible result of this ambiguity is that

it may become remely difficult to establish fim criteria of success

for the Project.

3. Another serious weakness in the conceptualization appears to

be that the very people who have to carry the major responsibility for

success of the Project are the same ones who are apparently intended to

set policy for the Project. They, the members of the Advisorz Committee,

are apparently given the dual role of implementers and policy makers.

In addition, there is no clear statement indicating to whom the Advisory
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Coimittee is responsible.

a. If they are establishers of policy., this should have

been included in CSES's proposal and, if they are to

establish policy, the tem "Advisory" is a misnomer.1

b. If they are implementers, it seen reasonable to have

someone or some unit responsible for their work. No

such provision was made in either proposal.

c. If they are to be both implters and policy makers,

clear delineation of the roles se essential2

4. The boundaries of "the Prject" are not clear. Does "the

Project" refer only to the staff of the np1oyment Services at and

below the level of the Project Director, or does it include, in ad-

dition to this staff, the Advisory C nttee?

5. Since the Project Director was to be supervised by the Opera-

tions Supervisor of the Oakland CSE:S, the Project was not istablished to

be independent of that office.

6. The Project's relationship to OIP is ambiguous.

7. The burden of the ambiguities noted in the proposal eemed

to fall on the shoulders of the original Project Director who was

placed in the position of being responsible for:

1A great deal of the difficulty here apparently rests in CSS 's
hesitancy or inality to invest a non-CSS ttee with ful
policy g power.

2Perhaps it was in an attempt to do this that the Ehployment
Developnent Subcounittee, responsible to the Advisory Coomittee, was
established.
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a. the overall operation of uthe Project", and

b. the specific operation of one of the Project offices;

and was responsible to:

a. the CPerations Supervisor, Oakland CSES

b. the Nanager, Oakland CSES

c. the Advisory Comnittee (possibly)

d. OIP (possibly)

but

a. the demonstration element of the Project is not clear, and

b. one of the groups to which he was apparently responsible,
i.e., the Advisory Coainittee, was in turn responsible for
carrying out a key operation of the Project.

As a result of the various ambiguities and contradictions outled

above, one is left with the feeling that the Project was hazily conceived,

at least as is shown in its formal documentation, and that it contained

inherent difficulties with a potential for inhibiting or preventing the

execution of an effective program. In order to test the validity of

this impression, we must ask at least three questions: first, were the

aims of the Project clearly presented; second, has the Project experi-

enced organizational difficulties which seem to be an outgrowth of con-

ceptual ambiguities or contradictions; and third, has the Project seemed
to be meeting its objectives in spite of organizational difficulties

which may have arisen? The first two questions will be discussed in the

remainder of this section, and discussion of the third will serve as the

basis of the final section of the report.
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Aims of the Project

Again, we turn to the proposas, this t in an effort to deter-

mine the clty of the goal set for the Project. In the Californii

State E ment Services' proposal, we find:

The purpose: to reduce unemployment a under-
employmen of minority and other disadvantaged
adult MAles, and, as a result, to strengthen
the role of the head of the household and rein-
force the e ige in the family structure,
in the minority ntyl

However, on page 1V of the same proposal, t pm objective" gf

OIP's proposal is desribed as:

.improving the t conditions of adult
members of minority giOups and others of the
hard core unemployed throughout the City of
Oakland.

The question that arises here (one having many i ications for

the ProJect)-is it the hard core upy or m ee of minority

groups upon whom mhasis is placed?-will be discussed at length

later in this section. It is pointed out now only to illustrate how

even the most basic issues are abiguous, if not contractory.

On page two, the purposes of the Project are outlined as follows:

1. To conduct a skill inventory of the minority
work force;

2. To provide specialsed placement services
adapted to the needs of the minrity popu-
lation;

3. To place eligible unemployed workers;

4. To upgrade underemployed wrrkers;

1CSES, 2.oc. £k.
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5, To train-Sminority Ir other disadvantaged
workers under the Nanpawer Development and
Training Act;

6. To maint a pLrogram of education, informar
tion, and job solicitation with employers
and unions, in order to increase the oy-
ment potential of minority group workers;

7. To open now doors for qualified minority
workers.1

It is possible to redoncile the two statments of "purpose",

only if we assume that the latter is subsumed by the former and is

primarily a statement of method(s) rather than of purpose(s). In

other words, the intention was that the seven methods outlined in

the second statement would be used to im t the overall goal

set forth in the first. The mai statement of purpose, under close

scrutiny, is siataneousl alncompassing and vague. The use of

the phrase, "minrity and all other disadvantaged dIult malesn,

specifies that the Project is not meant to be exclusively a minority

proJect; the overall statement ehaSizes service to the minority

comity, but it does not restrict the Project operation to service

of minorities. It is vague in that such words as "undere t",

"disadvantaged", and "reinforce" are used without immediate or sub-

sequent definition.

Examination of the seven methods outlined in the second state-

ment discloses more vagueness. Words and phrases such as: "special-

ised pacement services", "eligible un yed workers", "upgrade",

'Ibid., p. 2
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"undermpiLoyed", "open new doors", and uqu ified minority workers"0,

when left undefined, are All subject to numerous interpretations.

Noe is precisely defined in the proposal, and it is cily by m ki

inferences from the background textual material that we are able to

define one or two of them.

In isuimiay, we can only conclude that our eamination of the

proposals reveals that a precise, clearcut picture of the ims of

the Project was not incorporated in them. (OIP's proposal did not

differ significantly from CSE!Sson this point.) Because the mean-

ing of so ManY key words and phrases was not specified, a huge task

of clarification and definition was established for the persons res-

ponsible for conducting the gram. The lack of a clearcut delinea-

tion of may have been a result of what is losely called "grant-

manship", or it may have been caused by a realistic desire on the

part of the proposal writers to create a flexible framework in which

the operators of the Project could work. There is certainly room to

be critical of any proposal 80 specific that it prevents operators

from developing new methods or even changing the focus Of a proJect

if thi&t becomes necessary, but at the same time, certain definitional

Problems mut be resolved if the ProJect is going to be able to accom-

plish specific objectives. It is also true, howver, that the problem

of definition do not nec6ss9ri.y have to be resolved by the drafter of

a proPosal. They can be, and frequently are, resolved by the people

conducting the program. With that in mind, it is now necessary-to
examine the operation of the Oakland Adult Project, in order to obtain
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an idea of the types of -ieue -which arose du'ing the early months,

and to decide, aong other things, whether the definitional probls

we have pointed out were resolved.

Orgasiation and Administration of the Project

In this section, use of the highlights of the ProJect's organi-

sation and activities will be reviewed. A number Of situations have

arisen during the course of the Project which bear on issues pointed

out earlier. Observation of Project activities, interviews with key

participants, and analysis of Advisory Ceitt minutes have furnished

relevant information. At this time, reporting will be restricted to

key situations, those which seem to have had most impact on the Project.

1. Although the agenda for the first meeting of the Advisory

C ittee stated that a CSES representative would discuss "The Role of

the Advisory Comittee", the tes report that he presented copies

of the proposal to the conmittee m bers with the reconmiondation that

they "think about what the functions of the Advisory Coidttee should

*e" .l There is no report of a discussed and agreed upon deteination

of its role early in the Project. With the passage of time, the Ad-

visory Committee has tended to epasize its role as policy maker and

deemphasize that of chief Job developnent agent. That there has been

difficulty in c ing the role of the Advisory Comnittee is attested

to by the fact that periodically the issue returns to the floor of the

meetings, and that a special executive meeting was called about

1Minutes of the Oakland Interagency Adult EapLoyment Advisory
Conmittee meeting of March 12, 1964.
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this very isse as reeentTy t-ePebruar, 1966. At this meeting, the

conflict was tentatively resolved with the decision that the Advisory

Comittee should be the policy-eetting agent, and that the emplomen

service should follow the policy established by the c ttee unless

it conflicts with CSES policy, or is illegal. This resolution of the

problem, which was interpreted to give the Advisory Committee only

ted policraking authority, wa not satisfactory to the labor

representatives peent. As a result, they walked out of the meeting

and apparently, out of the Advisory Committee.1

2. An OIP official, at the first Advisory C ittee meeting,

emphasised that the Project should concentrate on the unemployed

rather than on upgrading the underpoyed.

3. A year later, in March 1965, the Advisory Comittee decided

1The exact status of labor reproeentation on the Advisory C it-
tee is far from clear at this point. The following sequence of events
points up the confusion: (a) On Febuary 24, three Labor representa-
tives who were br of the Advisory Committee (and one who was not)
attended the socecutive committee meeting described above and walked
out without m rAg a formal statement. The general feeling, however,
was that Labor had withdran from the Project. In re to the
walkout, a subcomittee of the eocecutive comdttee was appointed for
the purpose of meeting with labor representatives in an effort to per-
suade them to reconsider their positions; (b) Such a meeting w held
within the folngweek; it was followed by a cloed executive com-
mittee meeting on March 10; (c) At the regular mnthly Advisory Com-
mittee meeting of March 16, the ohairn announced that representa-
tives of labor had "let it be known that they will not have anything
nore to do with the Advisory Comittee"; (d) On March 18, it was an-
nounced in the Ast Bay Lai?o that five Labor representatives
resigned from the Advisor Committ,ee (the names of three other labor
representativs who were mbers of the comittee were not listed);
(e)As late as April 20, no official letter(i) of resignation had
been received by the ProJect and one of the representatives named in
the Labor Journal article attended the monthlj Advisory Comittee
meeting.
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that the emphsis of Project activity shuld not be focued on Oakland

i.nority male adult heads 6f household, but should be expanded to include

all heads of households, ae1 or female.

4. At the first utive mmittee meeting (of the Advisory

ittee), t*o key subc. ewettre appointed: (1) the Hn Re-

sources Inventory Coittee, (composed priarily of rity group

members, but inclng one labor and one Wr repsentative)

which was fr gathering organiig the

vobnteer workers for a SkilsItnvent^ry!, nd (2) the mnt Devel-

opnent Subedmittee, (coped rinmarily oi empoyes, but including

one labor and two minority representive) was charged with acting

"as the main -cotact with the oye a niong ain the

Program and t enlist their support". According to the Advisory Cm-

mittee minutes, during the first 16 mnths, the chrmn of the EMploy-

ment Development mibcomittee (or his substitute) rrted on two meet-

ings of the coittee and two meetings of an emplayers' caucus. The

chairman of the Human Resources Inventory Subooimittee reported that

several meetings of his comittee occurred prior to the lWe-

tory in June 19, 1964, but he has not reported that one has occurred

since then.

5. In the fall of 1964, three Project offices were opened. To,

which had been written into the proposal, were located in pdn tly

Negro neighborhoods. The third, located in an area where it could

kiaklad Adult hployment Advisory C ittee, ti Cittee
minutes, April 6, 1965.
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serve the Meoican-Ameriean momity, -ha* not been provided for by

the proposal; it was added when considerable feeling assed

by the Mexican-American representatives that the word "minorlty" was

being too narrowly defined by the Project to the detriment of the

Mexican-Americans.

6. In October 1964, two consultants, one to labor and one to

industry, were hired with ARA (now EDA) fundas It was e aid by

OIP that these men were not technically a pat of the ject. How-

ever, they were perceived (and later referred to) as job developers

with labor and with managnt, and they were assigned to work with

the Project.

7. On Februarz 3, 1965, the Project Director presented a five

page letter to the members of the Advisory Comittee outlIning the

difficulty the Project wa having because of lack of direct job orders,

and generally indicating that the Advisory Coomittee members were not

performing some of the tasks which had been expected of them and which

were essential to the success of the Project. Later that a mnth

(February 19), the executive committee passed five motions which had

been made by a labor representative and which were designed to force

both the Human Resources Inventory and the Eaployment Development sub-

conmittees, as wel as the Project Director, to pursue such goals as

obtaing skilled appicants, producing professional and managerial

jobs, and collecting information about the education and training of

all applicants. One labor representative made it clear in the midst

of the discussion of the series of motions that Labor was very
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8. On April 21, after apparently no signifcant action was

taken on any of the motions, five of the eight labor repreenta-

tives on the Advisory Comnittee presented a letter which indicated

that they would withdraw fr the Project within 30 days if "the

Project and its related employers camot kpoduce...concrete job

offers". Although our records do not indicate that there wa a

sizeable increase in wither total or professional-aeral dirct

openings during that 30-day period, the five mmbers did not with-

draw at the end of May

9. On May 19, a Mexican-American representative walked out of

the monthly Advisory Coittee meeting after indicating that his

group felt that the ProJect had fvored Negroes and had treated

Mexican-Americans as "second-class citizensl". He remained abet

for the next three meetings during which time definite steps were

taken to rectify the situation which had developed.

10. A contract wa signed between the City of Oal and the

Labor Department, Bureau of Apprenticeship and Training, which .

became effective June 30, 1965, for the prpose of proiding a com-

munity On-the-Job Trairing (OJT) program for Oaland. Although

under the 18-month contract, training is to be provided for 800 per-

sons., only 200 of which must come from the Project. the original

proposal was sponmored solely by the Ject. It becme city-wide

only after the determination had been made that the Advisory Comit-

tee could not be its fiscal agent. Throughout the months during
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which the final progr*a-was idexeloped, a number of -mebrs of the Ad-

visory Coamittee we involved in working for its approval.

11. In October of 1965, upon the rec ation of the Advisory

Comittee, the original Project Director was replaced, and the Pro-

ject was me parallel organisrtionally to the Oad Eployment

Office. Just prior to that tie, the Project Director had been re-

lieved of the dual responsibility of supervising a ProJect Office and

directing the Project. When the now Project Director was assigned,

he was given supervisory responsibility for the labor and industry

ARA consultants and plans were made that they, along with the new OJT

staff, wuld have offices at the ame location as the new Project

Director. At the ame time, the Advisory Conmittee decided that the

AR consultants shouid have closer liaison with the loyment Devel-

opment Subcolittee.

The brief description of activities outlined above reveal that

attpt were made to delimit ProJect goals and to initiate discussion

and conideration of the role of the Advisory Committee. Near the be-

ginning, efforts were also made to devise structural ways of coping

with the problem facing the ProJect, and those facing the Advisory
Coaitt in the im ntation role it had been assigned. Later,

when r by the Project se slow, steps were taken which ap-

peared to be bids to revitaze and redirect the efforts of both the

Project and the key Advisory Committee subcommittees. But, in spite

of these efforts, matr definitional issues were left untouched, and

factional disputes arose among the different elemnt of the Advisory



33

C ttee, disputes which seemed connected with past differences, or

with current non-ProJect concerns* These disputes have sevrely af-

fected the operation of the Project. It appe that, as a result of

certain Advisory C ittee actions and changes in personmne (particu-

larlJy the change of the chairman), the discontent felt by the Mexdcan-

American representatives has subsided or diaptared. The situation,

however, is quite different in the case of Iabors expred disatis-

faction. The moet vocal and active labor representativ on the com-

mittee are still quite displeased with the progress of the Project and

have apparently withdrawn permanently, The issues which appear to be

involved both in the present and past withdrawals, are directly rolated

to some of the basic difficulties in Project conceptualization which

were pointed out earlier in this section of the report.

It should be noted that Labor, whia more than any other group,

has e asized to the Advisory Committee the lack of progre it ha

felt the Project has been making, was gv no definitive role by the

proposal.mers or by the Advisory Comittee once it was oonstituted.

Its representatives have been customarily assigned to vaious sub-

committees, and on one occasion a labor representative was appointed

chairmn of a fact-finding subcomittee. It was constituted in Octo-

ber 1965, as a roesult of Advisory Comttee concern (especially Labor')

that the statistics reported monthly by the ProJect staff wer not

detailed enough to permit a true understanding of the Project's opera-

tion. The subcommittee was charged with the task of interpretin and

evaluating the statistics for the first 13 months of Prject operation
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Conmittee prior to Labor's most recent walk-.out. The formation of this

subcouuaittee serves to highlight another difficult prob facing the

Project: research.

Research

Throughout the lfe of the Project, members of the Department of

Hman Resources and the Advisory Coittee have indicated an increas-

ing interest in socamning statistics describing the operations of the

Project, and an evaluative report on its progress. For the most part,

the Project staff has responded slowly to leopaessions of concern and

requests for information by the committee. The Project directors have

frequently indicated that the size of its staff was isufficient to

provide quickly the data which were requested or suggested. The Follow-

up Study staff ha also responded slowly to requests for reports and has

not met deadlines which seemed realistic at the time they were d

upon. That there are substantial difficulties in the general area of

researeh, is illustrated by the points which follow. They are made and

discussed with the knowledge that the authors of this report are per..

sonally involved and that the uual distortions wrought by selective

perception may be operative to an even greater degree here. What fol-

lows, however, is as objective a report as is poasible.

1. Included in the original Project proposa were plans for an

evaluative effort, to be carried out by the OIP (now Depart-
ment of Human Resources, City of Oakland). The Department of

Hmn Resources officials also planed that this evaluation
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of its progress. OIP's original conception of the research

to be performed in conjunction with the Project, did not make

a clear distinction between operational research and evalua-

tive research.

2. It was not until six months after the first Project office

opened (February 1965), that funds for the early stages of

the Follow-up Study were provided and that a Director was

hired. The funds came from the Bureau of Emaployment Security

which also provided the Labor Department funds for the Project.

3. In the spring of 1965, as the details of the evaluative effort

were being developed, the Department of Human Resources was in-

formed that, as of July 1, the Follow-up Study would be funded

by the Office of Manpower Automation and Training (OMAT), and

that the formal proposal for the study must be expanded in

preparation for contract negotiations with that agency. Be-

cause of (a) confusion about the Department of Human Resource's

involvement in both the Project and the Follow-up Study, (b) re-

organizational developments within OMAT, and (c) the extensive

clearance procedures concerned, it was not until November 1965,

after numerous telephone conversations and three trips to the

east coast ( of which were directly or indirectly related

to cotract negotiations), that the Dep6irtment of Human Re-

soure w e4ved the contract from (MAT. The contract was

finally sied at the end of December, only after two contract
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amendments acceptable to both eignatories were drafted and

attached.

4. During the last six to eight months of 1965, the Followliup

Study Director was a1nmost exclusively involved in work re-

lated to drafting proposals, negotiating contracts, hiring

personnel, and designing data-collection instruments and

initiating data-collectioi procedures.

5. During the contract negotiations, a formal comprise was

reached concerning the role of the Follow-up Study. Although

it was to be clearly an evaluative atudyl for the Office of

Manpower Automation and Training (under a contract with the

City of Oakland and a sub-contract with the University of

California), permission was obtained to present copies of

each semi-anual report to the executive coumittee of the

Advisory Cormittee at the same time the report was mailed to

OMAT, and to distribute copies to the remaining members of

the committee ten days later, provided that OMAT had no ob-

jections.2

6. In January 1966, at the first Advisory Co ttee meeting after

the Follow-up Study contract had been signed, the Director

informed the committee of the contractual arrangements which

li.e., it was not to do operational research for the Project.

2The United States Department of Labor, Office of Manpower, Auto-
mation and Training: Contract between the Secretary of Labor and the
City of Oaklnd, (effective period June 30, 1965 to June 30, 1967),
Addendum No. 2.
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had just been completed.-When the committee members strongly

objected to not seeing the reports prior to their submission

to OMAT, the Follow-up Study Director's supervisor felt that

the only reasonable solution to the problem was to permit the

committee to see a confidential copy of each report before it

was sent to Washington. The committee was given to under-

stand that the first such report would be available in approx-

imately two months 1

7. On March 24, a suggestion was made at an executive committee

meeting that an attempt be made to obtain a "fresh" study of

the Project, one different from the "strictly analytical fol-

low-up study in effect at this time."2

The points outlined above obviously indicate that research is

another area which has caused, and is still causing, the Project great

concern. Behind the many issues which are involved in this matter

seems to lie the necesity not only for on-going operational research

conducted by Project personnel, but also for evaluative research con-

ducted by an outside agency. This distinction was not clearly made

when the proposals were written. The Project staff should be responsible

lDuring the early stages of the contract negotiations, the Depart-
ment of Human Resources had been promised a report in September 1965.
When it became clear that the first draft needed extenrive revisions,
contract negotiations and initiation of data-gathering were given
higher priority than revision of the report. The present report is
basically that revision.

2Executive committee of OAMEP, minutes of meeting, March 24, 1966.
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for collecting statistics refleeting day to day operations of the Pro-

ject in order that changes which would be likely to result in more ef-

fective operation could be made. In order for the data to be most help-

ful, the staff must be geared to report at frequent intervals to those

persons responsible for administration and for policy-making. The out-

side agency conducting the evaluation should examine the activities of

the Project for the purpose of deteining how effectively the Project

reached certain objectives it set forth. Evaluation would also be con-

cerned with the types of people served, how they were served, and the

results of such service. The two types of research, one primarily the

gathering of statistics on the Project, the other, the interpretation of

such statistics in relation to other data, should be coordinated and may

complement each other, but, even under ideal circumstances, these opera-

tions must not be merged.

Job Development

Throughout this report, references have been made to the theoretical

and empirical aspects of job development. However, both aspects must be

discussed together; the implications each has for the other, and their

compatibility, must be examined. In order to do so, a certain amount of

review is necessary.

Job development, as envisioned in the proposals as an activity of

the Advisory Committee, is a major concern of this demonstration project;

for among other questions, it seeks to determine "what contribution to

its (the Program's) effectiveness results from direct citizen involvement

and leadership'1 Job development was also to be carried out by the CSES;

lCSES, op. cit. p. 2'. If another section of the CSES proposal
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it appeared that P e rf would have more time to devote to it than

was normal at the Oakland Employment Office.

There w no mention in either proposal of Specialists, Directors of

Liaison, Job develomeient Consultants, or any other of the various titles

given to the men hired unde' the ARA giant. In fact, their addition to

the Project can be viewed as a contradiction to the principles and program

which the granting agencies assumed would be operating at the time the pro-

posals were approved. That is, although it has never been formally stated,

that the Specialists would relieve the Advisory Committee of its duties

(as outlined in the proposals), and it was possible that they would serve

as adjuncts to the formal program of diplomacy which was to be devised by

Advisory Committee, it appears that not only the Advisory Committee, but

also the CSES, has come to consider job development the responsibility of

the Specialists.

Diplomatic as they may try to be, the Specialists cannot functionally

replace the Advisory Committee members in their diplomatic role, for their

attempts at education and information come from Motside the business or

labor conities and cannot carry the same weight as the same messages

would, were they to come from persons actually inside the comunities. In

addition, because they don't "belong", they are unable to use some of the

arguments and persuasiive tactics that Advisory Committee members could use.

The ambiguities which arose out of their late addition to the program

have come to fruition in their present situation. The Specialists were

concerning the unique feature of the program, "direct involvement of citi-
ser.n in the alleviation of the employment problem" is defined as the "en-
gage(ent) in an organized program of personal diplomacy to open doors to
greater minority employment".



150

hired by the Employment Development subcommittee, which at that time, was

composed of two businessmen, one labor and one minority group representa-

tive. One member died, and two resigned; as substitutions were made, the

subcommittee evolved into what its members themselves call an "employers'

caucus".l The Specialists still feel they are working for this subcommit-

tee2 inspite of the fact that in November 1965, they were officially made

accountable to the Project Director.

Therefore, the following sruatiori exists:

(1) The Spec ists are paid through the Department of Human
Resources which administers the grant.

(2) They are theoretically responsible to and directed by
the Project Director.

lIn June 1965, the research staff requested that it be notified of
subcommittee meetings so that an observer could attend them. The chair-
man (in August) indicated that meetings were not held on a regular basis
and were often of a confidential nature, but that he would bring the
matter up at the next subconnittee meeting and inform the staff of the
decision. In January 1966, the issue came up again at an Advisorly Com-
mittee meeting. Comparing the Employment Development subcommittee
meetings to those held amng the labor representatives, the chairman
stated that no "outside" attendance would be permitted, since not only
were no formal meetings held (hence, no minutes taken), but also that
private matters were discussed.

This explanation was accepted with little comment by the other Ad-
visOry Committee members. The fact that the "employers caucus" had
evolved from a formally constituted subcommittee, while the "labor cau-
cus" had always been private, was not mentioned. Structurally and
functionally the private caucus cannot replace the original formal sub-
committee which had tripartite representation. Since job develo nent
is emphasized so strongly, it would seem extremely important that the
Employment Development subcommittee, as originally planned (responsible
to the entire Advisory Committee and not merely to one segment) be re-
constituted, while the employers continue to caucus privately when they
feel it desireable.

2ti... we will contnue to make our views known through the Job
Development Committee tEmpioyment Development subcomitte/7 to which
we are directly respouiblen2 Deember Activity Report, p. 9.
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(3) Their allegiance iie with the Maploym.nt Developuent
subcommittee.

The Specialts, men-in-the.irddle upon who-se shoulders most of

the Job development responsibility was shunted, appear to be respon-

sible for the limited supply of openings as well as for their concen-

tration, during the s e of 1965, at the lower end of the status

continuum. However, considering their ambiguous position in terms of

autonmy and direction, it is not surprising that their efforts have

shown so few tangible results. For instance, they have indicated that,

immediately prior to the months studied here, they were directed by the

chairman of the oent Development subcommittee to concentrate on

obtaining unskilled Job openings since those jobs seemed to be the ones

most in demand by the applicants. Since the Specialist' openings ac-

counted for only 14 per cent of the direct openings (excluding the sum-

mer youth project), they cannot be oonsidered responsible for an over-

trend. (Nor can the directive, for there is ro evidence that it

was known or made applicable to the other solicitors). It is possible

that this directive is partly responsible for the distribution of

"Jobs started" credited to the Specialists.1

Although very early in their Project careers the Specialists

requested that data concerning employers (kept by CSES) and applicants

(kept by the ProJect) be made available to them, it was not until

lIt mist be remembered that their "openings" and "hires" patterns
differed, however, and since the Speciaists' "hires" pattern did not
differ drastically from that of other direct hires, it would seem that
this directive cannot be considered explanatory of the tendency of
direct hires to resemble-the traditional inority hiring pattern.
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November 1965 and April 1966 (respectively) that this was done. It is

difficult to assign responsibility for this delay, for the situation

is illustrative of a lack of responsiveness to requests which permeates

the Project. The Employment Development subcommittee, to which the

Specialists were responsible at the time, could have pressed CSES,

through the Advisory Committee (theoretically the policy making body),

to grant their request. CSES could have acted on the request without

waiting for a formal directive from the Advisory Committee. The Spe-

cialists, realizing that such information was vital to their effective

performance, could have insisted that it be furnished, or attempted to

gather it themselves. None of these steps was taken.

Their apparent feeling of having little autonomy is manifested in

requests to the Advisory Committee (via their monthly reports, August

and again November, 1965) that they be allowed to telephone the employers

who had answered mailings, a step which it is assumed they had suffi-

cient authority to take without further consultation.

The content of the "education and information" provided by the

Specialists seems to be influenced by an apparent orientation to busi-

ness. Their focus is on obtaining "qualified'l workers to fill employers"

needs, rather than on finding work for the unemployed. For example, one

of their most persistent requests is that the "pool" of applicants be

enlarged through one or all of the following ways: (1) by obtaining

from the Oakland Employment Office a copy of the applications of al

minority group members who apply at the main office, (2) by establish-

ing a more thorough liaison and integration with the "Skills Bank"
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(an employment and upgrading Service of the Urban League), (3) by con-

ducting another Human Resources inventory in order to recruit or soli-

cit "qualified people" to the Project. They indicate that the reason

for these requests is that in some cases job openings which they de"

velop requires particular skills which no Project applicants possess.

Any one of these alternatives would result in still greater strain

on the limited number of direct openings, as competition for them would

take place among a greatly expanded number of people. Therefore, the

probability of employment for those presently registered at the Project

would be reduced. The last suggestion, solicitation of even more appli-

cants (with consequent encouragement of hopes for employment, followed

by disappointment), woul only heighten the already severe frustrations

present among Oaland's unemployed.

Although we have been able to attend only one "industry-wide meet-

ing" at which the ProJect was discussed, there is no evidence that the

content of the others differed. At a recent workshop meeting, the Spe-

cialtse spoke about the aims and activities of the Project as follows:

The ProJect is run in a common sense, businesslike
manmer. To be successful, we need two things, one,,
a human resources inventory, and two, through let-
ters, industry visits, and group meetings of this
sort to get closer to grips with the problems of
employers.

In our months of experience, visiting and talking
to Bay Area employers, we have not found that these
employers are biased; that is, they are conermed
though, with-considering the handicaps these peo-
ple have, how can we honestly hire them even though
we're not biased?

Well, we want to tefl you today what is working in
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your beha on this, serVices that are available to
you. We also meet with them, the mninority leaders,
and say that even though this is rib utopia weire
talking about-we're growing and progressing and the
opportunity is available to them to now, through us,
come closer to meeting your requirements.

We focus especially on: How can the Oakland Adult
Project help you as an employer to have e al opor-
tunity to hire minority group employees? LSicJ

Contradictory orientations are found not only within specialized

groups but also in the Project as a whole. Slowly and subtly, the

focus of the Project seems to have shifted from employment of the hard-

core unemployedl to employment of members of minority groups The

shift in focus is an easy one to make. Examination of employment and

occupation figures provided by the U. S. Census for the Bay Area, and

especially for Oakland (see Table 31), clearly shows that most of the

former group are also members of the latter. Any attempt at reducing

the numbers of the former must take into consideration the peculiar

problems and needs of minority groups. However, it must be remembered

that the fact that there are some problems and members in common does

not make the groups identical. The subtle shift in focus has far from

1CSES, loc. cit. ".... the primry objective (is)..eimproving the
employment conditions of adult members of minority groups and others
of the hard-core unemployed throughout the City of Oakland." This
statement implies that all adult members of minority groups are members
of the hard-core unemployed. However, it does not seem possible that
this was the intent of the statement. In light of its context, (it
follows six pages of data and discussion concerning the low incomes,
education and unemployment rates found among Oakland' s minority group
population and the social problems which spring from such deprivation)
it is seen to imply rather that, hard-core unemployment is most preva-
lent among minority group members, so that attempts to reduce it should
not ignore their unique situation.
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subtle results in emphasis and action In order to discuss this ques-

tion further, a short digrewsion must be made.

Within the past fewa years, many social and legal changes which

affect the racial situation have taken place. The Sit-ins in the

rural south and ghetto unest in the urban north not only have had

legal effects, but also have stimulated both reSpect for and fear of

the strength of minority groups. Civil rights legislation and govern-

ment demands for non-discriminntion by its contractorO (Title VII)

have, to some extent, reversed the employTnent picture for "qualified"

Negroes compared to what it was even fiLve years ago. Consequently,

talk of "merit employment" is hardly unpopular among many businesses

and labor organizations. W4orried about their public images and com-

pliance with government regulations, many corporations are actually

looking very hard for minority group members to employ.

In general, in large cities today, searches for employers who are

"willing to employ qualified minority group members" need not be exten-

sive., and efforts to convince them to do so need not be strong. For

the Project to conduct campaigns advocating "minority employment"

means only a selling job for that particular agency-soliciting "cus-

tomers", reminding them that here is a possible source of the quali-

fied people they need-it does not require convincing them of their

need to employ such people.

The situation is considerably different when the focus is not on

the "qualified Negro" or the "'qualified Mexican-American", but instead,

on the long term unemployed person. In him is seen the result of years
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of unequal opportunity., of stress on "realistic" (meaning: low) am-

bitions, of squalid living conditions, inferior,schooling, fear, and

thwarted dreams. He was not only the last to be hired, but also the

first to be fired; the impact of automation has greatly reduced the

number of jobs he is qualified to hold. His limited income and edu-

cation often make the cost of training, in terms of both time and

money, prohibitive. Excluded by color or income from the middle

class, he often fails to meet its criteria in matters of dress, man-

ners and speech. Often, he has not completed the eighth grade, and,

if he is young and has completed high school, his diploma is commonly

merely a testament to years spent in overcrowded and deficient ghetto

schools, rather than to academic attainment. In short, the long-term

unemployed are seldom those an employer has in mind when he says

"qualified"f.

It should be clear that soliciting jobs for these people entails

more than securing a statement of wllingness to hire on merit alone,

or to use the Project when next a vacancy arises. Although "simple

discrimination" was certainly a contributory cause of the plight of

these people, its removal alone is insufficient to effect a cure. A

program of education and information is certainly needed here-but it

must be accompanied by advocation of and recommendations for policy

changes and programs designed to consider and to compensate for the

lack of qualifications prevalent among the long-term unemployed.

Civil rights groups and others interested in employment (includ-

ing the Urban League, the oldest in this field t and certainly the
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mwst conservativj) recognize that "lack of qualifications" is a rea-

son often given by employers as to why they are able to hire only a

few minority group members in spite of a company policy which is "non-

discriminatory". In such cases, a subtle form of discrimination seems

to be operative; while it may be difficult to prove that these firms

give preferential treatment to whites, it is equally difficult to

prove that they contribute to the correction of an historical social in-

justice.

Advocacy of the measures which would lead to hiring of the long-

term unemployed is certainly not as socially acceptable, nor is the

adoption of such controversial policies as easily accomplished, as is

the simple admonition to refrain from discrimination. Compensatory

hiring and preferential admission to apprenticeship programs, quota

systems, re-evaluation of entry criteria, or "double standards" of

proficiency and efficiency, are rejected by all but a few firms and

unions as undemocratic, discriminatory, and unjust-precisely when

people who owe their economic position to just such practices used

gainstt them are gaining sufficient power to ask that they be used in

their favor.

Project Job developers do not address themselves to these criti-

cal problems; they ask that employers look to the Project as a source

of "qualified minority group workers". The pattern of minority em-

ployment in Oakland, as reflected by Project records, remains unchanged.
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The Oakland Economy

In order to place the operation of the Project in context we must

describe, if only superficially, Oakland's economy. Since only scant

current data are available, we will devote little time to them, The

overall impression obtained from them is that Oakland is experiencing

a temporary economic upturn.

Prior to 1965, industry appeared to be moving away from Oakland,

and. as a result, jobs generally were scarce. There are indications

that, in spite of this tendency, jobs have become more plentiful within

the past year and that the trend may continue for the next year or two.

Seven manufacturing firms (which represented a combined work force of

3,000) shut down and laid off workers between 1961 and 1965.1 The pre-

sent and potential increase in employment seems related primarily to

(1) the escalation of the Vietnam war, which has provided a number of

jobs, especialy for laborers loading war materials, (2) the Bay Area

Rapid Transit, for which construction is scheduled to start this year

and which should provide jobs for people (although it is questionable at

at this point how many wlll be minority group persons)-,and (3) a new

economic development aid program of fifteen million dollars (financed

by EDA) that will provide funds for industries which agree to make a

special effort to hire minorities.

The apparent improvement in the Oakland employment picture for

1965 was reflected in unemployment insurance claims for that year.

'Oakland Labor Market Developments, California Department of Employ-
ment, Coastal Area, Research and Statistics, January 26, 1966.
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This estimate of unmployment, although gross, did reveal interesting

trends.

Although in 1965 the number of unemployment insurance
claims in Oakland was loer than it has been in five
years, there is evidence that members of minority
groups have not benefited from the improved opportuni-
ties for work. The drop in new cl was virtually
all a reflection of the change in the cl filed by
whites other than Mexicans, The number of new clams
filed by this group fell 8.7 per cent between 1964 and
1965 while the number of new claims filed by Negroes
rose 1.7 per cent and new claims filed by Mexican-
Americans rose slightly in the same period.1

A more direct estimate of the change in unemployment in Oakland

between the time the 1960 Census2 was.taken (1959) and the months April

through July 1965 when a survey was conducted by the State of California

Department of Public Health3, does not lead to the same conclusions.

From comparison of data contained in these two surveys, it appears that

unemployment decreased both for the total population and for the Negro

population between 1959 and 1965, but that the decrease for the Negro

was greater. This finding, of course, must be coupled with the fact that

the propostion of unemployed Negroes in the 1959 labor force was nearly

twice as large as the proportion for the total population. As a result of

terta-in incont*ncies in reporting, there are limitations in comparing

lIbid.
2U. S. Bureau of the Census. Op. cit.

3Human Population Laboratory, Alameda County Population 1965, Series
A, No. 7 (State of California Department of Public Health, April 1966),p. 54
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the Census data with the more recent surveyl, but the inconsistencies

are considered so minor that it is unlikely that such comparisons will

produce serious distortions of the data.

The conclusion that unemployment decreased both for the total

population and for the Negro between 1959 and 1965 is based on the data

which follows. For the total population, the proportion of unemployed

males in the Oakland labor force dropped from 8.0 per cent in 1959 to

5.6 per cent in 1965; while the proportion of unemployed males in the

labor force who were non-white (primarily Negroes) was 13.8 per cent in

1959, and the proportion for Negro males in 1965 was "only" 8.3 per

cent. Comparable figures for females follow: for the total labor force,

7-iL7 per cent unemployment existed in 1959 as compared to 5.9 per cent in

1965; whereas, 14.8 per cent unemployment existed for non-whites in 1959

as compared with 9.5 per cent for Negroes in 1965.

The results obtained from examination of unemployment insurance

data and survey data are not necessarily contradictory, since, in the

first instance, only a yearly fluctuation (1964 to 1965) was reported,

whereas the interval covered by the surveys was considerably longer

(1959 to 1965).

3'The two limitations are as follows: (1) the 1960 Census reports
labor force data for persons 14 years old and over, whereas the Public
Heath Department reported data on persons 16 years old and over;
(2) it is possible to obtain Oakland labor force information from the
Census data on non-whites but not on Negroesf however, it is possible to
obtain Oakland labor force information from the Public Health data only
on Negroes and not on non-whites. These limitations are considered
minor because the number of 14 and 15 year olds in the labor force is
negligible, and Negroes comprise the bulk of the non-whites in the Oak-
land labor force.
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Additional data must be analysed before a clearer picture of the

overall employment picture in Oakland can be obtained. At the present

time however, it appears that even though some immediate improvement

in employment possibilities in general and for minorities in particu-

lar, are in evidence, few are likely to be permanent. Oakland, like

other central cities of a metropolitan area, continues to have econo-

mic problems which apparently can be solved only by attracting new

industry or through the creation of long-term government-sponsored em-

ployment,



SECTION 10

EXTERNAL INFLUENCES ON THE PROJECT

It is felt that everything of value to a research project is not

confined to what may be termed "statistical data"; that much of the inter-

action which takes place among participants has significance, and that ob-

servation and interpretation of this interaction are often as relevant to

evaluation as are more easily recorded data. Especially in this situation,.

in which much of the content of committee meetings is not even recorded,

such a technique seem necessary. The remarks made earlier concerning

possible bias (conscious or unconscious) on the part of a researcher are

particularly relevant here. The analysis which follows is not intended

to be merely critical, but attempts to trace some of the ramifications

of external events and trends, both historical and contemporary, for the

structure of and the relationships within the Project.

The organizational meeting of the Advisory Committee was held March 12,

1964. Notices of the meeting were sent to selected people, 25 of whom at-

tended the meeting; 7 from business, 5 from labor, 4 from minority group

organizations, 2 from religious organizations, and 7 from local and state

governmental agencies. The CSES proposal stated that, in addition to

business, industrial,-and union leaders' participation in an organized

program of personal diplomacy, there would be "participation by leadership

of the civil rights Lsi v in helping to formulate program initially and on

162
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a continuing basis"?'l The list of those invited to the original meeting

has not been made available to us, in spite of repeated requests, so that

it is impossible to say whether various civil rights organizations, un-

represented on the committee, declined to attend or simply were not asked

to do so. Only representatives of the more conservative groups (Urban

League, NAACP, Ministerial Alliance) have participated; the more militant

and/or "grass roots" organizations remain outside of the Project.

The "Suggested Agenda for meeting of Minority Employment Advisory

Committee" prepared by the Coordinator of the Oakland Interagency Project,

(now: Executive Director, Department of Human Resources), included an

"Overview of the Problem" (to be presented by himself), an "Analysis of

the Program", and a section titled, "Role of the Advisory Comittee" (to

be presented by members of the Area staff of the Department of Employment).

Unfortunately, a precedent was established that evening which has been

broken only recently. The minutes are limited to the topics, rather than

the content, of discussion. Therefore, it is now impossible to determine

how the role of the Advisory Committee was envisioned originally--either

by its members or by the CSES. It does seem legitimate to assume, however,

that the personnel of the Department of Employment and of the Oakland

Interagency ProJect had a clearer conception of it than did the others,

for these two agencies had been involved in writing the proposals, which

should have entailed deep thought concerning the feasibility of the pro-

gram, its structure, functions, and the inter-relationships among its

CSES, op. cit. p. 1.
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various parts. (Certainly, neither proposal undertook to do so in any

detail; whether the reasons for this omission were intentional or unin-

tentional, they have certainly had grave consequences in the life of the

Project). Although certain of the private citizens present were fa liar

with the Project (indeed, one of the gentlemen is credited with its ori-

gination, albeit in a different form and for motives which are not offi-

cially recognized by the Project as formal goals), most were fairly new

to it, and may have been either intimidated or impressed by agency exper-

tise. Nevertheless, there has been neither a concrete modus oDerandi

established, nor a concise and specific policy or program formulated.

The misunderstandings and grievances, both overt and covert, which have

arisen from this omission are many, and their repercussions have been

manifested throughout the Project.

The coalition consists of representatives of large groups which, if

not actually 'tnatural" or traditional en es, certainly have a history

of mutual suspicion and hostility. The uneasy truce between business and

labor is well known. However, they share a disdain for government agencies

and their bureaucratic structure, as well as suspicions of coercive power;

the governmental agencies, in turn, question the sincerity of business' and

labor's committment, and perhaps resent their apparent freedom from control.

Members of minority groups may resent all three, depending upon their

personal orientations. They hold business and industry responsible for

their plight through original discrimination and exploitation, consider

Labor's talk of unity and eolidarity hypocritical, and often (especially

among more militant and more vocal elements) think that many government
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programs and agencies represent "bones" thrown to minority groups in an

attempt to prbotect the statupA by diver'ting or mollifying their in-

creasing demands for equality and employment.

In addition to considerable intergtroup disharmony found among them,

little internal consensus is found within the groups. For example, the

vast differences in 8trudture and purpose between the building trades and

industrial inions have led to dpen quarrels. Wholesale and retail; large

and small, corporate and private firms have requirements, needs, atd goals

that are not always shared. The various minority gr6ups not onl3y iave

diverse organizational goals and oreintations, but also may be 1"jealoust'

of favors or concessions granted to one and not another. They are

united by discrimination, by language difficulties, and by possession of

some cultural trait's not found among those of the majority. These are,

by and large, negative factors; they include little of a positive nature

from which to build, i.e., organizations representing minority group per-

sons are composed of oppressed peoples who share a common foe, and it is

chiefly the existence of this foe that unites them.

Another factor preventing intra-group unity is common to the three

groups: the lack of a constituency which has given the representatives a

mandate to act. Least vulnerable to this is Labor, which is represented

by two strong organizations with elected officials. Such an organization

may be hampered, however, in that, although it may represent its rank and

file in collective bargaining and similar issues, its views on civil rights

or anti-discriminatory measures may differ radically from those of its

member organizations. The presence of the businessmen on the committee is



166

explained chiefly by the fact that they are businessmen, rather than be-

cause they have been delegated to speak for the business community. Al-

though the Chamber of Commnerce has been represented, its representation

on the committee cannot be compared to that of the union organizations.

The minority group representatives fiall between the two extremes. Al-

though all represent organizations whose membership is made up largely

of members of minority groups, they cannot be said to speak for the

minority community (if such a thing doed, in fact, exist). This is true

to a gr'eatei' extent for the kegroed than fol the Mexican-Americans.

Historically, white reaction to Negro attetnpts at orga*ization and

unity has been characterized by punishment of the participants and death

for the leaders of incipient movements, although such blatant measures

are rare outside the deep South today. Few Negro organizations were

tolerated by whites other than the churches, wherein dogma heavily empha-

sized dutiful cross-bearing and promised rewards, of peace and freedom ,

only after death. These were not organizations for Negroes, in the usual

sense df the word, but segregated institutions of the larger society. It

was here that numbers of Negroes were grouped together. As agents of

social change, churches have been most militant in the South :rather than

in the more "'liberal", urban North where (relatively recently) other or-

ganizations and more radical ideologies are permitted to vie for the al-

legiance and support of the people.

Until the late fifties, the only other Negro organizations recognized

by large numbers of people were the Urban League and the NAACP, both of

which drew a great deal of financial support and leadership from whites.
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Unlike churches, these organizations were for "Negro rights" but neither

their constituency nor their leadership waS absolutely of Negroes. Those

who joined were often triing to eseape from the ghettos and the masses,

and Were, by their very attempts to leave, alienated from the communities

in which segregation ofteti forded them to remain, so that they were un-

able to sypak for, or to truly *eplkbserit, "the people". They spoke for

others like themselves, who had fobight against Otaggering odds to win a

measure of respect from the white world on white terms. this twually

meant making compromises, either permanent or temporary, the price for

which was often the contempt of other Negroes. In recent years, organi-

zations both of the people and for the people, have arisen; however, t

these reflect the fragmentization historically encouraged by whites, as

well as that which arises in any broadly-based movement where a variety

of theory, tactics, and strategy is possible.

The Mexican-American community, which not only is smaller, but also

is not considered racially different from the larger society, has a long

history in California, a language which binds it together, and strong

family and community ties. Therefore, unlike the situation found among

Negroes, many of the customs and institutions to which the Mexican-

American community owes its cohesiveness are not based on rejection from

without, so much as upon generation from within.

These three factors then, traditional inter-group hostility, absence

of consenseus among the representatives of the large groups, and lack of a

mandate from their respective communities which would make them legitimate

leaders, continue to exert divisive influence on a tripartite alliance
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which has always been uneasy and unstable. Emphasized in the proposals,

and repeatedly in committee meetings, public utterances, and informal

discussion, is the uniqueness of this alliance. Members were proud that,

as men of good will, they were able to bury or disregard petty differences

and join to attack a common problem. Ironically, it is possible that the

resolve to get along together, and to accept compromise played a large

part in the committee's neglect to formulate basic policy and a course of

action-two steps which are imperative for any organization with hopes of

remining viable and becoming influential. In other words, eager to il-

lustrate that its different factions could work together, the committee

members hesitated to build a strong framework within which they would

operate for fear that discussions of premises, aims, methods, and philoso-

phy would uncover dissensions which they were aware lay just below the

surface and which could jeopardize the alliance. They chose to begin work

with a very loosely conceived.structure and, perhaps, with the hope that a

strong organization and unity would spring from their endeavor. Because

the proposals were vague and even contradictory in their delineation of

the relationship between CSES and the Advisory Committee, and extremely

vague in terms of methodology and rationale, a very large margin existed

within which it was possible to maneuver, had the Advisory Committee so

desired. It would seem then, that when it did not take advantage of its

potential power, it left the CSES free by default to operate more or less

as it saw fit.

Formality, diplomacy, rules, and parliamentary procedure, have

evolved and are used in situations calling for delicacy, scrupulousness,
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and fairness. Where strained relations, serisitive feelings, or mut

distrust are present, most partieB are able to work most effectively

within the confines of a well-defined or structured framework. Only in

situations of utmost intimacy, harmony, and trust, is reser4ve dropped

and are conventions disregarded; even a3iDng intimates, unwritten rules

concerning "face" and "front" exist which, if broken, place the ralation-

ship in jeopardy. Therefore, in this uneasy situation, formal rules seem

to have been essential.

These structural considerations oombined with a lack of initiative

(which perhaps was enhanced by the situation) to create an atmosphere

hostile to anything that could be interpreted as potentially dangerous to

the alliance. Dissatisfactions which arose were allowed to fester before

being aired, and often, they were neither completely excised nor cured,

but were prematurely dismissed. Despite a pervasive feeling that it

fails to meet expectations, participants in the Project tend to blame

factions of the membership who are "old enemies", instead of ining

it as a thing in itself. The following are only a few of the allegations

that have been made:

Ezployers are not seriously committed to providing jobs.

Unions won't give an inch on their old entry restrictions.

The minority people aren't providing a large enough pool
of qualified people.

The committee doesn't understand our internal staffing
problem or methods.

The state employment service is rigid and won't change
with the times.

It was about the last issue that the Advisory Committee found it could
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agree, and the CSES, with its "rigid rules, regulations, and procedure",

became the target of attack. Placing most of the blame for failure on

the confidential nature of certain data and the "entrenched procedure"

of the agency, the Committee finally intensively examined one of the

Project's basic probIems--almost two years after its inception.

The issue was made clear at a committee meeting with the question,

"'ho really has the power here, the Advisory Committee or CSES?" When

pressed, CSES officials admitted that, if the Committee were to direct

the agency to do something that was illegal or contrary to department

policy, then the CSES would abide by its department's rules rather than

obey the committee's directive. At this point, the Labor representatives

left the meeting; shortly thereafter, five announced their resignations

from the Advisory Committee. It seems ironic that this issue, which took

so long to crystallize, had explicitly caused few problems at committee

meetings. (As has been discussed, its influence is felt to have been

latent, in that the uncertainty and hesitancy which resulted from the

unsettled issue caused the early timidity and lack of strong direction,

which in turn led to a state which resembled inertia more than action).

It appeared to some that, when the labor representatives walked out

of the Project the second time, although a legitimate issue was at hand,

Labor's well-known feud with the Coastal Area Office of CSES also in-

fluenced its position. No Project Director (always a CSES staff member)

has ever directly defied a directive of the Advisory Committee. There

have been few opportunities to have done so, since the particulars of the

dispute (reporting procedure, follow-up studies, information needed by
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specialists, case-study methods) had never been stated 4a formal motions

directing that something be done, but instead, had been phrased as sug-

gestions or requests. In keeping with its "men of good will working to-

gether" image, the Advisory, Coumittee seem to have preferred suggestions

to orders, feeling fairly secure in its policy-making role. Members as-

sumed that changes they recormended had been made, or that delays were due

to the slow "bureaucratic procedure" they disliked but had come to toler-

ate. The CUES, on the other hand, seemed to see the Advisory Conmittee

as "only advisory" and tended to postpone, delay, or ignore suggestions

which were considered inconvenient or twoublesme.

The businessmen on the comittee, chose to remain participants in

the ProJect and negotiate with CSES if a conflict arose; in essense, only

if they felt Department of laloyment policy presented an insurmountable

obstacle to action, would they withdrar. This seems the more rational

and flexible attitude of the two; Labor's attitude has been interpreted

by some as additional evidence supporting charges of rigidity, conserva-

tism, and discrimination which have recently been leveled against the

movement, in spite of the fact that some of the labor representatives on

the committee have been active advocates of non-discriminatory and gener-

ally progressive policies.

It is felt that, in order to be understood, Iabor's withdrawal must

be viwed, not only in its narrow Project context, but in that of Oakland,

for recently, the long strained relations between the Department of Employ-

ment and the unions were further tested by the introduction of the Skills

Center to Oakland. Some labor leaders have a justifiable suspicion (which
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is not peculiar to the Bay Area union movement) that such an institution

could seriously ham, and even destroy, their union's apprenticeship

programs. Indeed, if administered by persons possessing little knowledge

of or sympathy with the labor movement, it could do so. SStice the-..

Department of Employment-which played a major role in its planning and

will have a great deal to do with its curriculum--is not considered by

Labor to be a £riend, considerable hostility arose when the Skills Center

proposal was presented. Although Labor eventually agreed to support the

Skills Center after compromises had been reached on the procedure for ap-

proving programs, it was originally viewed as an attempt to "railroad

something through behind our (Labor's) back". A good deal of this hos-

tility may have been displaced to the Project.

The r ining members of the Advisory Committee correctly recognize

that, without the participation of the labor organizations, the alliance

has lost a considerable part of its potential influence, and would cer-

tainly welcome their return. Attempts to woo the original representa-

tives back have failed so far. A proposed invitation to independent

unions in the area to take the place of the AFL-CIO unions was interpreted

as a weak, idle, and even laughable threat by some in the AFL-CIO. At

this point no predictions can be made about the probable outcome, for too

many variables are involved, It is felt, however, that should Labor

return, it may not be too late to develop a smoothly running, more effec-

tive program, and that its continued absence contributes considerably to

the weaknesses of the Project.



CONCLUDING STATEMENT

The Oakland Adult Project, predating both Oakland's 'War on Poverty"

and the recent EDA allocations to Oaklnd (stimulated by the 1965 Los

Angeles disturbances), had a very, uncertain start. Problems which beset

it included: (1) ambiguities and contradictions within and between the

applications for funds, (2) financing delays which were so extensive that

its very existence was threatened, arid 03) antagonisims and suspicions

among the representatives of the volunteer citizens committee. The rel&-

tive weight each of these three factors contributed to the difficulty

cannot be assessed now, but it is true that the committee has not accom-

plished the task of clarifying key issues imperative for efficient Pro-

Ject operation, Although certain important organizational changes re-

sulted from its intervention, specific definitional problems remain.

In view of these limitations and the fact that Oakland is a city

that has been characterized by declining permanent industry and entrenched

racial discrimination, it is no great surprise that the statistics analyzed

to date show little evidence of accomplishment. As a matter of fact, to

show striking progress the Project would have had to conquer formidable

obstacles. This is not to say that there were no points at which certain

steps should have been taken which were not, but rather that, considering

the difficulties involved, it is somewhat understandable that they were

not taken. In addition to these difficulties, the Project had no effec-

tive means of examining its progress. The limited number of Project per-

sonnel and the necessity to clarify the role of the Follow-up Study, left
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the Project with minimal information about its activities during the first

sixteen months of operation. The information available was limited to

gross intake and placement statistics reported monthly by the Project Di-

rector.

The most arreating bit of informiation to come from this repo±'t is

that, in relation to the large number of Project applicants, few have ob-

tained Jobs through the Project, and furthermore, that the proportion of

minority group persons that does is no different from the proportion of

minority group persons who obtain jobs through the Oakland Employment Office.

This seem due primarily to the small proportion of job orders the Project

received directly. Thus, in terms of obtaining employment for its clients,

its results are unimpressive. The jobs obtained were not only few in

relation to the number of applicants, but appeared, contrary to the "new

doors" goal of the Project, to reflect clearly, and perhaps to reinforce,

the-.traditional minority employment pattern prevalent in Oakland. It is

possible then, that the ProJect has misfired: instead of standing as an

agent of social change and minority group progress, it may be supporting

(albeit unwilingly and unwittingly) the ltatus quo and actually hinder-

ing the cause it espouses.

Equally as unimpressive, especially during the early months of opera-

tion, was the number of people involved in training (the major vehicle for

upgrading). Even in relation to the very limited original goal of train-

ing 500 persons, no real headway was made until late in 1965.

From the data reported monthly by the Project staff, it seems that

considering (1) the numbers of jobs started, and (2) the amunt and
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occupational level of training courses offered, the Project is showing,

on the surface, at least some signs of improvement. A superficial ex-

anination of data collected within the last six months indicates that

there has been a modest increase in the number of orders coming to the

Project directly. Because such in examination is inadequate, our future

reports will contain more detailed and complete data. These data should

indicate whether or not the apparent employer perception of the Project

as a source of unskilled temporary labor is indeed the case. We shall

examine not only the quantity (relative and absolute), but also the dura-

tion of jobs obtained. We shall inventigate not only for what types of

work people are trained, but also whether, upon its completion, they ob-

tain relevant work at prevailing wage rates. We shall investigate

whether there have actually been any "new doors" opened for minority

group members of Oakland.

Confronted with the superficial signs of improvement, the opening of

the Skills Center, and the increase in federal money spent in Oakland, it

iS possible that a complacent attitude might arise among its participants.

There is considerable evidence that the basic issues of the Project, to

say nothing of the broader societal issues reflected in the pressures upon

it, remain unresolved. The Advisory Committee needs the participation of

Labor which appears, at present, to be more out than in. There is little

evidence that the employer representatives are serving as catalysts so

that the business community will (1) examine the role it has played in

contributing to the current situation, (2) take a closer look at the va-

lidity of the screening process used in hiring, and (3) consider the social
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obligation business may have in instituting programs of compensatory

hiring and/or training independent of governmental funds. There is

little evidence that the labor representatives who were on the commit-

tee were playing an active role in (1) encouraging unions to examine

their contribution to some of the restrictive hiring practices result-

ing from union contracts, (2) reevaluating their apprenticeship programs

and (3) examining their possible obligation for compensatory admission

into training programs, union membership and job assignment from hiring

halls. There is little evidence that minority group representatives are

aware of the complex economic problems surrounding and contributing to

Labor' s difficulties.

It seems necessary that the Advisory Committee begin- to hold frank

and open discussions of these issues. It is difficult, however, to imag-

ine that discussions of such crucial issues can be held if meetings con-

tinue to be limited to two hours a month; it is hard to conceive that

positive, innovative actions concerning "new doors" can emerge from the

Employment Development subcommittee if it continues to be nothing more

than a caucus of employers meeting rarely; it is difficult to believe

that much of lasting value will emerge from the unique alliance unless

its members are able to surmount their entrenched positions. Finally,

it is hard to see that any effort can be effective unless the employment

service, both staff and administration, is able to accept the Advisory

Committee as an imlportant and meaningful contributor to its effort to

overcome its image as an unimaginative, ineffective and bureaucratic

agency.




