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SECTION 1
INTRODUCTION

The first interim report evaluating the activities and results of the
Oakland Adult Project (hereafter referred to as, the "Project") was distri-
buted in June 1966. The first report covered the period from the opening of
the Project in September 1964 to December 1965. This report covers the
months November and December 1965 in greater detail, and continues the cover-
age up through November 1966.

In this latter period, there have been important changes in the
structure of the Project. In January 1966, the Project began offering its
services as one of the agencies located at the Fruitvale Service Center.
Since the Fruitvale branch office located at the neighborhood center serviced
basically the same geographical area as the 35th Avenue branch office, the
latter office was closed at the end of November 1966, after gradually phasing
out its services during the pervious three months.

In July 1966, a branch office of the Project went into full operation
at the North Oakland Service Center. The East and West Oakland offices were
moved to the neighborhood service centers in their respective areas. The
fizzt move occurred in April, and the most recent one occurred in August of
196¢€.

It was also in April 1966 that the East Bay Training Center (more com-
monly referred to as the Skills Center) began its operations. A number of
Project applicants have been referred there for training, and members of the
Project staff have been used to help set up and administer the Skills Center's
programs.

As projected in the first report, this report contains more extensive
analyses of placement, job development, and training data, and the approach
used is closer to the one outlined in the Study Plan for the follow-up Study.
Originally, the investigators were not able to compare Project applicants
with lMain Office applicants on the basis of personal characteristics or
placement rates. In this report, Section 2, the personal characteristics
and placement experience of Project minority and Main Office minority and
non-minority applicants of both sexes have been evaluated.

More detailed data collection methods on the parts of the Project and
the Follow-up Study staff have made possible more complete analyses of the
job orders available to the Project. Section 3 includes a comprehensive com-
parison of the characteristics of job openings obtained directly and indirectly.
In contrast with the procedure used during the period covered by the first
report, data were kept consistently on the solicitor responsible for each job
order made available directly to the Project, and information on the source
of orders is also given.

In this report, the investigators have also been able to examine more
slosely the training available to Project applicants. Data and discussion
on the types of courses offered, the characteristics of the trainees, and,
so far as possible, the post-training employment results, are given in Section
L.



As in the first report, an attempt has been made to describe both
external and internal changes which have affected the Project. These areas

are examined in Section 5.
In general, by using more detailed methods of data collection and

more refined analyses in the present report, the staff has been able to
more closely evaluate the effectiveness of the Project.



SECTION 2
PLACEMENT
Introduction

The stated objectives for placement activities of the Project were
contained in the following excerpts from the California State Employment
Service proposal (the underlining is ours):

"To place eligible unemployed workers;
"To upgrade underemployed uorkers;l

"... the primary objective of improving the employment
conditions of adult members of minority group and others
of the h%;g-core unemployed throughout the city of
Qakland

"... The demonstration area concerns the training and
placement in employment of adult members of mipority

groups and other disadvantaged persons, with particular
emphasis on employment of male heads of households, in

the community of Oakland, California."

Our plan for evaluation of the Project's placement activity was
based on a series of decisions which were the outgrowth of interpretation
and delineation of the objectives set forth in the proposal. The follow-
ing decisions were made:

1. As a result of the concerns expressed in the proposal,
data on the placement and upgrading of the following
groups of Project applicants would be analyzed:

1Ca.lifornia State Employment Service, Agplicgtiog for & Demonstra-

Act with s cial —s‘on-Minorlt Gro ' d other di vant éd a li-
cants. (Oakland, California State Employment Service, January, 1964), p. 2.

zIbido’ po lh'
31bid., p. 1.

L1t should be noted that analysis of upgrading is not restricted
to the "underemployed". This is true partly because of the Project's
failure to define what underemployed weant for it, and partly because this
study could not arrive at an effective operational definition by use of
the data normally collected by the Employment Service.



a. All minority group applicants.

b. Unemployed minority group applicants who could be
labeled "qualified" or “eligible".l

c. Minority group persons who were "hard-core" or
"long-term" unemployed.2

d. Minority group applicants who were adult (22 years
or older), heads of household, and residents of
Oakland. These applicants would be called "target"
persons.

2. In addition, the following steps were deemed necessary:
a. Separate analyses would be conducted to control for:

1. length of work experience
2, education

3. age

L. ethnic group

b. Analyses would be conducted separately for males and
females.

c. Data for Project minorities would be compared with
data for applicants to the main Oakland Employment
Office (referred to hereafter as "Main Office").
Two comparison groups would be used — (1) Main
Office minority group applicants and (2) Main Office
non-minority group applicants.

d. Data analysis for this report would be restricted
to the period of time from November 1, 1965 to

' March 31, 1966.

3. With the foregoing as guidelines, the analysis was
conducted in an effort to answer the following major
questions: :

a. Were there differences in the results of service
provided at the Project and at the Main Office?

b. Were there differences in the anticipated length
of jobs which were obtained?

c. Were there differences in the degree to which
upgrading occurred? (Upgrading has been defined in
two ways: (1) the difference between the socio-
economic status level of the job obtained and the
last job held, and (2) the difference between the
socio-economic level of the job obtained and the
applicant's primary occupational code).

d. Was there a difference in the speed with which place-
ment occurred?

lThese two terms were interpreted to have the same meaning and were
operationally defined as persons receiving a non-entry level occupational
classification. For further discussion of this, see page?.

2These two terms were interpreted to have the same meaning and were
operationally defined as persons out of work for 15 or more weeks. For
further discussion of this, see page7.



Data Presentation

Comparison of New Applications

During the period November 1965 to March 1966, the Project’
registered afproximately one-quarter as many new applicants as did the
Main Office.* Supporting data are presented in Table 1, which also
reveals that nearly nine-tenths (88.8 per cent) of the new applicants to
the Project were minority group persons, as compared to just slightly
more than one-third (36.4 per cent) of the Main Office applicants. The
high proportion of minority group applicants to the Project was fairly
consistent from one office to another, although West Oakland's 96.8 per
cent is considerably higher than Fruitvale's 71.5 per cent. The latter
office opened in January 1966 in a location only three or four blocks
from the 35th Avenue office and in a section of the city not as densely
populated by minority group persons as those serviced by either the East
or West Oakland offices.

At the Main Office, the situation was quite different. There,
where white collar workers applied at the Commercial and Professional
Section and blue collar workers applied at the Industrial and Service
Section, only one-fifth of the white collar applicants, but nearly one-
half of the blue collar applicants were minorities.

It is informative to note, however, that during the five month
period under investigation, there was a slight variation in the percentage
of applicants entering the Project offices who were minority group persons.
In general, there was a small percentage decrease from November to January,
followed by a gain during the next two months. It was at the Fruitvale
office that this increase was most marked (Table 2).

Comparison of New Applications and Placements

The remaining data concerning placemant2 are based on random samples
of three groups: (1) minority group applicants to the Project, (2) minority
group applicants to the Main Office, and (2) non-minority group applicants
to the Main Office. A sample of 200 persons per month was drawn from each
of these groups. Records were located for 97 per cent of the first two
groups and 91 per cent of the third.

During the months of November 1965 through March 1966, slightly .
more than half of the new applicants in each category were males (Table 3).
However, the distribution of placements was not consistent with the distri-
bution of new applications. The discrepancy was most evident in the case

lthe count of new applicants to the Project and the Main Office was
obtained from data cards, provided by the Follow-up Study, and filled out

by applicants at the time of registration. The samples were later drawn
from these cards.

2Technically, the placement data refers only to the first job
obtained within three months following registration. This method of count-
ing should not seriously affect the results, however, because the average
number of jobs obtained during the three month period was 1.23. -



of minority group persons applying to the Project, where males represented
half of the new applicants but nearly three-~fourths of those placed. At
the Main Office, on the other hand, the percentage of jobs started by males
was slightly less than the percentage of male applicants. This difference
was most obvious for non-minority persons where roughly 54 per cent of the
applicants were male but only 46 per cent of the placements went to males.

The percentage of men among minority group applicants fluctuated
only slightly during the five month period (Table 4). The percentage of
men among non-minority group applicants to the Main Office, however,
decreased from 61 per cent in November to 45.8 per cent in February.

There was only a slight increase in March, The situation was different for
placements. The percentage of males among the minority group people placed
increased at the Project, but tended to decrease at the Main Office during
the five month period. ,

bast Cakland was the only Project Office which had less than 50 per
cent male applicants during the five month period (Table 5). It was also
the office which had the least favorable relationship between male place-
ments and applications (é1.8 per cent placements, 46.2 per cent applica-
tions). West Cakland, the office where almost half of the applications
~ were made, elffected the most placements. Of those placed through that
office, 80 per cent were males, a figure larger than that found at amy
other office.

More detailed distributions of applications and placements are pre-
sented in the tables which follow. Occupational classifications are
recorded in Table 6. Considering only the three highest occupational
levels (Professional-Managerial, Clerical-Sales, and Skilled), it is pos-
sible to determine that the percentage of non-minority males seeking jobs
at those levels (59.8) was more than twice that of minority males at the
Main Office (27.3) and almost three times that of Project minority males
(21.1). At the three lower levels, on the other hand, the percentage of
non-minority group applicants seeking jobs (38.8) was approximately half
that of minority group males at both the Project and the Main Office.

When the percentage distributions of placements are compared with
those of applications, the proportion of minority group males placed by
the Project was usually higher than the percentage of applications at that
level, but at the Main Office, the reverse tended to be true for minority
group males, while no consistent pattern emerged for non-minority men.

The most striking contrast occurred for service occupations. While a con-
siderably smaller percentage of minority group men at the Project were _
placed (11.3) in service jobs than made application for such jobs (21.6),
Just the opposite was true for minority group men at the Main Office (ser-
vice job placements: 35.1 per cent; applications: 21.8 per cent).

As would be expected, female applications and placements were con-
sistently concentrated in clerical-sales and service occupations. These
two categories accounted for nearly three-fourths of all female applications,
and from three-fourths (for minority group Project women) to 95 per cent
(for non-minority group Main Office womeng of all female placements. For
both groups of minority applicants, however, a larger percentage of the
total applicants were women seeking service jobs than were women classified
for clerical-sales jobs. Quite the reverse was true for non-minority appli-
cants. At the Main Office, 56.9 per cent of the non-minority group women
were looking for clerical-sales jobs as compared with 16.L4 per cent who were



classified for service occupations. The percentage of women placed at these
two occupational levels was always higher than the percentage of "applica-

tions except in the case of service Jjobs for minority group females at the

Project. In this instance, results for minority group women were similar to

results for minority group men.

The occupational classification system used by the Employment

Service required that a distinction be drawn between those persons who (on

the basis of past work experience, training, and certain personal character-

istics) are deemed capable of obtaining an entry level job, and those quali-
fied for a regular (non-entry level) job. Although most of the applicants
coded for entry level jobs are expected to be "young people who lack signi-
ficant work experience or who have not reached occupational maturity, this
group also includes experienced workers who are barred from their former
occupations because of technological developments, economic changes, physi-
cal handicaps, age, or disuse of skills."l On the other hand, the non-
entry level coding "is intended for the classification of applicants who

are already fully qualified to perform in specific occupations."l

Table 7 contains data for the three groups of applicants divided into
the above categories and then subdivided into categories based on employment
status. It is apparent that the largest percentage of applications for both
males and females was from persons not working who were classified for non-
entry level jobs. The proportion of males seeking entry level jobs was
consistently low for all three groups although it was highest (7.6) for

Project minority group men and lowest (3.7) for the Main Office non-minority

group. A similar but stronger tendency was seen for women (17.7 as compared

to 5.2 per cernt).

Placement percentages differed little from application percentages
for the non-entry, non-working level group of men and women. The pairs of

' percentages are approximately equal for each group of men, accounting for
about four-fifths of the minority group men at the Project (as the low) and
about nine-tenths of the non-minority men at the Main Office (as a high).

In the case of women, however, the variation was greater——from a low of two-
"thirds for Project minorities to a high of nine-tenths for Main Office
minorities.

When the distributions are arranged according to employment status

(Table 8), it becomes clear that, while the vast majority of applicants in
each group were out of work when they applied, the percentage was slightly
larger for Main Office applicants than for Project minority group persons.
Since it is difficult to determine with certainty by using Employment Service
records periods when the person may have been out of the labor force, the
more technical term "unemployed" (those persons who are not at work but who
are looking for work) was not used in this table nor in Table 7. It is
apparent that the largest percentage of applications and placements occurred
within the group of persons not working for 14 weeks or less. Comparison of
the percentage of applications (53.0) and the percentage of placements (63.8)
which went to men who had not worked for 14 weeks or less was much more
favorable for Project minority group men than for both minority and non-minority

1y. S., Bureau of Manpower Utilization, in cooperation with the War
Manpower Commission, Dictionary of Occupational Titles, Part IV, Entry
Occupational Classification, prepared by the Division of Occupational
Analysis (Washington: U. S. Government Printing Office, 1944), p. vi.



groups at the Main Office. For those males out of work for longer periods
of time, however, no discernible pattern emerged.

At the Main Office, the percentage of placements and the percentage
of applications were Virtually the same for women who had not worked for
14 weeks or less, but at the Project, this group accounted for less than
one-third (30.3 per cent) of the applications, but more than half (5.8 per
cent) of the placements. Minority women at the Project who had not been
working for 27 or more weeks were a much smaller percentage of the place-
ments (12.9) than of the applications (36.5). In the case of both minority
and non-minority women at the Main Office, the two percentages were equiva-
lent.

When application and placement distributions according to months of
work experience in the occupational classification assigned to the applicant
are presented (Table 9), we can see that roughly half of all applicants had
two years or more work experience. Both for men and women, Project minorities
had somewhat smaller percentages than did non-minorities. In addition, both
for men and women, the percentage of placements for this experience group
was 39 per cent, somewhat lower than the application percentage. -

Dietributions according to educational background (Table 10) are of
interest because they reveal that the highest (or virtually the highest)
percentage of male and female applications was from high school graduates
and the lowest was from applicants who had completed eight grades or less.
Both at the Project and at the Main Office, close to four-tenths of the
applicants were high school graduates, and close to one-tenth had left
school before the ninth grade. Consistency did not exist in the remaining
categories, however. The second largest proportion of minority group:
applicants (to both the Main Office and to the Project) was composed of
high school drop-outs but the second largest proportion of non-minority
applicants to the Main Office consisted of people w:lth post-high school
education.

With one outstanding exception, high school graduates and post-high
school applicants were a larger percentage of placements than of applica-
tions. In addition, with one exception, the O - 8 year group was a smaller
 percentage of the placements than it was of the applications. The excep-
tions were always found within the group of minority women at the Project.
High school graduates were a noticeably smaller percentage of the placements
(25.8) obtained by that group than they were of the applications (37.6),
and the applicants with less than ninth grade education constituted a
larger percentage of the placements (16.1) than of the applications (10.0).
High school drop-outs, by contrast, obtained a considerably smaller propor-
tion of the minority group placements at the Project as compared to the
percentage of applications they represented. High school drop-outs were
slightly more than one-third of the male minority group applications to
the Project, but slightly less than one-fourth of the placements. They
were 37.6 per cent of the female minority group applications to the Project,
but only 22.6 per cent of the placements. At the Main Office, high school
drop-outs were a larger percentage of male placements than of applications
with the most striking situation present for non-minority men where they
comprised only one-fifth of the applications, but one-fourth of the place-
ments. They were, however, a smaller percentage of Main Office female
placements than they were of applications.

Distributions according to age are presented in Table 1l. Approxi-
mately half of the male applicants in each group were adults between 25 and
4, years old, and roughly one-fifth were between 22 and 2,. There were



notable differences however, at these age levels between the three main
groups under examination. Proportionately, almost three times as many
minority group youths made application to the Project (18.5 per cent) as
non-minority group youths made to the Main Office (6.7 per cent). On the
other hand, proportionately more than twice as many non-minority group
adults 45 or over (26.8 per cent) made application to the Main Office as
minority group adults in the same age group (12.5 per cent) made to the
Project.

) The most interesting comparisons of placement percentages with ap-
plication percentages occur between minority group males at the Project
and non-minority group males at the Main Office. At the Project, place-
ment percentages were larger than application percentages at every age
category until the 25 - LL year one. From that point on, the reverse was
true. At the Main Office, however, the percentage of placements was larger
than the percentage of applications only between the ages of 22 and 44,
with the reverse situation existing for the younger and older groups.

The most notable results concerning women seem to be that, although
their distribution of applications was not markedly different from the ane
for men, the placement distribution is quite dissimilar. At the Project,
older women obtained a larger percentage of the jobs (19.4) than did older
men (8.8). At the Main Office, however, older applicants obtained a
smaller percentage of non-minority female placements (9.8) than of non-
minority male placements (17.3), and in addition, youths obtained a larger
percentage of the female placements (18.0) than they did of the male (5.8).

Thoce applicants who were Oakland residents, heads of household and
22 years of age or older, have been designated "target" persons. Target
persons comprised approximately one-half of the minority group male appli-
cants at both the Project and the Main Office, but just slightly more than
one~quarter of the non-minority group male applicants to the Main Office
(Table 12). In the case of females, target persons comprised from nearly
one-~fourth to nearly one-third of minority group women but only one=tenth
of non-minority Main Office women. In all cases, the major reason that an
individual could not be considered a target person was that he or she was
not head of a household. This was particularly the case with women.

With two exceptions, target persons received a percentage of the
placements equivalent to their percentage of applications. Target men,
however, received only 13.5 per cent of the jobs that went to non-minority
group applicants to the Main Office, but they constituted 27.2 per cent of
the applications. A similar situation existed at the Project where target
women were only 16.1 per cent of the minority group women, but 31.7 per
cerd, of the applications. :

Table 13 reveals that Negroes and Spanish speaking persons are
virtually the only minority group persons entering the Project, but that a
small percentage (10) of the minority group persons entering the Main
Office are from other ethnic groups. Negroes not only made from 70 to 80
per cent of the applications at each operation but their percentage of the
placements was sometimes greater. At the Main Office, Negroes obtained a
larger proportion of the placements than they were of the applications.
This was true for both males and females. At the Project, however, Negroes
were a smaller percentage of the placements than they were of the applica-

tions. This contrast was inconsequential for men but of sizeable magnitude
for women.
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lesults of Service

In the last eight tables we have compared distributicns of applica=-
tions with distributions ol placements., Although thesc comparisons are
helpful, the direct relationship between the two variables is obscur:d.

The proportion of persons who, within three months of registrations were
referred to a job which they subsequently started, did not exceed 13 per
cent (Table 14). The placement ratios for_men were not sufficiently dif=-
ferent to attain statistical signii‘icance.l For females, however, the
difference between the placement ratio for minority group applicants to
the Project and all applicants to the Main Office was statistically signi-
ficant at the .05 level.?

In order to obtain the most complete information about the differ-
ential results of service provided to the three groups during the five
month period under examination, more than placement proportions are needed.
Four distinctive types of results may be identified to pinpoint what we
consider the most crucial results of service during the three months im-
mediately followin~ an applicant's registration. First, the person may
have heen referred to an employer and subsequently "started work" for him.
Second, the person may have been referred to one or more employers hut none
of the referrals led to his starting a job: according to our definition, he
was 'not hired". Third, the applicant may never have heen referred to an
employer, bul instead, have received such service as counseling, testing,
and/or training: in other words, he received "service only". Finally, ac-
cording to their records, some applicants had no further contact with the
office after the day of registration and "no action" had been taken on
that day.

Utilizing these four '"result of service" categories in the analysis,
it becomes clear that, although there was no statistically significant
difference between the proportions of male applicants who "started work"
there were significant differences in the three other categories (Table 15).
In each instance, the male minority group applicants to the Froject differed
significantly from the Main Office applicants. A larger proportion of the
Project men were referred but not hired, and a larger percentage received
service only, but a smaller percentage received no action. All differences
were statistically significant at the .05 level. This general pattern
existed at all occupational levels except two, in spite of the fact that,
at no single level did all three results attain the statistical signifi-
cance which was evident for the total group.

1The difference between two values is statistically significant when,
after subjecting them to an acceptable statistical test, it can be deter-
mined that the difference is sufficiently large to reasonably assume that it
is not merely a result of chance factors.

2Statistical significance was determined by use of post hoc proce-
dures for X* tests of significance. The post. hoc procedures used were
designed by Leonard Marascuilo, Ph.D., of the Department of fducational
Psychology, University of California, Berkeley. Statistical significance
at the .05 level indicates that there is a G5 per cent chance that the
difference is not merely a result of chance factors.



For clerical-sales occupations, although there was a statistically
significant difference between the pattern of results obtained by the
three groups, pest hoc procedures did not reveal where the specific differ-
ences existed. The way in which the result pattern for Main Office men
differed from that for Project men is evident, however. In all three groups,
the largest percentage of applicants received "no action" but the men who
fell into that category constituted a smaller percentage of the clerical-
sales group of minority men at the Project (38.6 per cent) than they did of
either the minority or non-minority group at the Main Office (57.4 and 64.7
per cent respectively). In addition, approximately the same percentage of
Project men were referred but not hired (22.7) as those who started work:
(27.3). These two percentages were roughly equal for non-minority men at
the Main Office, although the figures themselves were considerably smaller
than Project figures (i.e., 16.8 and 12.6, respectively). For Main Office
minority group men, on the other hand, two and one-half times as many
applicants were referred but not hired (26.2) as were hired (9.8).

Service was the only occupational level at which the proportion of
minority group placements at the Project did not exceed those at the Main
Office. There were so few people at this level who received only counsel-
ing, testing, or training, that data for those persons had to be combined
with data for those who had no post-registration service. When this com=
bination was made, percentages of each group were found to be somewhat
uniform for all three groups.

The types of non-employment ("service only") referrals made are
presented in Table 16. It is obvious that referrals to training courses
constituted a sizeable proportion of such referrals only at the Project.
Results in this area, as well, were more impressive for men than for
women: while 56.7 per cent of the male referrals were to training courses,
only 42.6 per cent of the female referrals were. In both cases, the
percentages were vastly larger than those for Main Office applicants.

Too few women obtained jobs to permit a statistical analysis by
occupational classification. Consequently, the female applicants were
divided into two groups in accordance with the socio-economic status rating
associated with the jobs they obtained (Table 17). The classification
system used is basically the one devised by Otis Dudley Duncan. which uses
data concerning income, educational attainment, and occupatlon.l When the
resulte of service were compared for women in the three groups who were coded for
high status jobs, the difference between the patterns for the three groups
were statistically significant at the .05 level, but the specific differ-
ences in the patterns could not be isolated by use of post hoc procedures.
The differences appeared to be due to the fact that, although 4LO to 50 per
cent of the females received some type of service, the type differed for*
the three groups. At the Main Office, the percentages of minority group'
women hired, not hired and given service only differed but slightly from
each other (all three approximate 15 per cent). For non-minority group -
women, however, the percentage hired and the percentage not hired were
equivalent (16 per cent), but a smaller percentage (9.2) obtained non-
employment service only. By comparison, only 7.8 per cent of the minority
women at the Project started work, while roughly twice as many recelved ¢
service only, and three times as many were referred but not hired.

lplbert John Reiss, Jr., et al., Occupations and Social Status
(New York: Free Press of Glencoe, Inc., 1961;, Ch. 6-7.
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The only finding that was statistic significant for the lower
status jobs was that more minority group f es at the Project received
service only than did all of the females at the Main Office.

When data for those persons not working at the time they applied
and who were seeking non-entry level jobs were analyzed separately, the
results were so similar to those just discussed that no tables are
presented. The only overall difference in the results for this somewhat
smaller group was that minor changes in the percentages of men receiving
service only eliminated significant differences in that category.

When distributions according to employment status are examined for
males (Table 18), the only statistically significant differences found
were for men out of work for (1) less than 15 weeks, and (2) seven months
or more. Significantly more Project minority men who had been out of
work for the shorter period started work and significantly fewer received
no service than did men who applied to the Main Office. For those men
out of work seven months or more, a significantly larger proportion of
Project minorities were referred but not hired than were Main Office
minorities, and a significantly larger proportion of Project minorities
received service only than did non-minority males at the Main Office.
Minority group women at the Project who had been out of work seven months
or more obtained significantly fewer Jobs than did female applicants to
the Main Office (Table 19).

When differential lengths of work experience are examined (Table 20),

it may be seen that statistically significant differences between groups

occurred only in the no action category. A smaller percentage of Project
minority group persons received no action than did Main Office applicants.
This was true for all menl except those who had work experience ranging
from seven to twelve months.

A significantly larger proportion of persons receiving service
only was found among minority group women with six months or less work
experience than among those non-minority group women with the same amount
of experience Table 21). By contrast, a significantly smaller percentage
of women with two years or more work experience was hired at the Project
than at the Main Office.

The proportion of minority group male high school graduates who
received no service after registering with the Project was significantly
smaller than the corresponding proportion of those who registered at the
Main Office (Table 22). The proportion of minority group persons starting
Jobs tended to increase as education increased. This relationship did not
exist for Main Office non-minority group applicants, however. For them,
the highest proportion of placements occurred for high school drop-outs
(12.9 per cent) and decreased for higher educational groups.

For non-minority females at the Main Office, the percentage of
placements increased as educational attainment increased (Table 23). At
the Project, the percentage of minority group women who had started work
was more than three times higher for those who had more than a high school
education than it was for those who had not completed high school and for
those who had graduated from high school.

lIt should be noted that, due to the small number of men who
obtained service only in the O - 6 month category, the service only and
no action categories were combined.



At the Project, age was inversely related to the percentage of
placements and directly related to the proportion of '"mo actions" for
minority group men (Table 24). At the Main Office, these relationships
did not exist among minority group males, but they did among adult non-
minority group men. At each age level, a larger or equal percentage of
Project minority group men got jobs than did Main Cffice men. For the
women, however, except for those 45 or over, the percentage of women
placed was always smallest for Project minorities and largest for Main
Office non-minorities (Table 25). Only in the case of the 25 - L4 year
age group, however, were the differences statistically significant.

Data for target persons is presented in Table 26. Minority group
males coded for low status occupations obtained significantly more Jjobs !
than did the correspondingly coded non-minority males at the Main Office.
Project minority males, however, had significantly more referrals which
did not lead to a job, and significantly fewer instances of no action
and/or service only than did the Main Office applicants. For males seek-
ing high status jobs, the percentage of minority group applicants to the
Project who obtained either no service or only counseling, testing and
training was significantly smaller than that for Main Office applicants.
Although the placement percentages for total target women did not differ
to a significant degree, the relationship between the three percentages
was approximately the same as for total women.

In general, Negro males at the Project received a slightly larger
percentage of referrals not leading to jobs as well as placements than
did the Main Office Negro males (Table 27). In addition, a significantly
larger percentage of the former group received service only, and a signi-
ficantly smaller percentage obtained no service at all. Although the
numbers are too small at the higher occupational levels to permit valid
statistical analyses, the results were consistent for the most part regard-
less of occupational level. The exception in this case (as it was in the
case when all minority group men were analyzed as a group) was service
occupations: proportionately fewer Project men obtained jobs in those oc-
cupations.

Results for Mexican-American and Spanish-speaking men differed
only slightly (Table 28). The statistically significant differences
found among these men indicated that more Project men were hired and that
fewer received no service at all.

A larger number of Negro women sought low status jobs than high
status ones (Table 29). This disparity was more pronounced at the Project
than at the Main Office. Although at both levels a smaller percentage of
Project applicants than Main Office applicants got jobs, the difference -
was statistically significant only at the lower status level. A larger
proportion of applicants coded for low status jobs received '"no action"
than did the high status group, especially in the case of Project appli-
cants. The number of placements of Mexican Americans and Spanish-speak-
ing women was so small that no analysis was possible.

13
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Anticipated Duration of Jobs Started

Although the proportional differences do not reach statistical
significance, Table 30 indicates that approximately three-fourths of the
jobs obtained by minority group men were slated to be full time, and were
expected to last three days or more, while closer to one-half of the jobs
obtained by non-minority applicants to the Main Office were of this type.

A considerably larger percentage of non-minority men at the Main Office
obtained three day or more part-time jobs than did minority group men at
the Project. It is clear that the percentage of jobs slated to last only
one or two days fairly consistently accounted for one-fourth of the jobs
started by minority group applicants to the Project. At the Main Office,
however, there was a striking difference which was related both to sex and
to minority group status. The percentage of minority group females (34.0)
who obtained one or two day jobs was nearly three times larger than that
for males (12.5), while the percentage for non-minority group females (11.9)
was almost half that for males (21.2).

When data for those unemployed persons deemed fully qualified for
employment are examined (Table 31), the findings are only slightly dis-
similar from those in the last table. Because of the small number of part-
time jobs obtained by this group, all three-day-or-more jobs were combined
in the analysis. No statistically significant differences emerged in the
case of men, but a significantly larger proportion of one and two day Jjobs
went to both groups of minority women than to the non-minority women studied.
Examination of these tables should make it obvious that statistical analyses
of jobs started could not be accomplished in the detailed manner that was
possible when we considered results of service.

Time Required for Placement

The length of time required to make a referral which subsequently
led to a person's starting work was recorded and analyzed. In this section,
we shall discuss the time elapsed between the day the applicant registered
and the day he was referred to a job that he subsequently started.: As for
other variables, these data were limited to the three month period which
followed an applicant's registration.-

This analysis was so limited by the small numbers of applicants who
obtained jobs that no tables could be presented with distributions accord-
ing to occupational classification. The results presented in Table 32
indicate that no statistically significant differences exist for males or
females. It should be noted that, although the results for women do not
reach statistical significance, the actual difference in the average time
required to place a non-minority woman at the Main Office (roughly two weeks)
and a minority group woman at the Project_(approximately four weeks) may be
quite a real one to the unemployed woman.< Therefore, the absence of a
statistically significant difference does not at all eliminate the possibility
of the presence of differences meaningful to the individual.

1Tn the event that a person started more than one job within a three-
month period, data was consistently collected on only the first job.

21t must be remembered that the table indicates number of "working
days", not simply the number of calendar days.



Upgrading of Applicants

Two types of analyses were made in an attempt to determine whether
applicants were upgraded. First of all, it was determined whether the jobs
obtained were at a higher, lower, or the same status level as that of the
last job held by the applicant. Secondly, a similar comparison was made
between the status level of the new job and the primary occupational code
assigned by the interviewer. Regardless of the criterion used, no statis-
tically significant differences were found in regard to the percentage of
males or females who were upgraded (Tables 33 and 34). More than one-
third of all minority group males at the Main Office who obtained jobs got
one which was at a higher level than their last, whereas the percentage for
minority group males at the Project and non-minority group males at the Main
Office was closer to one-fourth (Table 33). As would be expected, the per-
centages were smaller at the higher status level jobs, and larger at the
lower level. It was in the area of "down-grading" that the only statisti-
cally significant differences occurred. A larger percentage of both
minority group froject and non-minority group Main Office men received
lower status jobs than did Main Office minority group men. The same trend
existed whether the comparison was between the job obtained and (1) the
last job held or (2) the primary job classification, but the difference was
statistically significant only in the former case.

In general, a larger proportion of women were upgraded, and the
results for Project minority group women were the most favorable. However,
there was also a slight tendency for Project women to be down-graded more
frequently than the other two groups. None of these differences reach the
.05 level of statistical significance, however.

There are only a few cases where analyses of personal characteristics
were possible, and where statistically significant differences were revealed.
When those persons who obtained jobs are divided into youth and adult groups,
it can be observed that female minority group adults, regardless of place of
application, received proportionately more jobs at a status level lower than
their last job than did non-minority female applicants to the Main Office
(Table 35). Negro men who applied to the Project received a significantly
higher proportion of jobs at a level lower than their last job than did
Main Office Negroes (Table 36), and also a significantly higher proportion
of jobs at a lower status level than their primary code (Table 37). Although
there was no statistically significant difference in the proportion of Negro
males receiving higher level jobs, Main Office Negroes received significantly
more jobs at the same level than did Negro men at the Project.

In an attempt to obtain a clearer picture of the overall quality of
jobs obtained, Table 38 was constructed. It is apparent that, when people
who obtained jobs which were expected to last less than three days, and
which involved downgrading, were subtracted from all people who obtained
jobs, an extremely small percentage remains. The patterns for both men and
women, however, were the same as the ones which have occurred throughout the
data: minority group men at the Project fared better (7.0 per cent) than
minority group (6.5 per cent) and non-minority group (3.5 per cent) men at
the Main Office, but exactly the reverse was true for women. (Project minor-
ities - 2.5 per cent, Main Office minorities - 6.0 per cent, and Main Office
non-minorities - 10.0 per cent). None of these differences appear to be
statistically significant at the .05 level.

15
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Discussion
Results of Service

. Differences in the results of service provided at the Project and the
Main Office during the November 1965 to March 1966 period are evident in the
data studied. Some differences noted tend to indicate that the results
obtained at the Project were more favorable for certain minority group appli-
cants than were the results at the Main Office. This is generally true for
men but not for women. Such a finding does not necessarily carry with it a
criticism of the Project because the Project was originally designed to give
preferential treatment to adult men (although this emphasis was officially
abandoned more than a year ago).

The following pattern of results emerged for men: (1) a larger pro--
portion (but one not statistically significant at the .05 level) of Project
minority men started jobs than did Main Office men, (2) a significantly
larger proportion was referred for work but not hired, (3) a significantly
larger proportion received intra-agency referrals not directly related to
placement, and (4) a significantly smaller proportion received no post-—
registration service at all. These findings, with minor variations, were
consistent for all occupational levels. The variations noted generally
resulted either because there were too few males classified at a particular
occupational level or because statistical significance had not been attained.

That the Project referred a larger percentage of minority group appli-
cants who were not hired than did the Main Office is extremely difficult to
evaluate. Four possible explanations come to mind, however. First, this
finding could reflect less selectivity on the part of Project personnel
making the referrals; second, it could reflect the fact that Project minor-
ities were being referred to jobs which had been taken by the time they
reported for an interview; third, it could be a reflection of a more favor-
able ratio of placement personnel to applicants at the Project than at the
Main Office; or fourth, it could be related to the fact that the Project
receives more job orders per applicdnt than is the case at the Main Office.
It is conceivable that all of these factors have been operating to some
degree, but the records kept by the Employment Service are not detailed
enough to enable further clarification of this point and the study has not
been able to look more deeply into the matter. The fact remains, however,
that the Project referred a higher percentage of its applicants than did
the Main Office, and that the proportions of both its'successes" and "fail-
ures'" were greater.

The overall results might reflect a concentration within the Project
of more intense efforts directed toward placing persons in jobs which do not
fall in the categories traditionally occupied by Negroes and other minority
group persons. On the other hand, the results might simply be related to a
greater availability of jobs in these categories. Although we will not at-
tempt to draw conclusions as to causes at this point, it is true that men
at the three highest occupational levels were a larger percentage of place-
ments for minority group Project men than they were of applications, while
the reverse was true for Main Office minority group men. It is also true
that minority group men classified for service and for unskilled jobs consti-
tuted a smaller percentage of the placements than of the applications at the
Project, but that the reverse was true at the Main Office. This pattern was
the opposite of what happened at every other occupational level except pro-
fessional-managerial, a category which accounted for very few people.
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The overall results just mentioned held, with little variation, for
(1) "qualified" persons not working when they applled, (2) persons who had
not been working for 15 weeks or longer, and (3) target applicants. In the
introduction to this section of the report, reasons were given as to why :
special attention was paid to these groups. Certain variations in results
for the not working group should be emphasized. The proportion of people
placed was significantly better for those men who had not been working for
one to fourteen weeks. For those not working for a longer period, the group
which most closely approximates the "hard-core unemployed", no significant
differences were found among the three groups studied. More favorable
results occurred for Project minority persons in this category than for Main
Office minorities, but results for Main Office non-minorities were either
the same or better than the ones for Project minorities. It is fair to say
that results for Project minority group men out of work for fifteen weeks or
more, were less impressive than were those for (1) men as a whole, (2) "qual-
ified" men not working, or (3) "target" males.

The Project was less effective in placing minority group women than
was the Main Office in placing its female applicants, regardless of their
ethnic group. As occurred during early months of the Project, placement{
for women were primarily concentrated at two levels, clerical-sales and ser-
vice. There was also some indication, as in the case of men, that the Ppro-
ject obtained more favorable results with applicants for higher level jobs.
This was evidenced both by the fact that the most favorable relationshipibe-
tween placements and applications existed at the clerical-sales level and
by the fact that a noticeably larger percentage of women at the lower levels
obtained no service at all. :

A very interesting result emerged in regard to the relationship
between educational attainment and placement of males. Being a high school
drop-out seemed to be much more of a handicap to placement for minority
group men than for non-minorities. Unlike the situation for minorities
both at the Project and at the Main Office (where placement success varied
directly with educational attainment), high school drop-outs had the greatest
placement success of all non-minority male applicants to the Main Office.
Although an explanation of this finding cannot be obtained from our data, we
assume that such other hiring criteria as "motivation", police records,
"personal appearance", and "attitude" might be the important variables
involved.

Anticipated Length of Jobs

In this report, as in the last, the "anticipated duration of jobﬁ
analyses were restricted to a distinction between jobs expected to lastf
either three days or more, or less than three days. Approximately one-.
fourth of all the jobs obtained by Project men were expected to last only
one or two days. .The percentage for Main Office minorities fairly consis-
tently averaged half that, whereas the percentage for non-minorities was
roughly the same. No follow—up data has yet been collected by this study
on the actual length of time the jobs lasted, but data collected by the'!
Project staff indicate that only 40.7 per cent of those applicants who' ¢
obtained three-day-or-more jobs, and from whom follow-up information had
been obtained, were still working at the end of one month. The period 4nring
which these data were collected was January to August,, 1966; a period slightly
different from the one used for the remaining data in this section.

Although a larger percentage of minority women at the Project obtained



three-day-or-more jobs in the higher socio-economic status occupations than
at the lower, no significant differences were found. '

Time Required for Placement

Very small numbers prevented refined analyses for either men or women,
but the Project took (on the average) over three weeks to place those minority
group men for whom it did obtain jobs. As in other areas, Project results
were virtually the same as those at the Main Office. The average "wait" for
Project women was longer - slightly more than four weeks.

Upgrading

Regardless of the method used to measure the extent and types of up-
grading, we found that only about one-quarter of the Project men were up-
graded. These results were not significantly different from those obtained
at the Main Office. We did discover, however, that considerable down-grading .
occurred among Project minority group men and Main Office non-minority group
men. When compared with Main Office minority group men, the differences were
found to be statistically significant when downgrading was defined in terms
of differences between the job obtained and the last job held. These and
other findings indicate that the quality of jobs obtained by Project men is
poor in comparison to that of jobs obtained by minorities at the Main Office.

Concludin~ Comments

In general, the ricture which emerced from the placement data illus-
trates that, during the period studied, the Froject was as successful in
placing minority ;roup ren as the liain Office was in placins both minority
and non-rdnority group men. In fact, the Freéject tended to lie more success—
ful. In addition, it also made more crmployiiert and service refcrrals than
did the liain Office. OSuch was not the case with women, however. For them,
the Project located considerably fewer jobs, and it also devoted less atiten-—
tion to those persons who did not ohbtain iohs.

The finding which completely overshadows the fact that Project results
are as pood and in some ways better than ilain Office results is that such a
small percentage of new applicants obtained jobs at either place. 1l the
overall criterion of success for the Project was that it place a 1argcr1
percentage of minority group persons than the ilain Cffice, the criterion was
not met during this study period. V/hat is far more disturbing to the eval-
uators, is the finding that an extremely small percentage of the applicants
obtained jobs that appear to have even minimally acceptable characteristics.
lihen those people who received jobs expected to last less than three days
and which involved downgrading were eliminated from those who obtained any
Job at all, we find that only seven per cent of the minority group men and
two and one-half per cent of the minority group wouen who applied to the
Froject during this period remain. In terms of people, this means that only
$0 out of the 1,205 minority men who applied to the Project for the first

to = statistically siymificant cerrce.



tinme ‘etween lovember 1, 1965 and larch 31, 1¢4A obtained a jo%l vithin
three months which fulfilled these criteria of mininal acceptability.

or minority ;rroup womer, the firure is 32 out of 1,265, *ut, in addition,
it is important to remermber that follow-.p data will show that some, if not
a sizeable proportion, of these people will not he workin;; at the end of
30 days. !

In light of the severe problem which exists concerning employvment of
minority proup persons and of the hard-core unemployed, there is little in
the analysis of placement results presented here that encourages one to
believe that the Project is making a measurahle dent in solving the problem.
On the whole, it is doing no better and no worse than the main Cakland Iim-
plorment CLLice against which its success must be measured. Ther both have
very unimpressive records.

lAfﬂin, it should he noted that, technically, the data refers onlf to
the first job obtained within three months following registration.
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TABLES 1 - 38
PLACEMENT
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TABLE 3, ~=Percentage distribution® of new applicants registered with and hired through the Project
and the Main Office by minority group status and sex; November 1965 « March 1966

—— —
ee—— ——

— ——

—
—

Project Main Office
Sex Nirority - Minority Noneainority
. Started Started Stanted
App! ied York Applied York Applied vork
Total 10040 10040 10040 100,0 100,0. 10040
Number 966 i 968 I : 912 13
Male 5044 72.1 572 Sled 53.9 46,0
Female 49,6 27,6 42,8 48,6 46,1 54,0

3This table is based on a random samgle of 200 apglicants per month from each of the three groups.

blhose persons iho within three months of their registration vere referred to a job shich they
subsequently starteds



TABLE 4o-=Proportien® of males among new applicants registered with and hired® through the Project
snd the Main Office by minority group status and menth of application; Neveaber 1965 -

March 1966,
e ——— e e——————— ——
Month Project Main Office
of Minerity Minority Non-ainority
MApplication Started Started Started

Applied dork Appl fed York Applied York
Novesber = March 5064 12.1 57,2 St.d 53.9 46,0
Novesber a0 63,0 562 51,9 61,0  45.8
Deceaber 515 75.0 6149 6.4 60,4 50.0
January 52,5 70,6 61,3 13.7 53,2 54,5
February 5344 6.2 54,5 TR 45.8 .5
“."h ‘6.7 7708 57. [} ‘2. l 48.8 ‘0.0

U1his table is based on a random sasple of 200 applicante per sonth fros each of thres grows.

bThose persons who within three menths of their registration were referred to a job which they
subsequently started. :
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TABLE 6.--Percentage distribution® of new applicants registered with and hiredb through the

Project and the Main Office by occupational classification, minority qroup status,
and sex; November 1965 = March 1966°

—
—

S ———————
T ———

Nain Office

Project
Occupational

Minority Minority Non=minority
Classification St p Startod p
. . arte ) arte . Starte

Applied Work Applied - Work Applied York

Males

Total 10040 1000 100,0 100.0 100.0 100,0

Number 487 80 554 57 492 52
Professional & Managerial 3.5 3.8 4.7 1.0 18.1 15.4
Cl erical & Sa'os goO ISOO l |00 '0.5 24.2 28.8
Skilled 8.6 “oa 'l.s 503 '7.5 2'.2
Semiskilled 24,6 3.0 22.4 19.3 19.7 17.3
Services 21.6 .3 21.8 35.1 9.8 1.7
Unskilled .4 271.5 28.2 22.8 9.3 9,6
Agricultural 2.3 1l 0.4 0.0 lo4 0.0

Femal es

Total 10040 100.0 100.0 100,0 100,0 100.0

Number 479 K1} 414 54 420 61
Professional & Managerial 14,6 3.2 5.8 Ky 14 146
Clerical § Sales 2844 35.4 3.2 3.9 K] 71.0
Sk“led |o3 N 1.0 o0 1.0 o0
Semiskilled 8.8 9.7 8.9 5.6 9.3 o6
Services 45.1 38,7 4.1 50.0 16.4 18.0
Unskilled 14.8 12,9 o2 1.9 4.3 146
Aqricul tUra' 002 000 0.0 0.0 0.7 0.0

This table is based on a randon sample of 200 applicamts per month frem each of three groups.

Those perédns who within three months of their registration, were referred to a job which

they subsequently started.

“Col uns may not add exactly because of rounding.
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TABLE 7.==Percentage distribution® of new applicants registered with and hirodb through the
Project and the Wain Office by type of job classification, employment status,
minority group membership and sex; Novesber 1965 = March 1666°

Project Main Office

Status Minority Uinority Non-minority
Started . Started Started

Applied York Applied Work Applied Work

Males

Total 100,0 100.0 100,0 10060 100,0 100.0

Number 487 80 554 57 492 52
Entry Level 7.6 1245 4.0 0.0 KN 5.8
Ew‘oyed |.2 .0 ' 00 .0 |02 l.g
No't 'o'*inq 6.‘ |205 4.0 00 2.4 3.8
Nor=entry Level 92.4 87.5 96.0 100,0 96,3 9.2
Employed 14e5 145 6ol 8.8 10.8 9.6
Not dorking 77.8 80.0 89,9 9,2 85,6 84,6

Fenales

Total 100.0 100.0 10040 1000 160.0 100.0

Number 479 K| 414 54 420 61
Entry Level 177 194 8.2 9.3 502 4.9
Em'oyed 4.2 3.2 |.7 '09 05 00
Not Working 13.6 1641 a5 Tod 4.8 4.9
Non-entry Level 82,3 80.6 90.8 90.7 94.8 95,1
Enp|oyed 17.5 12.9 10.4 ol 5.0 6,6
Not Working 64,7 67,7 80.4 19,6 89,7 88.5

3This table is based on a ramdom sample of 200 applicants per month from each of the three groups.

bIhosc personsg who wi thin throé sonths of their registration were referred to a job which they
subsequently started.

c
Coluans may not add exactly because of rounding,



TABLE 8, Percentage distribution® of new applicants registered with and hiredb through the
Project and the Main Office by employment status, minority group membership and

sex; November 1965 = March 1966

Project Main Office
Employment
Minority Minority Non-minority
Status
. Started . Started . Started
Aoplied Work Aoplied Work App| ed Work
Males
Total 17 100,0 100.0 100.0 100.0 100,0 100.0
Number 487 80 554 51 492 52
Enployed 15.8,) 1.5 6.0 34 8.8 120 57 11,5
Not Working 843410 92,6 93,9529 91,2 88,0 113 88,5
|- 1o wosks | 53.07° 7 63,8 67,775 13,7 67,177 0 55,8
15 = 26 weeks 1377 1245 9.2 ., 3.5 91 45 13,5
27 weeks or 20.0.47 16,3 17,071 14,0 18§ 19.2
sore
Females
Total 100.0 . 100.0 100.0 100.0 100,0 1000
Number 479 3l 414 54 420 ° 6
Employed 21,7 fo4 16,1 121 SO 13,0 5.5 237 6.6
Not Working 78.3 ?7(83.8 67,92 g1.1 04,6297 g3.4
| = 14 weeks 2.3 145 54,8 52.72”’ 5040 57,9243 55.7
15+ 26 weeks | 11,5 S 16,1 8237 9.3 247 8.2
27 weeks or 36,5 )75~ 1249 21,0 112 27.8 25,5 107 2945
more

3This table is based on a random sasple of 200 applicants per month from each of the three

groups. -

bThose persons who within three months of their registration were referred to a job which
they subsequently started.

CColumns may not add exactly because of rounding.



TABLE 9.--Percentage distribution® of new applicants reqistered with and hired® through the
Project and the Main Uffice, by length of work experience in primary occupational
code, minority group membership, and sex; November 1965 = March 1966°

— sm—

—_—_—— —

Nonths of Project. Main Office

iork Ninority Ninority Non=minority

Experience Applied S::::od Applied S::::'d Appl ied S::::od
B Males

Total 1000 100.0 100.0 100,0 100,0 100.0

Number 487 80 554 57 492 52
Less than | 3.7 Ted KN 0.0 1.6 1.9
I -6 17.7 20,0 1142 10,5 7.1 21,2
7-12 12,3 13.8 12,3 12,3 6.7 e
13- 15.8 20,0 i7.1 175 12,8 115
25 or more 5045 38.8 56,3 60.0 61,8 53.8

Females

Total 100,0 100,0 100,0 100.0 100,0 100,0

Number 479 k]| 414 54 420 61
Less than | 13,6 665 9.2 3.6 3.1 4,9
| =6 1747 22,6 1565 14.8 2.7 13.1
712 1.5 22,6 13.0 .l 8.1 1S
13« 2 12,7 9,7 1.8 20,4 13.3 6.6
25 or more 4.5 38,7 5045 48,1 53.8 63.9

3This table is based on a random sample of 200 applicants per month from each of the three

qroupse

blhoao persons who within three months of their registration were referred to a job which
they subsequently started.

CColumns may not add exactly because of rounding.



TABLE 10.==Percentage distribution? of new applicants registered with and hired? through the
Project and the Main Office by education, minority group -sembership and sex;
" November 1965 = March 1966¢

Project Main Office
Years .
of Minority Minority Non=minority
Education . Started Started Started
Applied York Applied York Applied York
Males
Total 100,0 100.0 100,0 100,0 100.0 100,0
Number 487 80 554 57 492 52
0-8 : 13.1 8.8 18,4 1045 9,6 58
91l 3.1 23,0 27,1 28,1 20,5 25.0
12 4.2 53,0 7.5 42l 7.0 38.5
I3 or more 11,5 16,2 17,0 19,3 32,9 .8
Females
Total 100,0 100.0 100,0 100.0 100.0 1000
Number 479 K]] 414 54 420 61
U - 8 I0.0 |6.| |3.3 l'o' 8.3 '05
g - || 3?.6 22.6 . 26.3 2‘.‘ lgoa Iﬁo‘
12 3.4 25.8 39.4 42.6 43,6 4.3
13 or more 150 3545 21,0 22,2 28.8 37,7

®This table is based on a random sample of 200 applicants per month from each of the three
qroup s,

bIhose persons who within three months of their registration were referred to a job which
they subsequently started,

€Columns may not add exactly because of rounding.



32

TABLE |14==Percentage distribution? of new applicants registered with and hired® through the
Project and the Main Office by age, minority group membership and sex; November
1965 = March 1966°

Project Main Office
Age

in Minority Minority Non=minority
Yea;s Started . Started . Started

Applied York Applied York Applied Vork

Males

Total 100.0 1000 100,0 100,0 100.0 100,0

Number 487 80 554 57 492 52
Youths |8.5 2603 |004 5-3 6.7 5.8
Less than 20 1.8 113 269 0.0 1.5 0.0
20 - 21 10,7 15,0 7.9 53 5el 5.8
Adul ts 8145 73.9 89.5 94,7 93,3 94,2
22 - 24 20.‘ 2308 2'.8 26.3 |7o7 25.0
25 - 44 48.9 41,3 52.0 5069 48.8 51.9
45 and over 125 8.8 15.1 1745 26.8 17,3

Females

Total 1000 10040 100,0 100,0 100,0 100.0

Number 479 3l 414 54 420 61
Youths 18,6 25,8 8.3 9.3 1662 18.0
Less than 20 8.6 12.9 1e5 1.9 5.0 146
20 - 21 100 12,9 6.8 To4 . o2 16.4
Adul ts 8led 74,3 9.8 90,7 83.8 81,9
22 - 1562 19,4 1846 22.2 16,7 24,6
25 « 44 54.1 3545 56.8 48,1 4.4 4.5
45 and over 121 19,4 164 20,4 25.7 9.8

3This table is based on a randoa sample of 200 applicants per month from each of the three
qroupse

blhose persons who within thres msonths of their registration were referred to a job which
they subsequently started,

Columns say not add exactly because of rounding,



TABLE 12.-=Percentage distribution? of new applicants registered with and hiredb through the
Project and the Main Uffice by target group sembership, minority group membership
and sex; November 1965 = March 1966€

Project Mair Uffice
Target Group :
Ninority Ninority Noneminority
Status -

Started . Started . Started

hoplied  ~ o hoplied oy Aoplied "o

Mal es

Total 100.0 100,0 100.0 100,0 100,U 100,0

Number 487 80 554 57 492 52
Target 48,5 43,8 50,7 49,1 2.2 13,5
Non=target 50ed 56,2 49,3 50.9 72,8 86.5
. ' 8.8 10,5 14,0 24,2 30.8
Residence (1) 9.9 8.8 10.5 14,0 24,2 30.8
Family Status (2) 20,3 20.0 24,5 29.8 30.5 38.5
Age (3) 6.6 8.8 4.0 0 1.0 .0
(') * (2) 2.9 '.3 3.8 loB ”o‘ 'I.S
(1) « (3) o6 le3 o2 .0 1e0 1.9
(2) « (3) 9.9 13,8 5.6 3.5 3.3 1.9
(1)« (2) « (3) lod 2.5 0.7 1.8 1.4 1.9

Females

Total 100,0 100,0 100.0 100,0 1000 100,0

Number 479 3 . Al 54 420 61
Target 3.7 161 24,6 20,4 10,7 8.2
Nor=target 6843 83.9 75.4 79.6 89.3 9.8
Residence (1) 3.3 0 4,6 5.6 2.9 3.3
Family Status (2) 40,5 54.8 53.4 50.0 49,5 50,8
Age (3) 540 32 o5 .0 o2 1.6
(1) + (2) 548 32 9,2 14,8 20,7 19,7
(1) « (3) 1.0 6e5 o5 3.7 1.7 1.6
(2) » (3) 1.9 1641 6.3 K 8.6 1145
(1) « (2) « (3) 0.6 0.0 1.0 1.9 5.7 3.3

This table is based on a random sample of 200 applicants per month from each of the three groups.

bThose persons who within three months of their registration were referred to a job which they
subsequently started,

Columns say not add exactly because of rounding.
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TABLE 13s==Percentage distribution® of new applicants reqistered with and hired® through the
Project and the Main Office by ethnic group, minority group mesbership and sex;
November 1965 - March 1966€

e — —
Project Main Office
Ethnic Group Minority Minority
: Started Started
lied lied
Aop!ie Work Aoplie Work
Males
Total 100.0 100.0 100,0 11040
Nusber 487 80 554 57
Negro 78.6 7643 72.4 86.0
Wexican American § Spanish Speaking 20,9 22.5 13.5 5.3
Other 0¢5 0.0 13,2 7.0
Females
Total 100,0 100.0 10U.0 10040
Number 479 3 414 54
Neqro 83.3 : 7402 79.2 83.3
Mexican=American & Spanish Speaking 15.7 25,8 10,6 3.7
Other 1.0 0.0 10,2 13.0

%This table is based on a random sample of 200 applicants per month from each of the three groups.

Blhose persons who within three months of their registration were referred to a job which they
subsequently started,

Columns say not add exactly because of rounding,



TABLE 14 .--Proportion® of new applicants hiredb through the Project and

the Main Office, by minor:i
1965 - March 1966.

ty group status and sex; November

Project Main Office Statistical
Sex Difference
Minority Minority Non-minority
(1) (2) (3) (&)
All Jobs
Total 11.5 11.5 12.4 not significant
Males 16.4 10.3 10.6 not significant
Females 6.5 13.0 14.0 1<2+3

®This table is based on a random sample of 200 applicants per month

from each of the three groups.

bThose persons who, within three months of their registration, were
referred to a job which they subsequently started.

35
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TABLE 16, Percentage distribution® of service received bg those new applicants at the Project
and Main Office who received service referrals
November 1965 - March 1966

only, by type of referral and sex;

.Io | i Proj_ect o Main Office
Sn::ice Minority Minority Non=minority
Service Service Service
Referrals Referrals Referrals
Only Only Only
Males
Total 100.0 100,0 100.0
Nusber 60 28 L
Training 5667 | 36 040
Counsel ing KN E 6443 75.0
Testing 6.6 321 25,0
Family Service 040 0.0 0.0
Females
Total 10040 100.0 100.0
Nusber 68 40 36
Training 42,6 . 2.5 0.0
Counsel ing ' 22.1 3.5 33,3
Testing ‘ 3543 5745 66.7
Family Service 0.0 2.5 0.0

3This table is based on a random sample of 200 applicants per month from each of three
qroupse

bThc distributions are given for referrals, not for people. Some applicants received
sul tiple referrals.
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TABLE 32.--Average number of working days required for placement of new
applicants hired® through the Project and the Main Cffice by
sex and minority group membership; November 1965 - March 1966F.

Project Main Office Statistical
Sex Difference
Minority Minority Non-minority
(1) (2) (3) (&)
Number Mean Number -Mean Number Mean
Total 107 17.9 106 15.2 108 12.6 not significant
Males 76 16.7 53 17.5 49 13.0 not significant
Females 31 21.0 53 12.8 59 12,2 not significant

8Those persons who within three months of their registrution were
referred to a job which they subsequently started.

bThis table is based on a random sanple of 200 applicants per month
from each of the three offices,



TABLE 33, Percentage distribution® of new applicants hired® through the Project and the Main
Office, by occupational status, congruence between job obtained and last job held,
sinority group mesbership and sex; Novesber 1965 = March 19664

spm—p———

PSS ———

——

e ————

Occupational Project Uain Office Statistical
Cangrvence Ninority Minority  Non-minority Difference
Status (1) (2) (3) )
Males
Total 1000 1000 100,0
Nusber n 52 a
Total Higher 26,0 3.5 23,4 not significant
Same 40.3 50.0 36.2 not significant
Lower 33,8 12,5 40.4 1>2,3>2
Total 100,0 100.0 100,0
Nuaber 24 13 3
“'d‘ Hiqher '2.5 o e ls.l s
Same or Lower 87.5 .o 83.9
Totll 'm.o '00.0 '00.0 )
Number 53 39 IG t ' "' t
Loe Highar 3.1 3.5 5 o0 sieiticn
Same or Lower 67,9 6165 62.5
Fenales
Total 10040 100,0 100,0
Number 9 . 54 58
Total Higher dled 33.3 3.0 not significant
Same 3.0 42,6 58,6
Lo'lﬂr 27.6 24.' '0.3
Total 100,0 100.0 100.0
Number . ] 24 a7 e
High Higher .. 5.8 .0
Sale or Lower o0 54.2 66.0
Iot“ '00.0 |00.0 |w00
Nuaber 18 30 i e
Lov Higher 27.8 23.3 .o
Same or Lower 12.2 7646 .

3This table is based on a random sasple of 200 applicants per month from each of three greups,
bThose persons who within three months of their registration were referred to a job which
they subsequently started,

d

CColuans ray not add exactly because of rounding,
Dfstributions involving numbers less than |5 were not computed,

®A valid test of significance was impossible because of small cell frequencies.
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TABLE 34 . Percentage distribution® of new applicants hired® through the Project and the Main
Office, by occupational status, congruence between status level of job obtained and
occupational clas%ification assigned, minority qroup membership and sex; Noveaber
1965 « March 1966

. — m——
Wjﬁ —

Occupational Project Vain  Office Statistical
Status Congruence Minority Minority Non=minority Difference
(1) (2) (3) (4)
Males
Total 100.0 100.0 100,0
Number ” 5l 4
Total Higher 26.0 25.5 14.9 not significant
Same 36.4 54,9 40.4
Lo'.r 37.7 lgos 44.?
Total 100,0 10040 100.0
Number A 13 3 e
“‘dt Higher 8.3 P ) 9.7
Same or Lower 9147 .o 90,3
Total 100,0 10040 10040
Number 53 38 16 o
Low Higher 3.0 31,6 25,0
Same or Lower 66,0 6844 75,0
Fenales
Total 1000 100,0 100.0
Nuaber 29 54 58
Total Higher 21,6 0.4 19,0 not significant
Sa.. ‘4.8 55.6 69.0
Lower 21.6 24,1 12.1
Total lm.o IO0.0 IU0.0
Number i 24 - a
High Higher .. 25.0 2.3 ¢
Same or Lower .o 75.0 18,7
Tot‘l |00.0 l00.0 |w.0
L Number 1] 0 i
ov Higher 22.2 16,7 oo @
. Same or Lower 17,8 ) 83.3 oa

®This table is based on a randos sasple of 200 applicants per month from each of three groups.
Those persons who within three months of their registration were referred to a job which they
subsequently started.
CColumns may not add exactly because of rounding. ‘
9histributions involving nusbers less than |5 were not cosputed.
A val id test of significance was impossible because of small cell frequencies.



TABLE 35. Percentage distribution® of new applicants hired® through the Project and the Main
Office, by age, congruence between status level of job obtained and last job held,
ainority group membership and sex; November 1965 = March 166 €

Age Project Statistical

Main Office

in Congruence
Years Minority Uinority  Noneminority Difference
(1) (2) (3) (4)
Vales
Total 100.0 100,0 10040
Number 17 52 4
Total Higher 26,0 36,5 23.4 not gignificant
Sase 40,3 50,0 ¥.? not significant
Lower 33.8 13.5 40.4 1>2,3>2
Total 10040 100.0 100,0
Less than 22 Nusber 20 3 3 e
Hiqher‘ 35.0 o 0 (Y
Same or Lower 65.0 .o oo
Total 100.0 100.0 100.0
2 Number 57 49 7] t significant
or more Higher 22.8 36,7 25,0 not slgnitican
Same 43.9 49,0 36.4
Lower 333 14,3 38,6
Females
Tota' '00.0 |w.0 'C0.0
Number 29 N 54 58
Total Higher 4.4 33.3 3.0 not significant
Sale 3' 00 ‘2.6 58.6
Lower 27.6 24,1 10,3
Iota' '00.0 '00.0 100.0
Less than 22 Number 8 3 i e
Higher o o o o e 0
Sale or LO'GI" o o o o ° o
Total 100.0 100.0 100,0
. Number 21 49 a
22 or more Higher 28.6 32.7 21,7 not significant
Same 33.3 44,9 66,0 not significant
Lower 3.1 22.4 6.4 1 +2>3

3This table is based on a random sample of 200 app!icants per month from each of three qroups.

bThose persons who within three months of their registration were referred to a job which they
subsequently started,

CColumns
%

may not add exactly because of rounding.

istributions involving aumbers less thani5 were not computed,

A valid test of significance was impossible because of small cell frequencies.

69



70

TAVLE 36.--Percentage distribution? of male lNegro new applicante hired"
through the Project and the Main Cffice, by occupational
status, and congruence between status level cof job: ohtained

and last job held; lNovemher 1965 - l'arch 1¢6AC

Uccupaticnal ‘ . e s Statistical
Status Congruence Project Main Office L5 fleronce
(1) (2) (3)
Total 100.0 100.C not sign{ficant
lumber 58 L
Total ‘ :
fligher 25.9 31.2 not significant
Same 37.¢ 5F.9 not significant
Lower 36.2 11.4 1>2
Total 100.0 100.0
Number 19 3
lligh d
Iiigher 15.8 o .
Same & Lower 8L.2 . e
Total 100.C 100.0
Number 39 36
Low
Hirher 30.2 33.3 not significant
Same & lower 69,2 66.7

aThis table is based on a random sample of 200 applicantis per month
Irom each ol three groups.

Vien . . . . .
"Thosc persone who, within three months of their registration, were
reflerred te a job which they suhsequently started.

¢ Distributions involving numbers less than 15 were not computed.

dp valid test of significance was impossible tecause of small cell

freqguencies.



A 27.—=Fercentage distribution? of male liegro new applicants hired”
iain Cffice, by occupational

throurth the Yroject and the b

[

status, congruence between siatus level of job obtained and

occupational classification assigned; Hoveuwbcer 1965-March 1966C

{ccupational

Shatistical

) Cotgruernce Prcject Main Gffice .
Ltatus Difference
(1) (2) 3
Totai 100.0 100.0
Humber 58 L3
Total Hicher 25.9 23.3 not, significant
Same 32.8 £U.5 1 <2
wower L1.4 16.3 1>2
Total 100.0 10G.0
Number 19 38
High liigher 5.3 . . d
oane ¢ Lower oL.7 o o
Total 100.0 100.0
Tumber 39 35
Low 1irher 35:9 25.7 not significant
Same © Lower 4.1 7.3

AThis table is btased on a random sample of 200 applicants per month

from eacli »f three groups.

= - . . . .
“Those persons who, within three months of their registration, were

referred to a jobh which they subsequently started.

Cpistributions involving numbers less than 15 were not computed.

dp valid test of significance was impossible because of srall cell

frequencies,
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TABLE 38, Percentage distribution® of new applicants served at the Project and the Main Office,
by result of service and sex; Novesber 1965 = March 1966

Result of Project Iainlﬁfffg; — —
Service Minority Minority Non-linorify
Vales

Total 100.0 1000 100.0
Number 487 554 492

Started Work 1644 103 10,5

Less then 3 Days Duration 45 lod 2.2

3 or Wore Days Duration 13.9 8.8 8.3

Downgraded 4.9 2,3 4.8

Not Downgraded 740 6.5 3.5

Did Not Start Work 83.6 83,7 89,5

Females

Total 100,0 100,0 100,0
Nusber 479 ar 4220

Started Work 6.5 13.0 14,5

Less than 3 Days Buration led 4.6 2.1

3 or More Days Duration 50 8.4 12,3

Downgraded 2.5 2.4 2.3

Not Downgraded 2.5 6.0 10.0

Did Not Start dork 93,5 87.0 85.5

his table is based on a random sasple of 200 applicants per month from each of three

groups.

bColumns may not add exactly because of rounding.



SECTION 3
JOBS AVAILABLE
Introduction

The data found in this section differ considerably from those in the
preceding. These data concern the number and types of jobs (as well as
certain specifications required by employers) which were available to Project
applicants during the period studied. In discussion, attention will be
devoted to comparisons of "“direct" openings (jobs submitted to the Oakland
Adult Minority Project) with "indirect" openings (jobs submitted to the main
Oskland Employment Service office).l We emphasize that jobs from both
sources are available to all applicants to the employment service; however,
(1) at least a one day delay is entailed in interoffice transmission of the
indirect orders to Project offices (and direct orders to the Main Office),
and (2) employers who placed orders at one office are usually unaware that
they will be transmitted to the others. Since such a large proportion of
the orders are placed indirectly, the delay entailed has more serious conse-
quences for the Project than for the Main Office.

Direct orders are considered the concrete result of the Project's job
development efforts, which were discussed at length in the first interim
report. It is assumed that (1) the existence and purpose of the Project
must be known to an employer who has contact with it, and (2) an employer's
use of the Project represents his expressed willingness to hire minority
group applicants. Little change has taken place in either the direction or
extent of the Project's job development efforts since the last report. The
major participants in the program are the California State Employment Ser-
vice (CSES) staff and the two "Directors of Industry and Labor Liaison"
(here termed "Specialists").?

The CSES staff of the Project deviates little from general CSES
policies and procedures; therefore, job orders credited to its members have
resulted either from an attempt to obtain a job for a particular applicant,

lpomestic jobs and jobs scheduled to last less than three days
(casual labor) are not forwarded to the Project.

2Although the Specialists! contracts, and hence their activities for
the Project, were terminated in November 1966, they were employed during
the period we studied. .

A third component, the members of the Advisory Committee, seems to
have been involved only indirectly since, again, there is no evidence to
indicate that their efforts elicited a single job order. (The CSES staff
has been asked to note, on each order, its "solicitor”. These records
show that no member of the Advisory Committee was mentioned by an employer
as being responsible for his contacting the Oakland Adult Minority Project.)
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or from an employer's phone call to a person on the staff with whom he usually
deals. The Specialists, on the other hand, send quarterly letters to most
employers in the Oakland area, visit individual firms, speak before groups of
employers, and work with established agencies of the city, state, and federal
governments, attempting to convince employers to use the Project services
whenever they should need employees.

Data in this report, being more detailed than those in the last,
required elaborate collection procedures and processing, which precluded study
of each indirect job order (approximately 3,425) placed with the Project during

.the November 1965 to March 1966 period. For this reason, it was decided to

analyze every third order placed, a total of 1,142. On the other hand, we
were unable to sample direct orders because there were so few (338). There-
fore, it is impossible to use tests of statistical significanct in analyzing
the data, although meaningful comparisons may be made using other methods.
The reader must bear in mind as he reads this section that a sample o
indirect orders is being compared with the universe of direct orders.

On the basis of data from the first report, some analyses originally
planned appear unwarranted. Since the Project is a demonstration one,
research and evaluation should consider: (1) what is being accomplished;

(2) how it is being accomplished; and (3) what factors serve to enhance or
to diminish the efficient accomplishment of stated goals. In line with the
above aims, it was thought that considerable research activity would be
devoted to study of one of the unique aspects of the Project: Job Development.
When the preliminary evidence indicated that both the Advisory Committee and
The Specialists it hired (with funds provided by the Economic Development
Administration) had little measurable impact on the number of jobs that were
found for Project applicants, it was decided to conduct intensive analyses
of the job orders raceived by the Project, rather than to chronicle meticu-
lously the activities of various persons who seemed unable to achieve mean-
ingful results. '

Most of the data in this section have been tabulated in terms of job
openings rather than orders, since actual jobs were considered to be most
relevant to the applicants. Were we focusing on evaluation of solicitation
results, orders would be given more weight, since some argue that the most
important aspect of the Project is to ‘influence an employer regardless of
the number of persons he employs.

Data Presentation and Discussion

Number of Jobs

In general, it appears that, although there were many more jobs
available to those seeking work at the Employment Services in Oakland during
this report period than during the last, (monthly averages: April to July
1965: 605; November 1965 to March 1966: 1,370), the Project itself obtained
a smaller proportion (Table 39). The proportion of openings obtained

lorders originating at offices other than the Main Office (termed
"clearance orders" - sent from Sacramento to every Employment Service office
12 u;.;ne -state) have not been included in the indirect order category for this
s .



directly dropped from almost 17 per cent (during Report Period I) to 12 per
cent (during Report Period II). The proportion of three-or-more-day open-
ings obtained directly also dropped relative to similar indirect openings.
Ninety-three per cent of the Project openings were of this type, whereas,
during the previous reporting period, only 87 per cent had been:

Number of Openings

Iotal Three or more dave Per Cent
Period I 405 352 86.9
Period II 820 765 93.3

Advisory Committee Firms

Openings have been analyzed in terms of many variables, some of which
warrant close attention, while others merely bear mentioning. The first to
be considered, Advisory Committee membership, belongs to both categories at
once - that is, no extensive analysis is warranted, but, because of the
theoretically extensive part the committee plays in the Project, the findings
must be enphaeinedl Orders placed by firms who were represented on the
Advisory Committee™ accounted for 3.6 per cent of the orders and 2.8 per cent
of the openings. Only 16 per cent of these orders and 32 per cent of these
openings were placed at the Project; that is, when they used the Employment
Service, Advisory Committee member firms placed most of their orders at the
Main Office.

It has been assumed that these firms send representatives to the Ad-
visory Conmittee as an expression of their sincere commitment to making
attempts to solve minority employment problems, and having such a commitment,
would attempt to hire a large number of employees through the Project. How-
ever, the fact that the Project is notified only indirectly of 84 per cent
of the Advisory Committee company orders, leads one to question both the
extent of the actual commitment of these firms, and the amount of influence
exerted by the Committee members within their own firms.

Solicitation

In Table 40, the "solicitation" of direct orders is detailed. This
term is used because, theoretically, each Project order is due to some
special effort: direct solicitation or publicity. The largest proportion of
the openings (46 per cent) was received when an employer called the Project
and placed an order. However, approximately two-thirds of these were placed
with a person at the Project for whom the employer asked specifically (termed
"personal contacts"). Close to 30 per cent of the openings resulted from
Project interviewers soliciting jobs for particular applicants, but only 11
per cent were traced to the efforts of the two full-time job development

1A firm was placed in this category if it had, at the time the order
was placed, or ever had had, a representative who was a member of the Com-
mittee.
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Specialists. It is notable that almost an equal proportion of jobs resulted
from referrals from the staff of the On-the-Job Training Project which is
only peripherally connected with the Project. On the basis of these data,
it appears that the proportion of Project openings due to the Specialists!
efforts is only half of that credited to them at the time of the last report.

Time of Placement

When the openings are examined with respect to the month the order
was placed, Table 41, the data are seen to be interesting, but confusing.
The most even distribution of orders over the five-month period is found for
Project orders specifying women. The range is from a high of 26 per cent of
the openings occurring in November to a low of 15 per cent in February. This
distribution pattern was not common to all openings requiring females; in
fact, the distributions for the Main Office and Project openings vary
inversely (Main Office: November, 13 per cent; January, 32 per cent). There
was also considerable variation in patterns for jobs specifying males and
for those open to both sexes; it seems that the influence of the general
labor market does not play a major role in causing the fluctuations noted in
Project orders.

Location of Employer

Most employers who placed orders with an Oakland employment office
were located in Alameda County, and the majority in Oakland proper (Table i42).
That this is true for both types of openings may be seen immediately from
the data, but it should be noted that the Project does not confine itself to
the city to the same extent as does the Main Office.

Type of Employer

There is considerable variation in the types of employers using the .
two facilities (Table 43). Whereas, 30 per cent of the direct openings were
offered by government and non-profit agencies, only about 12 per cent of the
indirect openings were. A greater proportion of direct rather than indirect
openings were for private household positions, but this is, no doubt, a re-
flection of the fact that domestic and casual labor orders are not forwarded
to the Project. It is interesting to note that unions do not use the state
employment service at all. Most hiring of members of organized labor (or
members~to-be) is done by employers in accordance with agreements made with
the locals involved or through union hiring-halls. Unions do have jobs to
offer, however, chiefly in clerical fields. One of the Specialists was to
solicit jJobs from unions by encouraging use of the Project when openings
arose in their apprenticeship programs, and so forth. Very early in their
careers with the Project, however, the Specialists began a policy of making
calls jointly. The labor expert explained that his presence was necessary
because many employers tried to excuse their policies on the basis of restric-
tive union agreements. Since most of their calls were to employers, unions
(and union policies) were neglected; the explanation provided was a weak one,
unable to account for what was, in essence, duplication of effort.
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Number of employees

In Table 44, employers are categorized by the number of people whom
they employ. Notice that almost half of the direct openings were in large
firms while this type accounts for less than a quarter of indirect openings.
Although openings from both sources are concentrated in very small and very
large firms, the indirect distribution is far more even ("small" - 37 per
cent, "medium" - 25 per cent, "large" - 23 par cent) than that of direct
open%ngs ("small"- 29 per cent, "medium" = 16 per cent, "large" - L9 per
cent).

Union Membership

The jobs that required union membership within a certain period after
starting work were tabulated; it was found that, whereas 13 per cent of the
indirect openings required it, less than half as many (5.5 per cent) of
those that were direct did. Although the percentages of both are low, the
data seem to indicate that firms with union agreements tend to use the Main
Office more frequently than the Project. No attempt was made to differen-
tiate such firms further.

Education

Although about three quarters of all emploiers did not specify the
amount of education they felt their jobs required*, there seems to have been
significant variation between direct and indirect openings in this respect
(Table 45). Where education was specified, 90 per cent of the indirect
openings required a high school education, as opposed to only 58 per cent
of direct openings; of the remainder of the direct openings, 25 per cent
required more, 15 per cent, less. For indirect openings, the percentages
were 10.0 and O.4. Thus, although the Project offered a greater proportion
of jobs not reouiring hiegb school skills than did the Main Office, it also
offered a greater proportion that necessitated some college attendance.
Because educational attainment was not specified for such a large percentage
of the openings, it is diffioult to assess the significance of these findings.
As will be seen later, a greater proportion of Main Office jobs are "white
collar"; therefore, a considerable portion of the differences noted in
educational requirements may be related to differences in occupational
characteristics.

Experience

Examination of Table 46 shows that minimum experience also was seldom
specified by employers. Again, it must be emphazized that this should not
be interpreted to mean that such requirements do not exist. The fact that
experience is required for more than half of the indirect openings, as

1The fact that most firms did not specify minimum educational require-
ments does not necessarily imply that they have no minimum requirements.
Many have tests in general knowledge, aptitude, and proficiency that are
administered at the time of referral, as well as educati onal requirements
which may not have been specified at the time the order was placed.
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opposed to only about one-quarter of those placed directly, does seem sig-
nificant. However, when the median of the years specified is calculated,

it appears that, when specified, the length of experience required by "Pro-
Ject employers" is slightly greater than that required by those using the

Main Office.t

Duration of job

Analyses were also made with respect to the anticipated duration of
jobs. That most jobs were, in fact scheculed to last three days or more,
and that no major differences were found between those offered by the Pro-
Ject and by the Main Office, is apparent in Table 47. It should be noted,
however, that these few short term jobs accounted for about one-quarter of
the jobs obtained by "Project minorities" (page , Table ).

Sex

Most of the analyses in this report have been done separately for
each sex. Although the necessity for this decision may be obvious, the most
important reasons should be mentioned.

1. Among urban people, women are employed primarily in profes-—
sional, clerical-sales, and service positions, while men are
found to be fairly evenly distributed among all occupational
categories. The proportion of all minority group people em-
ployed at the professional-managerial and clerical-sales
levels is far smaller than the corresponding proportions of
the total population. This has graver implications for
minority group women than for men, since many of them are
left with only one occupational field, service, within which
they have been able to find work.2 One of the implications
of this state of affairs is that, since far more "deors" have
been closed to women (especially non-white women), many po-
tential "new doors" exist for Project efforts to unlock.

2. It was only recently that laws designed to end employment
discrimination against. women were enacted nationally, and,
as in the case of the racial aspects of the 1965 Civil Rights
Bill, they have not yet been widely implemented.

3. In general, wages in clerical-sales and service occupations
are low compared with those offered for skilled and some
semiskilled occupations. Whether this is due to (1) the pre-
vailing belief that women need less money than men because

1The number of cases (41) upon which the direct median was computed,
although small, was judged sufficient.

2In 1960, 45 per cent of non-white women in Oakland were so employed.

(U.S. Bureau of the Census. U-’l S. Smue of Population and Housing: 1960.
Census Tracts. Final Report PHC (1)-137. U. S. Govermment Printing Office,
Washington, D. C., 1962).




they have only themselves to supportl, (2) the fact that so
few of these workers belong to labor unions (either through
failure to organize themselves, or through the neglect of
Labor), or (3) is a consequence of both of these as well as
other factors, is not at issue here.

In other words, the data were analyzed separately for each sex and by
minority group status because different employment patterns and differential
wage rates for each of these two variables are associated with the traditional
division of labor patterns.

That data on sex are available in the case of the applicants is hardly
surprising. However, although more than a year has elapsed since the passage
of the bill, the California State Employment Service shows no evidence of
changing its practices drastically, and the few modifications it has made in
its procedures imply that the model for its behavior is not the legislation
(which is oriented toward erasing sex distinctions in employment), but
rather, the gtatus quo. For example, it is conceivable that females could
be employed as truck drivers ( indeed, many were during World War II); how=-
ever, the Employment Service explicitly cites this job as one which it con=
siders exempt from prohibition of sex specificatiogs because there is
virtually no competition from females for the job.

On the basis of the data in Table 48, the question arises as to
whether, during the period studied, a greater proportion of the employers
who placed direct orders discriminate on the basis of sex. Only ten per cent
of direct and seventeen per cent of indirect openings appeared available to
both sexes, either because of a failure to fill in the "sex specified" box
on the order form or because the jobs were truly open to members of either
sex (Direct: 9.6 per cent; Indirect: 15.0 per cent). Examination of the
table also may explain to some extent why so large a proportion of those
placed by the Project are males: 70 per cent of the openings it received
directly were open only to males, as opposed to 44 per cent of those at the
Main Office.

The proportion of the jobs specifying females is almost twice as large
for those obtained by the Main Office as compared to those obtained by the
Project (39 per cent and 20 per cent, respectively). Clerical and sales
positions offered to women accounted for close to 30 per cent of the Main
Office indirect jobs, but only 10 per cent of Project direct jobs. The
largest proportion of Main Office jobs consisted of these female clerical-
sales positions; male clerical-sales constituted 12 per cent, while male
semiskilled and unskilled positions account for approximately 10 per cent

lThia belief conflicts not only with philosophy (equal pay for equal
work) behind the recent legislation, but also with fact. Especially among
minority group women, the majority of employed females work either because
they are heads of household, or because their husbands are unable to earn
enough money to support their families. (U. S. Department of Labor,

Office of Planning and Research, The Negro Family: A Case for Natio
Action, U. S. Government Printing Office: Washington, D.C., 1965).

2Newsletter, Vol. 20, No. 1, September 1966, California Department
of Employment, Sacramento, California.
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each. For Project jobs, the corresponding proportions for males are:
clerical-sales, 7 per cent; semiskilled, 18 per cent; and unskilled, 30 per
cent.

To sum up the differences between the two, not only is the majority
of jobs obtained by the Project for males, but also, the jobs themselves
are predominantly lower-ekilled, blue-collar types. When it is remembered
that about 25 per cent of the applicants to the Project are males seeking
such jobs, it would appear that such a distribution is desirable. However,
one must consider that the total number of these jobs was extremely small
in relation to those available through other channels (Project: 395; Main
Office: 1143+) during the study period.

Wages

In Table 49, wages offered by employers are presented. It may be
seen that, up to a point, as the wage offered increased, the proportion of
openings available only to males increased. This trend is evident regard-
less of where the order was placed. The only three "wage levels' where a
greater proportion of direct than indirect jobs required women were those
involving a commission (although only two jobs were available), those where
room and board were offered as part of the wage, and those paying less than
$1.00 per hour. In Table 50, median wages offered for each occupational
category are presented in the first two columns. From the third column,
where the difference between these medians has been computed, it may be
seen that the wages offered males are generally higher (on the average, 21
cents per hour) for direct openings than those offered by the Main Office
(indirect). In only two categories (Skilled and Semiskilled) was the
situation reversed, but these are very important. Males in these two
categories constituted 30 per cent of all applicants who started work dur-
ing the study period, and jobs in these categories represent 28 per cent
of the Project's direct openings and 41 per cent of the openings restricted
to males. The opposite is true for jobs where females were required. For
all categories (except clerical and sales where pay was identical at both
offices); the indirect openings offered higher pay .2

The figures in the last two columns are a rough indication of the
lack of progress of attempts to obtain higher pay for women. In no category,
and at neither facility, did wages offered females approach those offered
males. The smallest difference (17 cents per hour) was found in the
clerical and sales category (usually "female occupations®); the largest
($1.34 per hour) in that of skilled labor (usually "male occupations").
Although the range of differences was widest at the Main Office, the average
difference there was "only" 56 cents per hour, as opposed to 85 cents at the
Project. Again, it must be remembered that the data are not refined in

lFigure derived from expansion of the sample data.

2]t must be remembered that these categories are quite gross. Were
we able to match closely actual occupations rather than large categories
containing a wide variety of jobs, comparisons would be more meaningful.
However, other measures such as, socio-economic status, discussed later,
lend support to the argument that direct (Project) jobs seem to be less
desireable than those from the Main Office.



terms of actual occupational matching.

To sum up, it appears as if the openings for men solicited by the Pro-
ject were fewer but more lucrativel than those transferred from the Main
Office. In addition, a far greater proportion of tne openings the Project
provided were earmarked for men, and the few jobs, obtained through its own
efforts, that it was able to offer women were financially1 inferior to those
available elsewhere.

Action taken by Agency

The phrase, "action taken by the agency'", may be considered roughly
equivalent to our earlier use of '"result of service". Since we deal here
with the "histories" of job orders, rather than of applicants, "action"
refers to steps taken by the interviewers at the Project with regard to each
order. For each opening, one of three possible "actions taken" was recorded:

1. No recorded attempt was made by the Project to refer appli-
cants to the employer (No Action);

2. the Project referred one or more applicants to the employer
(Referral), and

3. the Project attempted to refer applicants, who either re-
fused referral or did not report for a scheduled interview
(Referral Attempted).

The openings available to the Employment Service during the study
period, classified as outlined above, appear in Table 51. It may be seen
immediately that Project applicants very seldom refused referral when it
was offered. (This figure is slightly misleading, since referral refusals
were not tabulated as such when at least one "successful" referral per
order was made). Furthermore, the Project took action on a greater propor-
tion of its own orders (56 per cent) than on those transferred from the Main
Office (23 per cent). Although the volume differential and the fact that
some Main Office orders were already filled by the time they were received
by the Project may be the most relevant factors, it does not appear as if
they can totally explain the findings. Data cnncerning openings show that
there appeared to be a tendency to concentrate on the larger orders as well
as to differentiate on the basis of sex required, since a greater proportion
of openings for females was neglected in both cases (Direct: 36 per cent;
Indirect: 80 per cent). In the following table (52), the openings are
further classified by occupational category. The largest proportion of direct
no action openings (23 per cent) consisted of skilled jobs for males (referrals
were made to only 28 per cent of the direct skilled openings). Twenty-five
per cent were clerical-sales jobs (12 per cent for males, 13 per cent for
females). The latter category was also that most neglected among the indirect
orders, i.e., these constituted almost half (46 per cent) of the openings on
which no action was taken, and 72 per cent of these specified females.
Failure to take action on these orders may be due in part to the relative
scarcity of male applicants considered qualified to hold such positions; how-
ever, there was no corresponding lack of qualified females.

Socio=economic Status
In Table 53, the pattern of the relationship between occupation and

socio=-economic status may be noted visually withcut the help of graphic
representation. It may be roughly summarized thusly: if occupations are

logain, it is important to remember that the wage data were analysed
for gross occupational categories and, therefore may be of limited value.
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ranked according to socio-economic status, the following scale is produced:

1. professional, managerial

2. clerical, sales

3. skilled labor

4. semiskilled labor

5. service

6. unskilled labor
Since positions within each category tend to vary considerably, the relation-
ship is not perfect.

The chief differences in the occupational distributions of direct and

indirect openings are illustrated below:

Percentage distributions of job openings?

Occupational Males Specified Females Specifiéd

Category Direct Indirect Direct Indirect
Total 100.0 100.0 100.0 100.0
Number. 570 878 167 786

Professional

Clerical

and Sales 9.6 27.1 49.1 Th.7

Skilled 4.4 12.9 0.0 1.1

Semiskilled 26.3 21.9 1.8 2.7

Service L.2 12.4 38.3 17.5

Ul‘lSkilled 1&2.9 e 21-[4- L}.S 2.l+

Unknown 0.0 0.2 0.0 0.0

8Columns may not add exactly because of rounding.

The following points should be noted: (1) among Project openings specifying
males, a greater proportion (88 per cent) were found to be blue collar jobs
than was the case for openings from the Main Office (69 per cent), and (2)
among openings specifying females, there were fewer service than clerical-
sales jobs, but a far greater proportion of the female indirect (75 per cent)
than direct (49 per cent) jobs were clerical-sales; the corresponding propor-
tions of service Jjobs were 18 and 38 per cent.

There are vast discrepancies in the socio-economic status accorded the
jobs available to men only (Table 54). On direct openings more so than on
indirect ones, the jobs available were, predominantly those of low socio-
economic status (46 per cent direct as compared with 24 per cent indirect).
In addition, only 20 per cent of the direct openings were found to be in the
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two highest quintiles, but tge figure was 40 per cent for indirect openings.
When the median status ranks+ of all jobs were computed for each group, jobs
open to both sexes were found to have highest status (direct, 1.6; indirect,
2.2). Main Office jobs specifying females were also very high (2. 2) , fol-
lowed by Main Office male and Project female {2.9); the rank of Project
male jobs was lowest (3.9).

Target Industries and Occupations - Definition

Preliminary to an attempt to discover which "new doors" had been
opened, and to what extent they were open, it was decided to use 1960 Census
data as a base line from which comparisons would be made. The Census uses
neither the Dictionary of Occupational Titles nor the Standard Industrial
Classification systems used by the California State Employment Service, al-
though the systemic disparities were not insurmountable., Analyses were made
in terms of per cent Negro of total employed, rather than per cent non-white
of total labor force, since data were only available for the San Francisco-
Oakland Standard Metropolitan Statistical Area, within which the composition
of the non-white population varies considerably. t

The usable categories were rank ordered separately for occupation and
for industry for each sex in terms of per cent of the employed who were
Negro. The lowest two quintiles were designated as "target!". This method
pinpoints the most severe instances of under-representation. The second
quintile was chosen in preference to the first, in order to guarantee that
there would be sufficient number of "non-esoteric" jobs included.

N.B. The classifications which were used were the only ones
available, and were especially deficient for female
occupations. That is, we do not have information con-
cerning every occupation, since the Census relied
heavily on grouped data. Therefore, the quintiles are
derived from "those occupations mentioned in the Census"
and not "those occupations in which people are engaged
in the Bay Area'.

Unfortunately, it is impossible to determine what proportion of all

firms or jobs in the Bay Area are target. However, we do know the number

of people employed in all industries and occupations in 1960, so we are able
to calculate the proportion of those employed (and of Negroes employed) who
were in target industries or in target occupations. The most pertinent data
are presented in Tables 55 = 59 solely as reference for the reader. Included
are lists of the occupations and industries designated "target". It must be
emphasized that a "male target" occupation or industry is not necessarily omne
where males are seldom employed, but one where when males are employed, Negro
males are under-represented in that work force. Similarly, an industry de
designated "target" for both sexes is one wherein Negroes as a group are
under-represented.

lThese figures do not appear in tables, but were computed from the
raw data.

2lhis is obviously due to the large percentage of clerical-sales
jobs at the Main Office, which were also accorded higher socio-economic
status (2.3) than were those at the Project (2.6).
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‘managerial level.

Target Industries

From Table 60, it may be seen that proportionately fewer of the
direct than the indirect openings were in target industries (43 per cent
and 63 per cent, respectively). However, it was only among orders specify-
ing males that this difference appeared; one-quarter of the openings at the
Project, and almost half from the Main Office, were target. Target indus-
tries employ about 36 per cent of the male population (Table 59), so that
they may be said to be under-represented in direct and over-represented in
indirect openings. Since one of the Project'!s primary goals is to solicit
Job orders from these industries, we can only conclude that attempts to do
so are either relatively unsuccessful or actually serve to alienate 'target
employers".

Since the Project has been seen to concentrate both its job solicit-
ing and client-serving aspects on males, it is especially disturbing to
note that only with respect to the male target firms do direct openings.
differ from indirect ones, i.e., female target industries specifying females
for their job openings are under-represented in both type openings to about
the same degree.

The vast majority of openings for which either sex is considered
eligible by the employer is with target industries. Almost all of these
jobs (direct: 99 per cent, indirect, 94 per cent) are of the white collar
type—~fully 60 pes cent of those at the Project are at the professional-

Remembering that these jobs also carried extremely high
socio-economic status (page 84), a plausible explanation is the following:
These are jobs for which extensive education and training is required; since
these are relatively hard to fill, employers have dropped all discriminatory
requirements of sex and race in attempts to fill them. In Table 61, the
occupational categories of the jobs avallable are detailed.

In Table 62, differences between the jobs offered by varioue indus-
tries may more readily be seen. The industries that most frequently offer
male jobs to the Project are: Government, Transportation, Service, and
Manufacturing, while for the Main Office they are: Manufacturing, Service,
Wholesale Trade, and Retail Trade. As would be expected from prior evidence,
the "industry" offering the highest number of jobs directly to Project
females is Private Household Service, followed closely by Retail Trade, and
Service, whereas, in openings arriving from the Main Office, the number of
jobs classified in the first category is negligible; 60 per cent of indirect
female jobs are in the latter two categories.

lAlthough the actual openings made available to the applicants by the
Specialists were few in number, 68 per cent of them were in jobs in target
industries.

214, may be seen in Table 62 that the positions open to either sex
are offered, for the most part, by "service industries". This is a
slightly misleading term because the category includes medical, legal,
educational, and business services, as well as non-profit, welfare, and
religious organizations.



Target Occupations

Turning to occupations (Table 63), a similar and even stronger trend
is seen. It is obvious that the majority of the openings are non-target;
the gap is larger at the Project where male target openings are extremely
scarce. Immediately, one notices that only four per cent of the male jobs
available directly to the Project were for male target occupations. The
distribution is unlike the one for target industries where, although Project
target jobs were under-represented in terms of their distribution in the
total employed labor force, the percentage was asout twice that of working
Negro males in 1960 (12 per cent employed by target industries). According
to the Census, 36 per cent of all employed males, and five per cent of em-
ployed Negro males in the area, worked in target occupations (Table 59).

The situation for females is again almost identical on hoth type
openings: female target jobs (as well as indirect male jobs) are about
equally under-represented with reference to Census figures. Again, a great
many Jjobs open to both sexes are in target occupations.

In view of the emphasis placed in the proposals on "opening new doors",
certain analyses with respect to target. industries were made.l The most im=
portant question would seem to be: What is the relationship (if any) between
target industries and target occupations? Disregarding the anomalous open-
ings available to both sexes, 27 per cent (16.6 plus 9.0) of direct and 29
per cent (16.1 plus 12.6) of indirect jobs in target industries that
specified sex were for target occupations (Table 64). More impressive is
the fact that such large proportions of the few jJobs available in target
occupations were offered by target industries:

Job Openings for Target Occupations

Direct Indirect

Sex For Target Per Cent For Target Per Cent
Specified  Total Industries of Total Total Industries of Total

—_—

Male 66 59 89.4 228 206 90.4

Female L5 32 71.1 202 161 79.7

Since there are no large discrepancies between the figures for direct and in-
direct orders, it would seem that any tendency to hire Negroes in a capacity
that is "non-traditional" is due, not to a Project effort, but to a more
pervasive trend.

When analyzed in terms of the expected duration of target and non-
target jobs, no major differences are apparent (Table 65). Since most of
the Project jobs specified males, it is no surprise that about 76 per cent
of the non-target jobs were permanent and for males. However, it should be

1since so few jobs in target occupations were found to have been
available to employment service applicants, it was decided that extensive
analyses of these would not be worthwhile.

87
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pointed out that most of the temporary Project jobs (86 per cent) were in
target industries, and that 12 per cent of the Project target industry jobs
were temporary (as opposed to six per cent of Main Office target jobs). Most
of these specified males. LEmployers in target industries who used the Pro-
Jject had a greater tendency than those in non-target industries to offer only
temporary Jjobs.

It will be recalled that openings obtained by the Project required
more experience than those obtained by the Main Office (page 80). That
target Tirms are more prone not only to specify the amount of experience and
to require experience when they place orders at the Project, but also to
require more experience (in the case of male jobs) may be seen from Table 66.

Although the lack of refined wage occupation data required that
extreme caution be exercised in interpretation, comparisons of the wages
offered on orders to the two facilities by various industries may be made
from Table 67. We see that for indirect openings the median wage offered
males by both target and non-target firms is lower than for direct openings,
and for both kinds of openings, male target industries offer lower wages.
Considering female jobs, again we see that wages are relatively low but that
the reverse of the male situation is true. That is, target firms offer
higher wages, and wages are lower on direct openings.

Socio-economic status is essentially a measure of prestige. Although
we don't have enough data to definitely establish the inference, from the
data in Table 68, it appears that the industries we classified as non-target
may have had a relatively high proportion of Negroes in their work forces
because they had a relatively high number of low prestige jobs, not because
they had a more enlightened employment policy. Jobs with target firms
carry more prestige than those with non-target firms regardless of sex, and
regardless of where the order was placed. Among target firms, the only
status differential was one based on sex, reflecting the high incidence of
white collar jobs for females. It seems that the Specialists! plea, "Call
the Project when you need to hire minority group employees', was well-heeded
by firms who have employed minority group persons in traditional capacities,
because (for both sexes) the non-target Project jobs were more than one
quintile lower in the status hierarchy than were those obtained from the
Main Office. Hemembering that the Project has been seen to be oriented in
all matters to males, the fact that it took no action on more than half of
the direct openings for males in target industries (30 per cent of its total
target openings) is surprising (Table 69). Seventy-three per cent of the
jobs for males on which Project personnel took no action were in target
industries. Possibly, a tendency exists for Employment Service employees to
refrain from referring minority group persons to industries that have tradi-
tionally not hired such people.

Referral and Placement

1. Introduction _

From data recorded on the job order forms, we were able to compare
the characteristics and qualifications of jobs that were directly submitted,
as well as those submitted indirectly to the Project. We shall proceed to
examine differences that exist between the two groups of orders with respect
to the number and types of people who were referred to jobs and who were
offered jobs. Unfortunately, certain technical aspects of the method of
data processing used precluded our examining differences based on sex within
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ethnic groups; although separate analyses by sex and ethnic group membership
were possible.

For each job order it received, the Employment Service kept a record
of certain characteristics of the people referred to that employer. Since
a single applicant may have been referred to more than one job, it is
possible that some have been counted more than once. Variations in total
numbers that occur in these data are due to missing information or to coding
error.

It will be remembered that the Project referred people to a much
larger proportion of the direct jobs than of the indirect jobs. The terms
used here are defined as follows:

referred only: those people who attempted to or did attend an
interview with an employer and who were not
offered a job.
offered jobs: those people who were hired and began work, who
were offered a job but refused it, or who were
hired and failed to report for work.
referred: all people who attempted to or did attend an
interview with an employer, whether or not they
were offered a job, i.e., the total of the above
groups.
In this section, target industries and occupations will be discussed as a
group, disregarding the specific sex for which they are target.

Table 70, to a great extent, summarizes the data following. It
appears that the Project staff has reason to concentrate on orders that come
to it directly. In every case, regardless of controls made for sex, age,
or ethnic group membership, Project applicants were offered proportionately
twice as many jobs when they were referred to employers who had placed their
orders with the Project as when they were referred to employers who placed
their orders with the Main Office. That is, nearly half (47 per cent), of
the people referred to direct jobs were offered work as opposed to less than
one-fifth (19 per cent) of those who were referred to indirect jobs.

Numerous factors are probably involved here; unfortunately, we are
neither able to isolate those which are most relevant nor to state conclu-
sively which are actually operating. As has been mentioned, a considerable
proportion of the jobs (but, by no means, half) were solicited by Project
staff for specific clients. OCne would expect that these would tend to be
filled by applicants. Another element is simply that of itime: in many cases,
the day or more lost in transmission of the order is crucial. Often a
notice that the job has been filled accompanies the order, and sometimes, an
applicant finis that the job has been filled by the time the agency was able
to refer him.* Another possibility, one that was raised in the first report
and was mentioned again in an earlier section, is that since employers who
use the Project tend to offer jobs that are less desirable, these employers
expect to fill them with minority group people.

1The CSES accounting system, upon which this study is dependent,
classifies such an attempted interview as "result: not hired". There is
no way to distinguish this type from one resulting from an actual job
interview where the employer preferred not to hire the applicant.



2. Target Industries

In Table 71, the data are presented by sex. The well-documented
staff concentration on males is again apparent. For both sexes, a slightly
larger proportion of unseccessful referrals on direct orders were to firms
in target industries, and a higher proportion of job offers were from firms
in non-target industries. The latter was not true for those referred on
indirect orders; the larger proportion of jobs offered came from firms in
target industries. It will be seen that this pattern exists for each
ethnic group (Table 72) and for people of all ages (except 22-2, years old)
(Table 73). Such variations among the data for target industries may be
explained as follows:

a. The Project took no action on a greater proporticn of target

than of non-target Jjobs; and

b. Most of the indirect openings were with target industries.

Therefore, in spite of a possible staff reluctance to refer
to firms in target industries, referrals to indirect openings
would tend to be to target jobs.

Such an explanation, although plausible, cannot account for the
trends that are evidenced in Table 74. For most of the categories studied
(excepting Mexican-American and people 22-45), the proportion of the total
referred that was offered jobs was highest for direct jobs, when referral
was to non-target industries and for indirect jobs, when referral was to
target industries. In all cases, the "rate of acceptance" (the proportion
offered jobs) was higher for direct target jobs than for indirect target
jobs, which is in keeping with the overall trends seen in Table 70, the
difference pointed out above is the pattern of target-non-target acceptance
rates within the source categories.

3. Target Occupations

Tables 75=77 are concerned with the percentage distributions of
those referred only and those offered jobs, with respect to target occupa-
tion. From Table 75, it appears that the distributions reflect the scarcity
of openings for target occupations. The majority of the applicants and of
those referred were Negroes (Table 76). [Iwenty per cent of the people un-
successfully referred to direct openings were Negroes who had been inter-
viewed for target occupations; but Negroes accounted for only ten per cent
of those who failed to obtain jobs from indirect orders. Negroes who were
of fered target jobs account for four per cent of those offered direct jobs,
and sixteen per cent of those offered indirect jobs. No relevant patterns
are evident from studying the distribution by age (Table 77).

When the acceptance rates are examined, (Table 78), it may be seen
that, in all but one group, (those aged 22-24), the rate for indirect target
jobs is not only higher than that for indirect non-target jobe (as was true
for target industry) but also (in most cases) was higher than that for direct

lThere is danger in placing undue emphasis on these data. Recall
that 35 per cent of the employed population of this area is employed in
target occupations. During the period studied (expanding the sample data),
we calculate that the Employment Service received approximately 1,940 open-
ings for these positions. The Project staff made referrals to only JA4 per
cent of these jobs, and only 60 applicants were actuvally offered work. The
numbers we must work with are small, but their significance precludes ignor-
ing them.



target jobs. DNote also that non-minorities referred to target occupation
openings were about equally as likely to have been offered a job regardless
of its source, whereas Negroes! chances were twice as good if the job was
indirect, and were, in fact, equal to those of non-minorities. Females,

too, seemed more able to obtain target Jobs that had been received indirectly.

To summarize the placement data derived from job order records:

(1) The Project had access to 6,853 job openings during the period
studied;

(2) It made 2,159 referrals; 450 applicants were offered jobs;

(3) About half of the applicants who were referred to employers
that had direct contact with the Project were offered jobs;
four-fifths of those referred to indirect jobs were not;

(4) Most direct job openings were with non-target industries—
for indirect Jjobs, the opposite was true;

(5) If the job to which an applicant was referred was one with
a target industry, he had a better chance of teing offered
employment if it was a "direct job" and his chances of
getting it were better than if it had been an indirect one
with a non-target industry;

(6) If the job was in a target occupation, and if it was from
the Main Office (indirect), an applicant's chances of
getting it were usually better than if it had been sent
directly to the Project, or if it had been a non-target
Main Office job.

4. Discussion

It is extremely difficult even to attempt to explain these placement
and referral data. The classification of industries and occupations based
on discrimination by color as "target" or "non~target" was made by the
Follow-up Study staff; the Project staff was unaware that it had been done.
However, although derived from Census data, firms and occupations classified
as target are probably known to hire few minority group persons by anyone
familiar with the minority employment situation. Earlier we stated that
some evidence indicated the possibility of bias on the part of the staff,
since orders on which no action was taken tended to be for target positions;
but the existence of such bias alone cannot account for the patterns evident
in the placement data. Whether the motive was to please an employer or to
protect an applicant, it seems ridiculous to suggest that staff members
would reserve their most qualified applicants for jobs which originated at
another office.

It appears then, that a good deal of the explanation must lie with
the emplorers themselves. In the first interim report, we suggested that
the Project was not serving the purpose for which it was planned, i.e.,
furthering the employment of minority group persons, but appeared instead
to serve as a "clearing house! for employers who wanted to hire people for
jobs traditionally held by Negroes, The more detailed data now available
seem to strengthen this allegation.

With the passage of Civil Rights legislation and the concomitant
governmental demands that its contractors prove they maintain non-discrimin-
atory employment policies, many firms have been forced to seargh for '"quali-
fied minority group persons'. Regulations preclude discrimination on the
basis of sex, race, color, or national origin, and often require or suggest



the contractor advertise that he is an "equal opportunity empll.oyer".l Oak-
land remains a city with a high unemployment rate, even in this period of
war prosperity. Since so many people are available from which to choose,
it is possible, in theory, for an employer to comply formally with govern-
ment regulations by placing orders with the Project (thereby establishing
his willingness not to discriminate), retain inflated requirements or un-
suitable tests, and choose the "best qualified" from the pool of applicants.
Inferior education, past discrimination which led to thwarted or lowered
aspirations, and other socio-economic factors usually insure that employees
chosen on this basis are seldom members of minority groups. In essence
then, it is possible to continue to discriminate "legally", since employers
are neither required nor asked to compensate those harmed by past openly
discriminatory practices.2

It might be that some employers use the Project to prove compliance
with the letter of the law with no intention of actually taking steps toward
"affirmative employment policies". It must be emphasized, however, that no
direct evidence supporting such contentions was provided by our study. That
industries which have been known to hire few or no Negroes in the past (Tar-
get industries) may not have radically altered their employment practices,
is evidenced by their lower "acceptance rate" of Project applicants. That
there may be duplicity on the part of some employers who place orders with
the Project is indicated by our finding that applicants have a better chance
of obtaining jobs from which they have been excluded in the past (target oc-
cupations) if they, in essence, apply for the job through a facility other
than the Project. In other words, since employers who place orders with the
Main Office may not know that the orders will be passed to the Project, ap-—
plicants who are referred to these jobs, in a sense, are using the resources
of an agency other than the Project.

The Project has been in operation more than two years and, during
most of that time, highly paid, full-time "job development specialists" have
been assigned to it. They have been able to solicit very few job orders,
.relative both to the number of applicants and to the number of jobs placed
with other agencies. Rather than the expected increase in job openings as
the-Project grew in experience and reputation, we have seen that the propor-
tion of all orders placed with any Oakland office of the California State
Employment Service that was attributable to Project efforts declined. Al-
though employers who place direct orders seem less likely to hire minority
group persons for jobs they have not held traditionally and are less likely
to offer them prestigious jobs, they appear to be those most willing to
hire Project applicants. The Project is able to offer its clients relatively
and numerically fewer target jobs obtained directly than indirectly.

lrhe Specialists, in their talks to employers, were known to have
mentioned their knowledge of the existence of such compliance requirements,
and suggested that the Project be used as a "source of the Negro employees
you need'.

2Most employers denounce suggestions of preferential hiring of minor-
ity group persons on the basis of their agreement not to discriminate because
of race or color.



Final Discussion

The jobs made available directly and indirectly may be distinguished
from one another on the basis of many criteria. Orders placed with the
Project had a greater tendency to be "blue collar". Job orders, specific-
ally for women, seemed to offer lower wages; those for men, although they
generally appeared to offer higher wages, were seen to be for less presti-
gious Jjobs in terms of socio-economic status. Requirements fir experience
and educational attainment were more severe for Project jobs.* Relatively
fewer target jobs of either type were made available to the Project. The
firms of members of the Advisory Committee placed the majority of their
orders at the Main Office. The Project has been unable to place a larger
proportion of its minority group applicants than has the Main Office; both
place less than one-fifth of those who apply. Although certain groups of
Project applicants are given better service, others receive service inferior
to that given similar groups at the Main Office.

Unfortunately, it seems as if the preliminary evidence that indicated
the existence of trends contradictory to the Project goals among the employers
who used the Project has been further substantiated by the more detailed data
available during the second report period. That is, job orders submitted

directly to the Project were for openings inferior to and were more rigorous
in their requirements of potential employees than were those submitted to

the Main Office. Although the employers who used the Project were generally
more likely to hire Project applicants referred to them than were employers
who used the Main Office, they seemed reluctant to hire applicants in
industries and (especially) for occupations from which Negroes have been ex-
cluded in the past. There is no evidence to indicate that the Project has
been instrumental in coaxing open "new doors"; on the contrary, it appears
that, since it received relatively fewer target openings than did the Main
Office, direct jobs representing new doors resulted from a more pervasive
(but here unidentified) influence.

lpgain, ‘st.at.ements referring to wage and educational data are based
on gross occupational categories and, therefore, may be of limited value.
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TABLE 39.--Percentage distribution of total openings and openings for three or more days by
source and reporting period.

assmest—-
cn———

F:

Total Openings

Openings for 3 or more days

Source Report Period | Report Period 1! Report Period | Report Period 11
of AprileJuly November 1965 « April=July Noveaber 1965 «
1965 March 1966 1965 March 1966
Order
Number Percent Number Percent Number Percent Number Percent
Total 2419 100.0 6853 13040 2320 1000 6423 10040
Indirect? 2014 8363 6033 8840 1968 84.8 5658 88,1
Direct 405 16,7 820 12,0 352 15.2 765 1.9

aFiguros for indirect openings for Report Period || are derived from expangion of the

sanple.



TABLE 48.--Percentage distribution of direct openings by sex specified, solicitation, and
occupational category; Novesber 1965 = March 1966

Solicitor of Order

.Occwational 4 S —
CSES Employer Initiative On the Other
Category Total Nusber Staff CSES Specialists Job Training and
Personal Uther Staff Unknown
Contact
Total 1000 820 28,2 3.5 14,4 10.6 7.0 8.3

Male Specified

Total 100,0 570 32.5 30.5 8.l 10,4 7.2 1.3
Professional & -

Managerial 10,0 18 .., .o .. .. .. ..
Clerical & :

Sales 100.0 85 1644 164 20,0 B.2 54 3.6
Skilled 100.0 82 43,9 110 4.9 2149 18.3 0.0
Seniskilled 100,0 150 18,0 2.0 6.0 4.0 0.0 0.0
Services 10040 24 20,9 37,5 25,0 843 o0 8.3
Unsk i1 led 100.0 245 1.4 57.1 6.5 2.5 16 4,9

Female Specified

Total 10040 167 24,0 25.1 34,1 9,0 6.6 le2
Professional & b

Ilﬂlgﬂ"ﬂ |m.0 '0‘ o o e @ e o e o e o e o
Clerical &

Sales 100,0 82 .l 12,2 22,0 18,3 1.0 2.4
&“'.d ] 0 ° o o o e o e o L 4 e o
Seaiskilled 100,0 .. .. .. .. .o
Services 10040 64 14.0 3.4 51.6 o0 o0 0.0
Unsk il led 1000 8> .. .. .o .. .o .o

‘Both Spacified or Unknown
Total 10040 83 762 5046 1841 15.7 Te2 1e2
Mo cases

b
Distributions involving numbers less than |15 were not computed,
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TABLE 4 ,==Percentage distribution of openings by source®, month of placement and sex specified;
November 1965 = March 1966

Sex Month Order Placed
Specified Total Number Novesber December January February Harch  Unkoown
Direct
Total 1000 820 36,1 13.9 1640 19,7 4.3 0.0
Male 10040 570 42.3 9.1 1663 23.9 8.4 0.0
Fe.ale '00.0 ‘67 26.3 20'4 lbos IS.O 22.7 0.0
Both 10040 83 13.2 33,7 14.4 1.2 37.3 0.0
Indirect
Total 100,0 2011 Hled 27,4 24,1 1.1 17.4 b
Hale 1000 878 12,2 145 23,3 2865 2143 0,2
Felale ‘00.0 786 '207 25.7 3'.6 ‘4.2 |5.6 0.2
Both { 100,0 W 663 65.0 1.8 646 11,0 0.3

3Data for indirect openings are based on a systematic one-third sample,

D ess than 0.1 percent.



TABLE 42,-=Percentege distribution of openings by source® and esployer's location; November

1965 = March 1966

Location Source of Order
of
Employer
Direct Indirect
Tetal 1000 100.0
Nusber 820 2011
Oakland 69,1 1742
Remainder of
Oakland Employment
Service Areal 2.3 14.0
Remainder of
Alaseda County 4.0 .2
Qutside
Alameda County 6.6 8.6

*Data for indirect openings are based on a systematic one-third sample.

blncludes Emeryville, Alameda, San Leandro and Piedmont.
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TABLE 43.--Percentage distribution of openings by source® and type of employer; November 1965 =

March 1966
Type Source of Order
of
Employer Direct Indirect
Iotal lUO.U 'OU.O
Number 820 2011
Private Firn 64,0 87.0
Governaental Agency 2842 115
Union <0 o0
Private Household 5¢6 N
Nonprofit Organization AI 2 0.9

3his table is based on a random sample of 200 applicants per month from each of three
groups.
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TABLE 44.==Percentage distribution of openings by saurce® and sunber esployed by firm or
agency; Noveaber 1965 = March 1966

Nuaber Source of Order
of :
Employees Direct Indirect
Total 10040 100,0
Nusber 820 2011
Alameda County 93.4 91.4
Small
0-9 28,9 36.6
Medium
10= 24 4.0 4.7
25«49 2.8 4
50 - 99 3.8 9.4
100 ~ 249 Se4 1.0
Large
250 - 499 140 5.0
500 and above K1) 17,8
Unknown 0 6.8
Not in Alameda County 6.6 8.6

Data for indirect openings are based on a systematic ene-third sample.
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TABLE 45.-=Percentage distribution of openings by source® and educational attainment specified
by emplcyer; November 1565 = March 1866

Educational
Attainment Direct Indirect
Total 100,0 10040
Nuaber 820 2011
Specified 24.3 27,8
Total 100,0 10040
Number 200 559
Less than high school
graduate 17.5 O.4
High school graduate 575 89,5
Some college 1645 1.2
College graduate
or more 845 2.9
Unspecified 15.7 12,2
Total 100.0 100,0
Number 620 1452

*Data for indirect opéninqs are based on a systematic one-third sample, -
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TABLEL 46.-<Percentage distribution of openings by source?® and work experience specified by

enployer; November 1965 = March 1966

L < et .. 7 A D D ~SRtS

Hork Source of Urder

Experience Direct Indirect

Total 100,0 1000

Nusber 820 2011
Specified 5.0 16,6
Requested, not specified 20,2 .7
Unknown 74.8 43,7
Median years,

when preferred 1.91 1.75

3This table is based on a
groups.

random sample of 200 applicants per month from each of three
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TABLE 47.=-Percentage distribution of openings by source

of job; November 1965 = March 1966

, 86x specified and expected duration

Sex Expected Duration of Job
Specified
Total Number Three Days or More Less Than Three Days  Unknown
Direct
Total 100,0 820 93,3 642 0e5
Hale 100.0 570 92.8 742 0.0
Female 100.0 167 92.8 6.0 0.2
Bgth or 100.0 83 9746 o0 2.4
Unknown
Indirect
Total 100.0 2081 93,8 4.9 1.3
Nale 100.0 878 93.8 542 1.0
Fenale 1000 786 9.1 S.4 0.5
Both er 1000 kY] 93.1 3.2 3.7
Unknown

®ata for indirect openings are based on a systematic one=third sample,
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TABLE 48.--Percentage distribution of apenings by source?, sex specified, and occupational category;
November 1965 - March 1966

Occupational Source of Order
Category Direct Indirect
Total 100,0 10040
Number 820 201

Male Specified

Tot al 69.5 4 3.7

Professional 1o 1.7
Clerical 6.7 119
Skilled 10.0 5.6
Senmigkilled 1843 9.7
Service 2.9 5.4
Unskil led 29,9 9.3
Unknown < 0.0 0.l

Female Specified

Total 20.4 391
Professional 1.2 ° W0
Clerical 10,0 29.2
Skilled o0 ol
Semiskilled o4 1.0
Service 7.8 h.9
Uﬂski“ed loo 0.9
Unknown 0.0 b

Both Specified or Unknown

Iotﬂl '0.' |7.2

his table is based on a randos sample of 200 applicants per month from each of three groups.

bLess than 0.1 per cent.
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TABLE S0.==Median wage offered for occupational category by source® and sex specified; asount
of difference between sources and sexes, specified; Novemberl965 - March 1966

Amount of Difference

Occupational Nedian wage offered Direct Vale
\ ainus ninus
(Category Indirect Female
Direct Indirect Direct Indirect

Male Specified

Total $2.57 82,36 $ .20 $ .85 $ .56
Professional &

Managerial .2 J.15 .09 1.05 .90
Clorical &

Sales 2455 2.02 93 o710 o7
Skilled 2,38 3.08 =65 c 1,34
Seaiskilled 1.88 2421 =033 .16 o84
Swvic. log4 l083 o'. .?0 .36
Unskilled 2.66 2,53 o3 1,00 «88

Female Specified

Total B1.72 $1.80 $-.08
Professional &

Nanagerial 2.19 2.65 =.46
Clerical &

SIIOO loBS I.BS .00
Skilled b lo74 c
Service le24 lod7 =23
Unskilled 1466 1.65 .01

Both Specified and Unknown

Total §1.85 $2.29 Y

¥ata for indirect openings are based on a systematic one-third sample,
bNo cases,
Not applicable,
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TABLE 50.==Percentage distribution of orders by source® and action taken by agency, percentage
distribution of openings by source?, sex specified, and action taken by agency;
November 1965 = March 1966

Action Orders Openings
taken r— —
by Direct Indirec* Direct Indirect
Aqency Val Fonal Val Fomal
: ale emale ale emale
lotal Total Total Specitied Specified Total Specified Specified

Totel 10040 10040 100.0 100.0 10U,0 10040 100.0 100.0

Nusber 338 1142 820 510 167 2011 878 786
No Action 42.1 7649 3.7 26,0 35.9 1544 65.4 80.0
Reterral 5644 22,6 67,6 73.3 62.9 24,3 KT} 19.4
Reforral
‘ttﬂ'pt ‘.S 0e5 0.7 0.7 1.2 0.3 062 0.6

®Data for indirect openings are based on a systematic one-third sample.



TABLE SZ.--PerceniaQe distribution of openings by source®, sex specified, occupational category
and action taken by agency; November 1965 - March 1966

Source of Order
Occupational
Direct Indirect
Category
No Referral No Referral
Total Action Referral Attempted Total Action Referral Attenp ted

Total 1000  100.0 1000 100,0 100,0  100,0 100,0 IUUBU

Nusber 820 260 554 6 w156 488 7

Male Specified
Total 6945 5649 15.4 oo 43,7 37.9 61.9 .o
Professional & Managerial 1.7 2.7 o9 - 1o 1.8 1.2 .
Clerical & Sales 6.7 12.3 4.2 .o 1.9 13.0 846 o
Ski“&d IO.U 22.? 4-2 e o 506 609 '08 o o
Semiskilled 1842 1.9 2.3 .. 9.7 5.7 21.5 .o
SQPViCG 259 207 3.' o o 50‘ 309 IUQZ . o
UnSkil'ad 29.9 4.6 4'.7 e o 9‘3 6.5 |8o2 e o
Unkno'n Ucl 000 0.0 o o 0.' U-l 0.2 e« o
Female Specified
Iota' 20.4 230| lang o o 39.' 4'.5 3'.0 o o
Prof.ssional 8 Nanaqerial |.2 3.5 .2 o o 06 07 04 e o
Clel‘ical & Sales '000 |3o' 8.5 o o 29.2 32.5 lgoo ¢« o
Sk'l“&d 00 00 .0 ) 04 05 02 o o
se.iski"ed .‘ .0 .5 e o I'O .7 |.8 L] Ll
Service 148 6e5 8e3 .o 6.9 6.8 647 .o
Unskil.ed l.U 0.0 '.4 [ I ) 0.9 0.3 2.9 L] L]
Both Specified or Unknown

Total 1061 2.0 Se7 .o 17.2 20,6 7.3 -

This table is based on a randos sample of 200 applicants per month from each of three groups,

bDistritutions involving numbers less than 15 vere not computed.



TABLE 53.==Percentage distribution of openings by sourcea, sex specified, occupational
category and quintile of socio-economic status; November 1965 « March 1966

as————— ma——
———————————— ——

Occupational Direct
Cateqory
Total | 2 3 4 5 Unknown
Nuaber 820 " 169 12 142 319 |

Male Specified

Total 69,5 30.9 7.4 83,3 92.2 82.1 . o
Professional &

Managerial lol 1.8 3.0 .0 0 o0 -
Clorical &

Sales 6e7 23,1 11.8 el o0 o0 .o
&"'.d IU.O .0 3'.4 36.' 00 og )
Semiskilled 1843 o0 fe2 3.7 85.9 od .o
s.fﬂc. 2.9 00 .0 lod 6.3 4.4 e o
Unskil led 29,8 o0 o0 o0 o0 1645 .o
Unknown Ol 0.0 0.0 0.0 0.0 0.0 .o

Female Specified

Total 20.4 32.5 3.3 Ted 6.3 17,9 .

Professional &

Mansgerial a2 6.8 le2 o0 .0 .0 .
Clerical &

Sales 10,0 22.2 331 - .0 0 0 .o
Skilled .0 o0 o0 .0 .0 oV o
Seaiskilled od .0 .0 4.7 .0 2.2 .
Service 7.8 2.6 0 2.8 6.3 15.7 ..
Unsk§11ed 1e0 ] .0 oU o0 0 .o
Unknown 0.0 0.0 Ue0 0.0 0.0 0.0 oo

Both Specified or Unknown

Tota! 101 3646 18.3 9.2 Lo 0.0 .o

®Data for indirect openings are based on a systematic one-third sample.

bDistributions involving numbers less than |5 were not computed.



TABLE 53.=-Continued

W

Occupational Indirect
Cat '
viegory Total | 2 3 ‘ 5 Unknown
I.t.' ‘00.0 |00.0 '00.0 |00.0 IOU.O IU0.0 lOO.U
Nusber 2011 439 815 211 254 260 KYJ
Male Specifiod.
Total 43.7 32.8 25.4 86.6 43.4 80.0 .
Professional &

“m.q.fi.' '07 6.4 09 00 .0 .0 )
Clerical 3

Sal s 1 26,0 10,0 18,9 o0 .0 .
Skilled 5.3 .0 [ 18.9 162 0 .
Seniskilled 9.6 .0 67 39,3 .| 8 .o
Service Sed o0 lol 9.5 19,7 14,6 .
Uh‘(i“.ﬂ 8.7 .U -0 00 2.4 6‘.6 e o
Unknown 1e3 0.0 0.0 0.0 0.0 0.0 .o

Female Specified
Total 39.1 58.3 414 646 51.9 1645 oo
Professional &

Managerial ob 2.3 o2 o0 .0 .0 oo
Clerical &

Sales 29.2 55.6 41,6 ° 2.8 .0 .0 .
Skilled ol o2 <0 3.3 0 .0 ..
“.i*"'“ I.O .2 .' .5 ?.O .4 e o
Service 6.9 .0 o0 - W0 44,9 8.8 oo
Unskilloed o9 o 0 0 ol 743 .o
Unknown 0.! 0.0 0.0 0.0 0.0 0.0 .

Both Specified or Unknown
Jotal 8.9 33,2 6.8 4,7 3.5 .o

111 /112



TABLE 54-Percentage distribution of openings by source®, sex specified,
and quintile of socio-economic status; November 1965-March 1966

Socio-economic Status
Sex -
Total Number 1 2 3 L 5 Unknown
Specified
(High) (Low)
Direct .

Total 100.0 820 14.3 20,6 8.8 17.3 38.9 0.1
Male 100.0 570 6., 14.0 10.5 23.0 L6.1 0.0
Female 100.0 167 22.3 3L.7 3.0 5.4 34.1 0.0
Both or .

Unknown 100.0 83 51.9 37.3 8.4 2.4 .0 0.0

Indirect

Total 100.0 2011 21.8 L40.6 10.5 12.6 12.9 1.6
Male 100.0 878 6.4, 23.6 20.8 12.5 23.7 3.0
Female 100.0 786 32.6- 43.0 1.8  16.7 5.5 0.4
Both or

Unknown 100.0 347 11.3 77.8 4.0 3.7 2.6 0.h

aThis table is based on a random sample of 200 applicants per month
from each of three groups.
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TABLE S5.--Male target industries, nuaber of esployees, and per cent Negro, San Francisco =
Uakland Standard Metropol itan Statistical area; 1960

Industry Nuaber of Per cent
Employees Negro
Footwear, excluding rubber (manufactured) 21 0.0
Bank ing, finance 1,738 o9
Electric and qas utilities 7,613 .8
Leqal and miscel laneous professions 14,893 o9
Communications 8,961 1.2
tlectrical machines (manufactured) 12,136 leS
Food, dairy (retail) 18,150 15
Mining 1,469 1.6
Drug stores 3,001 1.6
Wiscel laneous (retail) 10,13 1.6
Hardware, building materials (retail) 5,319 lo7
Furniture (retail) 6,6U5 1.8
Yarn, thread miils (manufactured) 211 1.9
Petroleus (manufactured) 10,017 2.2
Machinery, excluding electrical 13,733 2.3
Printing, publishing, and allied industries 18,517 2.3
Private education 4,469 2.4
Al other duratie qoods (manufactured)? 3,426 245
Forestry and fisheries 616 2.7
iasol ine service stations 7,758 2.7
Miscel laneous repair service 5,195 2.8
Paper and allied products (manufactured) 6,750 3.0
Wholesale trade 35,157 KN |
General merchandise and variety stores (retail) 8,659 3.2
Apparel, accessories (retail) 4,423 3.3
Insurance and real estate 24,145 3.3
Bakery products (manufactured) 5,00 3.4
Apparel anc other fabricated textiles 1,885 3.5
Tetal 250,178 2.2

¥)ndicates manufacture of durable items not specified in census |isting, not necessarily

those not specified here.



TABLE 56,==Femala target industries, nusber of employees and per cent Negro; San Franciso -

Oakiand Standard Metropolitan Statistical area; 1960

———

—

Number of Per cent

Industry Employees Negro
Mining 319 0.0
Nonterrous metals 528 .0
Hotor vehicle (retail) 1,526 o3
tlectric and gas utilities 1,298 od
Hardware, building materials i,247 o6
Printing, publishing and allied industries 5,761 8
Machinery, excluding electrical 3,234 o9
Petroleun (manutactured) 1,516 9
Aircraft (manufactured) 3% 1.0
Banking, finance 14,298 lol
Elactrical machinery 5,986 1.3
Trucking and warehousing 1,585 1.3
Miscel laneous transportation 939 1.3
Legal and miscellaneous professions 6,671 163
Wholasale trade LigT4é lod
Water supply and sanitation 552 o4
Air transportation 2,504 lo7
Construction 4,091 1.8
Yarn, thread, fabric mills 2 1.8
All other retail trade? 6,015 1.8
Fabricated metals 3,315 1.9
Education, private ‘7,343 1.9
All other durable goods (manufactured)b 1,597 2.0
Miscellaneous repair 601 2.0
Stone, clay, and glass products 1,887 2.1
Rubber and plastic products 523 2.1
Food, dairy (retail) 6,952 2.1
Business services 8,270 2.1

Total 100,916 a9

!Indicates retailing of all iteas not specifisd in census Listing, not necessarily those

not specitied here.

blndicatee manufacture of durable items not specified in census 1isting, not necessarily

those not specified here.
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TABLE 57.==Male target occupations, number of employees, and per cent Negro, San Francisco -
Uakland Standard Metropolitan Statistical area; 1960

. Rusber o7 Por cent
Occupation tmployees Negro
Locomotive firemen 262 Ul0)
Power station operators 304 .0
Spinners and weavers of textiles 24 o
Artist, art teachers 1,631 .0
Col lage presidents, professors, instructors 3,641 o2
Engineers 17,992 o3
Linemen, servicemen; telegraph, telephone and power 4,513 .3
Accountants, auditors 10,485 od
Authors, editors, reporters 1,798 od
Dentists 1,832 b
Vanagers, officials, proprietors; salaried? 43,006 6
Architects 1,184 ol
Pharmacists 1,526 ol
Foremen; non=durable goods 3,499 ol
Natural scientists 1,612 .8
Salesmen, clerks 40,732 o8
Tool and die makers 1,537 .8
Brakemen, Switchmen 1,101 .8
Meatcutters 3,746 .9
Farmers, faram managers 4,636 1.0
Designers, draftaen 5,162 1.0
Managers, officials, propristors (specified)® 13,266 1.0
Teachers (not elsewhere classified) 1,078 lel
Foremen; durable goods 4,339 lel
Bookkeepers 2,394 1.2
Lawyers, judges 4,164 1.3
ALl other professionals and technicians® 20,282 1.3
Stationary engineers . 4,540 1.3
Firemen, fire patrol 4,166 lod
Fhysicians, surgeons 5,170 1S
Officials and inspectors; state and local 2,318 15
Manaqers, officials, proprietors (selfeesployed)? 27,321 165
Lompositors, typesetters 3,361 lo7
Printing (excluding compositors, typesetters) 2,956 2.3
Fishermen, oystermen 241 o7
Teachers; secondary 4,367 . 1.9
Cabinetmakers, patternaskers _ 1,697 1.9
Tailors, furriers 658 2.0
Blacksmiths, forgemen, hammersen 338 2.1
Social scientists 1,195 2.2

Total 254,066 1.0

3Since Dictionary of Uccupational Titles does not differentiate between salaried and self~
employed, all are included here since self-employed would not be expected to use employment service.

bThose included in "specified” are unknown; all were included in target group.

Cincludes all not specifically noted in list, with the exception of Chemists, Clergymen,
Musicians and ausic teachers, Social and welfare workers, Teachers; primary school and kindergarten,
Laboratory technicians and assistants, Technicians (except laboratory).



TABLE 58 .==Female target occupations, number of employess, and per cent Negro, San Francisco -
Oakland Standard Metropolfitan Statistical area; 1960

Nuaber of Per cent
Occupation Enployees Negro
Authors, editors, reporters 880 0.0
Spinners, weavers of textiles 28 .0
Farsers, fars managers 245 .0
College presidents, professors, instructors 956 o4
Secretaries 31,988 N
Bookkeepers 15,853 1.0
Artists, art teachers 787 lol
Designers, draftsmen 736 12
Physicians, surgeons _ 539 1e5
Managers, officials, proprietors (salaried)? 7,485 1.5
Salesmen, clarks 25,356 146
Student nurses (RN) 783 1.7
Stenographers 6,440 v 1.8
Salesworkers (except clerks), real estate, 1,333 1.9
insurance brokers

Specified managers, officialsb 4,444 2.0
Natural scientists 481 1.9
Actérs, dancers, entertainers 609 2.1
Nachinery {including electrical) operatives 2,25 2.1
Foremen 1,116 2,2
Telephone operators 7,197 2.3
Other professional and kindred workers® ) 6,286 2.5
Teachers (not elsewhere classified) 1,919 2.6
Social scientists 518 2,7
Accountants and auditors 2,931 2.8

Total 120,13 .4

3Since Dictionary of Occupational Titles does not differentiate betwsen salaried and self-
esployed, all are included here since self-eaployed would not be expected to use employment
services

BThose included in specified" are unknown; all were included in target group.

Includes all not spacifically noted in |ist except: Dieticians, Lawyers and judges,
Musicians and music teachers, Registered Nurses, Social and welfare workers, Teachers;
primary school and kindergarten, Teachers; secondary school and principals, Laboratory tech~
nicians and assistants, Healers and medical service occupations (not elsewhere classified).
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TABLE §9.--Employed Population of San Francisco - Qaktand Standard Metropolitan Statistical Area by
race, type of industries, and type of occupations; 1960

Per cent of Par cont of
I tem Number Eaployed Negro
wioy Employed
Total employed 1,076,002 100.0 a
(1) In Target Industries 351,094 32.6
(2) In Target Occupations 375,203 3.9
Total Males Employed 699,777 65.0 59.6
Total Females Employed 376,225 35.0 40.4
Total Neqroes teployed 75,405 7.0 100.0
(1) In Target Industries 7,056 ol 9.4
(2) In Target Uccupations 4,193 .4 5.6
Total Males Employed 699,777 100.0 a
(1) In Target Industries 250,178 35.8 a
(2) In Target Occupations 254,066 ¥.3 Y
Total Negro Males Employed 44,992 6.4 100.0
(1) In Target Industries 5,949 ’ .8 12.3
(2) In Target Occupations 2,439 .3 5.4
Total Females Employed 376,225 100,U a
(1) 'n Tarqet Industries 100,916 26.8
(2) in Target Uccupations 121,137 32,2
Total Negro Females Employed 45,238 12.0 100.0
(1) In Target Industries 1,507 o4 3.3
(2) In Target Occupations 1,754 0.5 3.9

Not applicable.



TABLE 60.--Percentage distribution of openings by source®, sex specified and type of industry;

Noveaber 1965 « March 1566

Type of Industry
Source
of - Non-Target Target
Order
. Male Female Both
Total Nunber Total Total Specified Specified Specified
Total
Direct 100.0 _ 820 5647 43.3 18,0 el 14,2
lndif‘ect IO0.0 20' | 36.6 63.4 lg.B '4.0 29.6
Male Specified
Direct 100.U 570 74,6 25.5 167 b 8.7
Indirect 100,0 878 51,6 48,4 17 b - 367
Female Specified
Direct 100.0 167 77.4 22,6 b 6.6 16.2
Indirect 10060 786 76.8 23,2 b 7.3 15,9
Both Specified and Unknown
Direct 1000 83 12,0 88.0 22.9 16.9 48,2
Indirect 100.0 47 1.8 88.2 40.4 4.9 42.9

his table is based on a random sample of 200 applicants per month from each of three groups.

b0ccupations which were only “target® for opposite sex were included with "total® when sex
was specifieds
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TABLEB2.==Percentage distribution of openings by source®, sex specified and industrial cateqory;
November 1965 - March 1966

Sex Specified

Industr P . Both Specified
dustry Male Specified Femal e Specified and Unknown
Direct Indirect Direct indirect Indirect
Total 100,0 100,0 100.0 100,0 10040
Number 510 878 167 786 7
Construction (] 19 1.8 UeS 1e2 0.6
Manufacturing 12.8 24,8 10.2 7.8 1.2 6.6
Transportation 1846 1.6 2.4 1.9 1.2 o3
Communication 6.7 .8 o o5 2.4 .0
Utilities 1.0 0 0 .0 0 )
¥holesale led 19,0 2.4 [ 2 3.5
Retail 7.0 15.0 22.7 26,9 2.0 40.9
Finance 4,6 lod 5.4 5.9 8 2.3
Service 13.5 22.3 19.2 3.0 ? 41.8
Private Household ol o9 25.7 o6 0 o
Government 3.7 11e2 9,6 48 6 3.7
Non-classifiable § Others 0.4 0.l 0.0 U0 ] 0.0

4This table is based on a random sample of 200 applicants per month from each of three groups.
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TABLE 63,--Percentage distribution of openings by source?, sex specified, and occupation; November

1965 - March 1966

Type of Occupation
Source of
Non-Target Target
Order p ot
Male emale oth
Total Nusber fotal Total Specified Specified Specified
Total
.

Direct 100.0 820 80.4 19.6 o5 6.6 1145
Indirect 100.0 20N 70,6 29,4 o4 4.7 23.3
Male Specified
Direct 10040 570 95.9 4,1 1.6 b 245
Indirect 10040 878 76417 23,3 1.8 b 21.5
Female Specified
Direct 100.0 167 11.8 22,2 b 4,2 18,0
indirect 100,90 736 7543 24,7 b 8.5 1642
Both Specified and Unknown
Direct 100.0 83 3.3 637 2.4 4.8 61.5
'ﬂdil‘ect '00.0 347 o 45.7 '0' lu. ‘4.5

his table is based on a random sample of 200 applicants per month from each of three groups.

bﬂccupations which were only “target® for opposite sex were included with "total® when sex
was specifieds
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TABLE 65.--Percentage distribution of openings by sourcea, sex specified, type of industry, and
expected durstion of job; Novesber 1965 = March 1966

Source of Order
Duration
of Direct Indirect
Job
Total Non=Target Target | Total Non-Target  Target
Total 100.0 100.0 100.0 | 100,0 100,0 100.0
Number 820 360 210 2001 736 1275
Mals Specified
Total 69,5 M4 59,2 43.7 33,3 49.6
Three Days or More-Full Time 63,7 751 '43,3 40,0 .0 45.5
Three Days or More-Part Time .8 145 0 lel 1ol i1
Less Than Three Days 5.0 o8 10,4 2.3 o7 2,7
, Unknown 0.0 0 0,0 0.3 045 043
Female Specified
Total 20,4 20.4 243 39,1 61,2 26.4
Three Days or More=Full Tise 13.1 1247 13,5 32.9 53.7 20,9
Three Days or More~Part Time 5.9 6.7 4.8 4.0 6.5 2.5
Less Than Three Days 1.2 .6 2.0 2.0 of 2.9
Uf*no'ﬂ 0.8 0.‘ 0.0 0.2 003 U.'
Both Specified and Unknown
]ota| '0.' 2.' m.S |7.2 5.5 24.0

®This table is based on a random sanple of 200 applicants per month from each of three groups.



TABLE 86 .-=Porcentage distribution of openings by source®, sex specified, type of industry, and
work experience; November 1965 = March 1966

Source of Order
Work
Direct Indirect
txperience
Total  Non-Targst  Target Total  Non-Target  Target
Total 100,0 100,0 100,0 100.0 100,0 100.0
Number 820 465 355 011 245 633
Male Specified
Total 69.5 77.4 59.2 ‘3.7 33.3 49;6
Experience Specified 2.3 2.4 2.3 12,0 1.7 12,2
Required; Not Specified 12.7 8.0 18,9 15,6 12,1 17,6
Not “entioned 54.5 67.0 3800 |5.7 9.5 '903
Othﬂf‘ UOU 000 ) 0.0 o‘ U.O .
Median c 1-9 2-9 2-17 | =3 3a5b
Female Specified
Total 2004 0.4 20,3 351 61.2 2644
Experiance Spacified leS o6 2.5 3.5 3.7 35
Required; Not Specified .0 562 T 7.6 15.8 175 14,8
Not Mﬂﬂtioned 6.2 |4.6 |0.2 '9-6 £.7 . 7.9
Other 12,7 0.0 0.0 0.2 Uo3 Ue2
Median c | =10 | = 4 |l =5 | =2 | =17
Both Specified or Unknown

Total 104 2.1 2065 17,2 59 24,0

This table is based on a random sample of 200 applicants per month from each of three groups.

bDue to openings for Il jobs requiring two years experience -- eliminating these as anomolous,
median is 2 years, J months.

Median for total openings would not be meaningful for analysis,
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TABLE 68.«-Parcentage distribution of openings by source®, sex specified, type of industry
and socio=economic status of joh; Novesber 1965 - March 1966

——

—_————————Seeee————— ——

Source of Urder
. Socio-economic
Status Uirect Indirect
Uuintile
Total Non=Tarqet Target Total Non- Target Target
Male Specified

Total 100,0 1000 10040 100,0 100.0 100.0

Number 569 424 145 853 436 417
| 643 162 21 .4 16.9 3,7 3.7
2 14el 7.3 33.8 24.1 21.3 .9
3 1045 7.1 0.7 215 2148 21.1
4 73,0 28.8 6e2 12.9 1863 1.2
5 46,1 55.6 1749 24,6 28.9 20.1
Median 3.8 4.1 l.9 2.4 2.9 1.9

Female Specified

Total . 100,0 100.0 1000 100.0 10040 100.0

Number 167 129 : 38 449 : 601 181
| 22.8 18,6 36.9 34,1 29,6 43,1
2 34.7 21.9 57.9 33.2 42,1 46.9
3 1.2 146 .U lol 1.8 1.7
4 7.2 8.5 2.6 25.8 20.3 5.0
5 3.1 43.4 2.6 5.8 6.2 3.3
Median 1.8 3.3 led led 1.5 o2

This table is based on a randon sample of 200 applicants per month from each of three groups.



TABLE B8.--Percentage distribution of openings by source®, sex specified, type of industry, and

action taken by agency; November 1965 « March 1566

Source of Order

Action Taken

Direct Indirect
by Agency
Total Non-Target  Target Total Non-Target  Target
Total 100.0 1000 100,0 1000 100,0 100.0
Nusber 820 465 355 2011 736 1215
Male Specified
Total 69.4 77,4 5849 43,7 33,3 49,6
No Action 1860 Bo6 30.4 28,5 21,3 32.7
Referral 5049 68.6 2.6 15.¢ 12,0 1647
Referral Attempt 065 0.2 Ue 0.l 0.0 042
Female Specified
Total 20,4 20,4 20.3 39,0 61.2 26,3
No Actioﬂ 7.4 7.~ 7.0 3'.2 5‘.' |602
Referral 12,8 12.7 13,0 746 6.9 749
Referral Attempt lel 0.2 0.3 Ue2 0.3 0.2
Both Specified and Unknown
Tohl '0.2 2-' 20.8 '7.3 5.5 2‘-'

®This table is based on a random sample of 200 applicants per month from each of three groups,
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TABLE 70.==Resul t of Service* for Project applicants, by sourceb, sex, ethnic group, and aqe
group, on orders placed during Novesber 1965 « March 1566

Source of Urder
Direct Indirect
| tenm
Total Offered Total Offered
Referred Jobs Referred Jobs
Nusber Number Per cent Nusber Nusber Per cent
Total 418 198 47.4 452 84 1845
Sex
Male 251 122 48,6 308 62 20,1
Female 167 76 45,5 145 22 15.2
Ethnic Group
NoneMirority K1 15 40,5 98 17 173
Negro 304 14} 46,4 276 46 16,7
Mexican-American 70 40 57.1 1S 29 24.4
Age Group
Less than 22 years 8l 41 5046 86 1 20,9
22 = 24 years 80 3 46,2 104 17 163
25 = 44 years 228 100 43.8 215 38 1.7
45 years and over 4 20 48,8 48 1 22,9

*ariation in nusber is due to coding error or missing information

bThis table is based on a random sample of 200 applicants per month from each of three groups.
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TABLE 7Tl.--Percentage distribution of result of service for Project applicants, type of industry,
and sex, on orders placed during November 1965 = March 1966

Source of Order

Type
of Direct Indirect
Industry
Referred Otfered Referred Uffered
Only Jobs Only Jobs
Total 100.0 100.0 10040 1000
Number 230 198 369 84
Male
Total 6045 61.6 6647 73.8
Non=Tarqget 24,3 32.3 1940 29.8
Target 36,2 29,3 47.17 44,0
Female
rotal 39.5 38.‘ 33.3 26.2
Non-Target 1847 23.2 14,1 9.5
Target 20,8 1562 19, 16,7

3This table is based on a random sample of 200 applicants per month from each of three groups.
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TABLE 72.--Percentage distribution of result of service for Project applicants?, by sourceb, type
of industry, sex and ethnic group, on orders placed during Novesber 1965 - March 1966

Source of Order
Type of
Direct Indirect
Industry
Referred Only Uffered Jobs Referred Only Offered Jobs
Total 100,0 1000 100,0 1000
Nusber 232 198 379 94
NoneMinority
Total 9.5 7.6 15.6 18.1
Non= Tarqet 3.5 4.0 5.0 5.3
Target 6.0 3.6 IU.G |2.8
Negro
Tofal ?406 7'.2 67.3 59.6
Non-Target ' 29.8 40,4 22.2 19,2
Target 4‘.8 30.8 ‘5.' 40.4
Mexican=American
Total l2.g 2002 "4.7 lgal
Non=Tarqet 846 10.6 6e3 8.9
Tarqet 4,3 9.6 8.4 10,6
Other and Unknown
Total 3.0 o0 2.4 3.2
Non-Tarcet o9 od od 2.1
Target 2.0 ) 2.1 Il

%yariation in number is due to ceding error or missing information.

bThis table is based on a2 random sample of 200 applicants per month from each of three groups,
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TABLE 73.--Percentage distritution of result of service for Project applicants, by source?, type
of industry, and age group, on orders placed during November 1965 = March 1966

Source of Order
Type of
Direct Indirect
Industry
Referred Unly Offered Jobs Referred Only Offered Jobs
Total 10060 10040 100,0 100,0
Nusber 233 198 369 84
Less than 22 Years
Total 17.6 2047 18,4 21,5
Non- Target 7.3 10,1 4.6 4,8
Tarqet 1063 1066 13.8 16,7
22 = 24 Years
Total 18.5 18,7 23,6 20,2
Non=Target 6.9 .l 9.2 1.9
Target 116 1.6 14,4 8.3
25 = 44 Years
Total 54,9 5065 48.0 45,2
Non-Target 25.3 29,3 ™ 16,7
Tarqget 29,6 2.2 33.9 28,5
45 Years and Over
Total 9.0 10,1 . 10.0 131
Non-larqei 3.9 5.6 ' 5.' 6.0
Target Sel 4.5 .9 7.1

This table is based on a random sample of 200 applicants per month from each of three groups.
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TABLE 75--Percentage distribution of result of service for Projsct applicants, by source®, type

of occupation, and sex, on orders placed during Noveaber 1965 = March 1966

Source of Order

Type of
Direct
Occupation
Referred Only Offered Jobs Referred Only Offered Jobs
Total 100,0 100,0 100.0 100.0
Number 230 198 ‘ 369 84
Male
Total 60.5 61.6 66.7 73.8
Non=Target 5242 57.1 60,7 66,7
Target 8.3 45 6.0 1.1
Female
Total 39.5 38.4 33.3 %.2
Non=Targat 24.3 35.4 25,2 15.5
Target 15.2 3.0 8ol 13.7

his table is based on a randos sample of 200 applicants per month from each of three groups.
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TABLE 76.--Percentage distribution of result of service for Project applicants?, by sourceb, type
of occupation, sex, and ethnic group, on orders placed during Novesber 1965 = March 1966

Type of Source of Order
Occupa tion Direct Indirect
Referred Only Offered Jobs Referred Only Offered Jobs
Total 10040 100.0 1000 100,0
Number 232 198 379 94
Non=Minority
Total 9.5 7.6 15.6 18,1
Non=Target 7.3 6.6 12.4 12.8
Tar‘qet 202 I.U 3.2 5.3
Negro
Total 74,6 7142 67.3 59,6
Non-Target 54.8 - 67.2 57.5 43.6
Target 19.8 4.0 9.8 16,0
MexicaneAmerican
Total 12,9 20,2 4.7 191
Non=Target 1.2 17,7 13.9 14.8
Target lo7 2.5 0.8 4.3
Other and Unknown
Total 3.0 | 00 2.4 3.?
Non=Target 2.6 1.0 2.1 3.2
Tarqst 0.‘ 0.0 0.3 U.O

3yariation in number is due to coding error or missing information.

bThis table is based on a randor sample of 200 applicants per month from each of three groups.



TABLE 77.--Percentaqe distribution of result of service for Project applicants, by source®, type
of occupation, and age group, on orders placed during Novesber 1965 = March 1966

W - =

Type of Source of Order

Occupation Direct Indirect
Referred Only Offered Jobs “Referred Only Offered Jobs
Total 100.0 10040 100.0 100.0
Number 233 198 369 84
Less than 22 Years

Total l?.s 20.7 lBu‘ 2'.5
Non=Target 15.9 20,2 16,0 14.4
Target lo7 045 2.4 7.1

22 « 24 Years

Iotal '8.5 18.7 23.6 20.2
Non-Target 14,6 17,7 19.8 19,0
Tarqe'( 3.9 loo 3.8 |.2

24'- 45 Years

Total 54,9 5045 48,0 45.2
Non=Target 39.4 46.0 41,2 38.1
Taf‘qet '505 ‘.S 6.8 7.

45 Years and Over

Tota' 9.0 lo.l |000 |3.|
Non=Tarqget 6.0 8.6 8.9 10,7
Target 3.0 le5 lol 2.4

8This table is

based on a random sample of 200 applicants per

ronth from each of three groups.
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SECTION 4
TRAINING
Introduction

The original application for MDTA funds proposed that 500 Project ap-—
plicants would be trained. Certain cirsumstances which existed during the
early months of the Project and subsequent developments in Oakland resulted
in a situation in which considerably more than 500 Project applicants will
have had some exposure to training during the life of the Project. In
addition to the MDTA funds obtained specifically for the Project, training
opportunities made available through four other types of federal funding
are or have been used by the Project for its applicants. The applicants
have been referred to (1) regular MDTA courses proposed for the Main Office,
(2) courses proposed by the Main Office for the use of Redevelopment Area
fundsl, (3) courses proposed for the East Bay Training Center (Skills Center),
and (L) On-the=Job Training (OJT) opportunities with industry. Since the
Project has had these resources available in addition to its own training
funds, this section would be unrealistically restricted if it were confined
only to an analysis of results of those courses funded especially for the
Project. As a result, data will be presented on all institutional courses
in which a substantial number of Project applicants have been involved, but,
in addition, Project courses will be singled out for specific consideration.
Minor attention will be devoted to OJT opportunities.

Project Funds

Cn February 7, 1964, an application was made for MDTA funds to train
500 persons in various occupations. The funds sought for training at that
time were separate from funds requested for overall administration of the
Project.2 Although the application for training funds was approved by the
regional Review Te four days later, funding by the Washington offices

1The phrase 'Redevelopment Area Funds" has been adopted in this report
as a convenient reference to both (1) funds supplied by the Area Redevelopment
Administration (ARA) prior to its demise and (2) the Redevelopment Area Resi-
dents (RAR) funds provided for in Section 241 of the 1965 amendment to the
Manpower, Development and Training Act.

2Funds for the overall administration of the Project came from two
sources, Bureau of Employment Security and the Ford Foundation. For further
discussion of this, see the first Interim Report, Section 9.

3The Review Team is composed of regional representatives of the Bureau
of Employment Security and the Department of Health Education and Welfare.

L5
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did not occur until June 16, 1964. These training funds became known as
California Project 308 (Cal 308) for which $1,027,485 was allocated—-
$327,668 in training costs, $657,900 in allowances, and the remainder,
$41,917, for related administrative costs.

One of the major advantages of this multi-occupation training pro-
ject (i.e., a training project within the Oakland Adult Project) was that
the normal lengthy process of obtaining funds for regular MDTA coursesl
could be shortened by making it unnecessary for the state to submit each
course to the Washington offices of the Department of Health, Education
and Welfare and the Bureau of Employment Security for funding. The Review
Team would be able to both approve and fund the individual Cel 308 courses
until the allocation was used up.

Regular MDTA Courses for the Main Office

Luring the planning stages of the Project and later, as it became
operative, proposals for training courses using regular MDTA funds were
submitted by the Main Office for its applicants. The Main Office courses
which began operation after the Project was in operation, served as a
second potential source of training for Project applicants. In certain
cases, these applicants went to the Main Office where the recruiting was
being conducted, and subsequently became trainees. Our records indicate,
however, that consistently only a very small percentage of trainees in
these courses wcre persons who had previously registered with the Project.

A notable exception was a regular course originally slated for the
Main Office that was completely turned over to the Project. The recruiting
of trainees was handled by Project personnel instead of by Main Office
personnel, and everyone who was referred to the course technically was a
Project applicant. The reader must be alerted to the possibility that
persons who became trainees in this course were sent from the Main Office
(or, for that matter, from offices in other cities) to a Project office
specifically for the purpose of enrolling in the course. In this sense
they were Project applicants, but the term may be used here in a very
different way than the reader had anticipated. It should, therefore, be
made clear that, when the phrase "Project applicant" is used in this re-
port, it has bheen assigned a very specific operational. definition, i.e.,
a person who has registered at one of the Oakland Adult Project offices
(regardless of whether he has also registered at the Main Office).

Redevelopment Area Funds

As might be expected, regular MDTA courses established for the Main
Office did not provide many training opportunities for Project applicants.
Courses using Redevelopment Area funds created a somewhat larger number.
These funds have been available because Oakland was designated as a re-
development area in December of 1963. In addition, courses were proposed

1for a descﬁption of how the MDTA funding process works, see Appendix

2Becemse of the volume of applicants, it would have been too time-
consuming to determine which applicants registered both placed, and to
analyze the data for such a group separately.
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at the Main Office which, when funded, were handled by the Project (i.e.,
screening of potential trainees was conducted by the Project). Five courses
were handled in this manner. A sixth one, which used Redevelopment Area
funds, was proposed only after the Skills Center came into operation and the
Main Office was never involved with it.

East Bay Training Center (Skills Center)

In April 1966, the Skills Center began operating. This training
facility, which is administered by the Peralta School District, has become
closely identified with the Project. The link between the two seems to be
three-fold: first, Project personnel have been assigned the responsibility
of initiating proposals for those training courses which are to be funded
out of the Skills Ce&ter allocation; second, the Project has been granted a
quota of 55 per cent™ of all the trainee openings which become available at
the Skills Center; and third, the Project Director has been giver the respon-
s8ibility of over-seeing the placement of all Skills Center trainees.

The general purposes of the Skills Center seemed to be three-fold:

(1) to provide a place where courses of various descriptions, especially
those aimed at preparing applicants for entry into skilled and semi-skilled
jobs, could be conducted, (2) to have a facility which could provide basic
education as well as vocational training, and (3) to shorten the time required
to get courses into operation by having a facility which would, theoretically,
have none of the space limitations typical of other educational settings.

The Skills Center has faced a series of crises since its inception, but an
analysis or even a discussion of these is beyond the scope of this study.
Vocational courses at the Skills Center are important to consider in con-
nection with the training opportunities for Project applicants since the
majority of trainees at the Skills Center are referred from the Project.

On-the=Job Training (0JT)

In the first Interim Report, it was noted that the Oakland Adult Pro-
Ject Advisory Committee was instrumental in initiating an OJT program in
Oakland. Originally, the attempt was made to have the Advisory Committee as
one of the parties to the contract, but this turned out to be impossible
under MDTA policies. Instead, the City of Oakland became the contractor.

' The Mayor's Committee for On-the-Job Training2 went into full opera-
tion in January 1966. Funded to the amount of $615,205 for activity to last
18 months, the contract between the City of Oakland and the Bureau of Appren-
ticeship and Training of the U. S. Department of Labor will terminate in
August 1967. The contract (and, therefore, the activities of the OJT staff)
is under the supervision of an Administrative Council of five members selected
by the Mayor: two representing Labor, two representing Management, and one
(the chairman) representing the public.

11 practice, the quotas have been used as guidelines, and the actual
percentage of trainees referred by the Project out of total trainees is pro-
bably close to, but not exactly, 55 per cent.

2The Mayor's Committee consists of a project director, three OJT
developers, and two stenographers.



The stated purpose of the project was to develop a minimum of 800
OJT slots for unemployed workers living in or near Oakland's target area.
Particular emphasis was to be placed on craining "those whose education
had been too limited or generalized to be of help in specific jobs, to
train workers displaced or in danger of displacement by automation, to
adapt to new job performances and techniques, and to find training and
placement opportunities for those who have been functioning below their
natural capacity level due to lack of opportunities because of discrimina-
tion."

OJT subcontracts authorize payment for certain training costs to
the owners of establishments where training and employment take place, at
the maximum rate of $25.00 per week per trainee for four to twenty-six
weeks. A training plan provides for the methods and content of instruc-
tion, scheduling of time within the requirement of a full work week, and
progression of trainees sufficient for satisfactory performance in the
occupation. Trainees are to be compensated at rates, including periodic
increases, that consider such factors as industrial, geographical, union,
and government standards and trainee proficiency. The Administrative
Council has ruled that, by the end of OJT training, the trainee must be
earning at least $2.00 per hour, unless prevented by a collective bargain-
ing agreement. .

Pre-job 6rientation ("vestibule") training may be provided at em-
ployers! sites for an estimated 100 trainees for a maximum of two weeks,
to prepare them for on-the-job training, during which they may learn skills
peculiar to the firm or to the occupation, or be given instruction com-
parable to "basic education". During this training, employers are re-
imbursed a maximum of $100 per week per trainee, and trainees, if qualified,
may receive MDTA training allowances.

The contract requires that the recruitment and screening of potential
OJT trainees be done by the California Department of Employment. It provides
that trainees may be referred from any one of four sources. The Oakland
Adult Project and the Oakland office of the Bay Area Urban League are each
to provide a minimum of 200 of the 800 trainees, and other community agencies
are to be used as a third possible source. Finally, a sub-contractor may
refer candidates to be screened for training at his establishment. When this
occurs, they are to be designated "preferred candidates". After the project
was in operation, the Administrative Council agreed to set aside 150 of the
slots for Mexican Americans, regardless of the source of the referrals.

Since there has been no systematic attempt to collect and analyze data
on OJT, only a short overview of the progress of the program will be given
at this point. All of the information reported was gathered from an inter-
view with the OJT project director and the information is based on his im-
pressions, not on firm data.

When the staff first started to develop OJT slots, openings were con-
centrated in Oakland, small firms, and low skilled jobs, and most of the
trainees were non-minority males (estimated as 70 per cent non-minority, 90
per cent males). By November 1966, the picture had changed completely. The
majority of the slots were in firms employing ten or more workers, and the

Negotiated Cost-Reimbursement On the Job Training Contract No. CAJ=-

76, between the United States of America, Department of Labor, Bureau of Ap-
prenticeship and Training and the City of Oakland, signed June 30, 1961, p. 4.
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training was in skilled occupations. To obtain the necessary industrial base,
the staff went to firms in Imeryville, Berkeley, and lHayward. Oakland was

used mainly for openings for office johs for women. Approximately 90 per cent
of the trainees were rinority group members, and 80 per cent were Negro, The
demand of the referral agencies for more openings for women shifted the staff's
emphasis, so that only 65 per cent of the trainees were male. Again, it

should be emphasized that the statistics cited here are based on the impres-—
sions of the (JT project director. Data were not analyzed by him nor by this
staff to arrive at the figures cited.

The office of the California Department of limployment selected for re-
cruitment and screening is the Cakland Adult Project, not the Main Cffice, and
each oftice of the Project does the processing for firms in its geographic area.
As it has worked out, the Project is not the major source of referrals, although
it processes the forms of all trainees. According to estimates of the UJT pro-
ject director, LO per cent of the trainees came from the Project, 20 per cent
came from the Urban League, and 40 per cent from emplover recommendations (indi-
viduals already employed by the employer or in his personnel files). A negli-
£ible number of the trainees came from the Bureau of Indian Affairs and from
the Youth CUpportunity Centers, none came from the Main Cffice. No records are
kept by the CJT project staff or the Cakland Adult Project on the means by
which each trainee learned of the OJT slot.

Not all of the CJT openings are directed to the Project in the form of
a jobh order. The CGJT developers may direct the openings to the Urban League
or other agencies. 'hen the Project is used for formal retferrals, the Project
Director (or sometimes, the CJT project director) tries to give the order first
to the office in the firm's geographical area, and since the summer of 1966,
also calls the Urhan League to inform them of the nature of the openings. If
the openings are hard to fill, the order will he transmitted to the three othcr
Froject oftices.

According to a recap sheet compiled by the OJT project director, the
experience up to Kovember 29, 1666, was as follows:

Total training subcontracts developed 343
Total training slots developed . IA
Total training slots-no contract written< 55
Total training slots cancelled? 163
Total trainees who completed training 146
Total trainees in training LiO
Total training slots open 40

lTrainees who are not referred, but only processed by the Project are
not considered Project applicants. If they make out applications, the nota-
tion, '"Preselected', is added.

2The OJT staff handled the referrals, but the employers were not re-
imbursed for any training costs.

3The training slots were cancelled because of situations or activities
that ran counter to the training plan.

)
“The slots will remain open until business conditions improve.
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Because the UJT project is only indirectly related to the Oakland
Adult Project, the Follow-up Study staff does not expect to make a more de-
tailed analysis of the results as such. This section was included only for
informational purposes.

Data Presentation

Courses Primarily for Project Applicants

Data on the occupational characteristics of institutional training
courses initiated by the California State Employment Service which have had
a direct relationship with the Project are presented in Table 79. A number
of problems arose in the attempt to establish the total number initiated
sinie January 1964, but our final tabulation indicates that the figure is
91." By far the largest percentage of these courses (39.6) have been
directed toward skilled level occupations. It is important to note, however,
that skilled level courses comprise a considerably smaller percentage of
courses actually started or over (23.5) than of either those pending (42.1)
or of those cancelied (A4L.4).

gqually as interesting are the percentages for clerical-sales and
service courses. Clerical-sales courses constitute 29.L per cent of the
courses started (the largest single percentage of those courses), but only
23.7 per cent of those pending and a mere 5.6 per cent of those cancelled.
Comparable figures for service courses indicate that they represent nearly
one-quarter (23.5) of the courses which have started, only 13.2 per cent of
those pending, but almost one-=third (30.6) of those cancelled. These results
seem to suggest that the staff responsible for developing training programs
devoted most of its attention to these three occupational classifications.
Together they comprise approximately three~fourths of the courses started
and pending, while the skilled and service areas alone account for three-
fourths of the courses cancelled. The predominant reasons for cancellations
were not the same for each group; in fact, they were markedly different.

It should be noted that only a.small percentage of courses considered
had actnally started by October 31, 1G66. The following table documents
this point.

Project-Related Trajning Courses as of October 30, 1966
e ——

Total Started or Over Pending Cancelled
Per cent 100.0 18.7 4L1.7 39.6
Number 91 17 38 36

A clearer picture of the distribution of courses which had started or
were over by October 31 is presented in Table 80. Only five of the seventeen

1a 1ist of the names of all the courses is contained in Appendix B,



received funds from Cal 308, i.e., were actually Project courses. Equal num-
bers of courses were funded with (1) MDTA funds reserved for the Skills Cen-
ter and with (2) Redevelopment Area funds allocated before the Skills Center
was established. Only in the case of courses developed to use Skills Center
funds did programs aimed at the skilled occupations emerge. The earlier
courses—-=those written for Cal 308 and for the Main Office--were primarily
aimed at clerical-sales and service level jobs (eight of eleven courses).

Cf these 17 courses, nine were completed and the remainder had at
least one sectionl still in progress as of October 31. The first of the 17
began on February 23, 1965, and the first section of the last one began on
September 23, 1966. The five Cal 308 courses started between February 23,
1965 and June 20, 1966 and the final section of the last course is scheduled
to end on August 4, 1967.

Information on courses either not funded or funded but not started by
Uctober 30 is presented in 'l'able 8l. Thirty-one of the total 38 were de-
signed to use MDTA funds set aside for the Skills Center; four were written
for RAR funds; and only three (all of which were at the clerical-sales level)
were written for Cal 308 funds.

None of the four RAR courses pending had been presented to the MDTA
Advisory Council as of October 30. Three of the four were proposed to train
collectively 510 persons in connection with the special Oakland EDA project
described in Section 5 of this report.

Uf the three Cal 308 courses, one was funded in November; one is still
apparently awaiting funding; and the third has never had a training plan
written for it even though the original request was made of the State Depart-
ment of Vocational Education in October 1965.

Half (19) of the courses pending were to be conducted by the schools.
All of them had been assigned to the Skills Center where training plans were
being prepared.

Information on courses which had been cancelled by October 31 is
given in Table 82. Nearly one-third (11 out of 36) were cancelled before
they were presented to the Advisory. Council. This group was largely composed
of courses tentatively proposed and quickly conceived when the Department of
Employment was required to present a group of courses as part of the applica-
tions requesting funds for the two multi-occupational projects——Cal 308 and
the Skills Center. The staff involved in preparing the original proposals
for these projects have indicated that there was virtually no commitment to
any of the tentative courses prepared. These "dummy" courses were apparently
used only for the purpose of justifying the initial allocation of funds. As
a result of the procedure adopted by the Employment Service, no firm conclu-
sions can be drawn from the fact that a third of all cancellations occurred
prior to a presentation before the MDTA Advisory Council.

The situation is no® the same for courses cancelled by the MDTA Advi-
sory Council, however. One-fourth of all cancellations were made by the
Council and two-thirds of them were in skilled areas. Again, the number of
cancellations is a bit deceiving because three were cancelled with the recom-
mendation that they be incorporated in another package or rewritten for a
related job title.

lcourses discussed in this report are composed of from one to four

sections. In some cases, the sections run concurrently; in other instances,
they do not.
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The eight courses cancelled at the State level had been submitted as
a package which was referred to as Multi-}edical. This title was given even
though one of the courses was for a Municipal Laborer. This package had a
long history of submiesions, changes and resubmissions. The final package
was disapproved because sentiment had been expressed by minority group
spokesmen that employment opportunities were available to minorities in
those eight occupations without prior training, and that training courses
were needed in occupations which had more status and which were closed to
minority group persons.

Cal 308 Courses

Information on all of the courses that have been written in conjunction
with Cal 308 is included in Table 83. There were ten "dummy" proposals in
the original application for project training funds, but only one of the ten
was subsequently funded from the money allocated for Cal 308. Four others
have been funded, but two were granted rRedevelopment Area funds and two
obtained Skills Center funds. One course was still pending two and one-half
after the overall project was approved, but it is awaiting Redevelopment
Area funds and is not scheduled to use any of the remaining Cal 308 money.
The remaining four have been cancelled.

In addition to the ten original courses, thirteen others were wrltten
later for the project. Four of these have been funded; two are pending; and
seven (part of the Multi-ledical package) have been cancelled. The question
which needs to be answered is: U'hy were four courses in the original propo-
sal subsequently funded by a source other than Cal 308? This question will
be discussed later.

Several important developments have occurred in the funding of Cal
308 courses. First of all, five courses were funded between February 1965
and February 1966; secondly, between January and May 1966, the State Depart-
ment of [mployment “de-obllgated" $194,083 of the original $657,900 allocated
for allowance payments under Cal 308; and finally, two courses were funded
much later in November 1966. When this series of events had been completed,
the Department of Employment had a commitment for allowance payments which
exceeded its newly-established ceiling by $15,272.

The first five courses are listed below in the order in which they
were funded. The figures given are amounts allocated, except in cases where
actual expenditures were available for completed courses:

Title Training Cost Allowances
Allocation  [xpenditures

Taxi Driver $ 17,045 ©33,499
Clerk General 49,862 $112,8002
Assistant Jailer 9,4512 11,411
Itadio Dispatcher 8,989 4,828
Grocery Checker 82,8413 144,000

Totals $168,188 $256,800 $4,9,738

8levised quantities

l"De—obligation" in this instance refers to the release by the state
of funds previously committed to it by the federal government.
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The two courses funded in November were:

Title Training Cost Allocation
Clerk Typist 5 49,098 $69,063
Upholsterer 46,560 103,488

Totals 65,658 $172,551

Therefore, as of December 1, 1966, the expenditures for completed
courses, plus the allocations for those courses not completed, amounted to
475,089

Ixpenditures $ 49,738

Allocations:
First five courses 256,800
Last two courses 172,551
Total $479,089

It has been very difficult to trace the series of events which led
to the de-obligation of $194,083. The following summary of events captures
the highlights, however. A request for the return of $175,000 was made to
the Uffice of the Comptroller, Department of Employment, by the Office of
the Manpower Administrator, Department of Labor, in January 1966. The
actual de-obligation took place, in effect, in three phases--the last occur-
ing in Hay 1966. The de-obligation involved both unexpended balances on
completed courses or sections as well as funds not then allocated for
specific courses. The de-obligation which when completed was almost :$20,000
more than the $175,000 originally requested reduced the original ceiling for
expenditure of allowance payments from $657,900 to $463,817.

[iumber of Trainees

The application for Cal 308'funds which was made in February 1964
called for the training of 500 people. As the table below reveals, it will
be impossible to reach that goal under the current conditions:

Cal 308 Trainees as of October 30, 19662

— ————

Occupational : .
Classification Funded Pending Cancelled
Total 207 100 L00
Professional and Managerial 15 0 0
Clerical and Sales 95 1008 0
Skilled 0 0 0
Semiskilled 8l 0 50
Services 16 0 300
Unskilled 0 0 50

8This number is based on two courses, Clerk Typist and Central
Office Operator, both of which were being planned for 50 trainees as of Octo-
ber 30. The Clerk Typist was subsequently funded for only 25 in November;

the Central Office Operator is technically still pending.
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Trainees involved in courses funded as of Cctober 30 (207) plus the number
scheduled for courses pending as of that date (100), amount to only 307.
lthen the de-obligation and the November funding are considered, it becomes
clear that not even 307 people will receive training under Cal 308. The
maximum number will apparently be closer to 272:

Total Cal 308 Trainees

Total 2172

First Five Courses 207
Courses Funded in November 65

Clerk Typist@ 25
UpholstererP
Section 1 20
Section 2 20

8This course carried in the Cctober 30 table
as pending with §0 trainees. 'When funded in Novem-
ber, it was cut in half. -

bThis course was funded in November (with two
sections) from Cal 308 money although it had been
written for Skills Center funds.

But, as has been pointed out, the ceiling for allowances already seems to
have been exceeded by $15,272. II the normal contingencies of course
operation to not diminish this overcommitment by the time the second Up-
holsterer section begins, the Department of Employment might be forced to
decrease the size of that section and thereby reduce the total number of
Cal 308 trainees even more.

When we focus again on all courses primarily available to Project
applicants, and not just to those written for Cal 308 (Table &), we see
that 604 Project applicants have been involved in courses already under
way and that if all the courses pending as of October 30 are funded, more
than two and one-~half times that number will receive vocational training.
It is virtually assured that one course (Central Office Operator) of 50
persons will not be funded, but the fate of others is not as clear at this
time.

Course Completion

There was a very limited number of courses which had at least one
section completed by October 30 and whose records were available for analysis.
Our information is actually limited to ten courses (Table 85). It was
generally true that fewer people were referred to programs than the number
for which the course had been prepared. The most dramatic example of this
was the last section of the Taxi Driver course, to which only eight applicants
were referred, although the class had heen scheduled to hold 25. For the
entire ten courses, the number of persons referred (397) was Y4L.5 per cent
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of the number of trainees anticipated (420).

As would be expected, not all of the applicants selected (referred)
by the employment service to participate in the courses actually began
training. Twenty-six of the 39/ (6.5 per cent) who were referred failed to
begin training. Because records kept by the schools were at times incom-~
plete, and also because of possible coding errors, it is impossible to
determine why 14 applicants did not start. Of the remaining 12, five
refused referral, and seven did not appear when the course began. Five of
the seven were scheduled for a single program--the Groundsman course. funded
with RRedevelopment Area funds.

Vhen all ten courses are considered, 62.5 per cent of the applicants
referred to courses completed them. All trainees in two sections completed
the course--one was the eight-man Taxi Driver section referred to earlier,
and the other was a Working Housekeeper course. In general, clerical pro-
grams had the highest attrition, but there was no consistent pattern which
might explain this. In one Spanish-speaking section, 30 per cent (8) of the
trainees were transterred to the next section of that course in order to
permit them to complete the course satisfactorily, and an equal number
voluntarily withdrew. DMost of the withdrawals tended to indicate dissatis-
faction with the course, especially with the amount of allowances received
while attending. In another section, 16 people (53.3 per cent) voluntarily
withdrew, but nearly all of them (11) left the course because they obtained
a training-related job before it was over. The third section had almost an
equal number of voluntary (most as a result of training-related jobs obtained
before the end of the course) and involuntary (two-fifths of which were
because of illness) withdrawals.

Fifty-one per cent of the trainees selected for Cal 308 completed the
training. The poorest performance was in the Radio Dlspatcher course where
five of the fifteen originally selected did not begin for reasons we have
been unable to determine. Another five were dismissed because of lack of
progress, and another involuntary withdrawal occurred for an unknown reason.
After that many departures, the class was too small to warrant continuation
and it was cancelled.

A second Cal 308 course which had poor results was the Assistant
Jailer. Only one-quarter of the original trainees completed it. In this
case, however, nearly all of the terminations were voluntary, and the major-
ity of the trainees who withdrew had obtained a non-training-related job bly
the time they left.

If we extract certain data from Table 85, it will be possible to com-
pare them_with data presented in the 1966 report on training by the Secretary
of Labor.l His report indicated that, "Since the beginning of the MDTA train-
ing program about 1 out of 3 of the trainees had failed to graduate with their
classmates."” In addition, there was reference to a study (presumably conducted
in 1965) which indicated that 35per cent of the trainees who did not complete
left "either to take a job...or for health, family or financial reasons."

1y.s. Department of Labor. Report of the Secretary of Labor on Man=

power &esearch and Training under the Manpower Development and T Training Act

of 1962. U.S. Covernment Printing Office, Washington, D.C., March 31, 1966,
p. Sh.
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Data extracted from Table 85 which seem relevant here are presented
below:

Project applicants in ten selected courses

Number Number Per cent
Started Completed Completed
371 2,8 66.8
Total Voluntary Per cent
withdrawals V"ithdrawals@ Voluntary Withdrawals
123 72 58.5

3Those who left either to take a job, or for health, family
or financial reasons.

It appears that the results available thus far on Project applicants
compare favorably with the data reported by the Secretary of Labor. It is
not possihble to make any definite comparative statements at this time for a
number of reasons. The information presented in the Secretary of Labor's
Heport is quite vague. Although the attrition and follow-up data were
quoted in the same paragraph, there is reason to question whether the follow-
up data is truly descriptive of the results of the nation as a whole, or of
only one specific locale. It is, therefore, impossible to determine with
certainty exactly to what our data is being compared. In addition, it is
not possible to determine whether courses using Redevelopment Area funds
were included in the data presented in the Secretary of Labor's Report.
Data on such courses comprise the bulk of the information presently avail-
able on Project trainees.

Post-Training Employment

There were only six courses that had been over for three months of
more and for which follow-up information had been collected by Cctober 30.
For these courses, some information is available about the employment con-
dition of trainees, three, six or twelve months after completion of the
course (Table 86). Unfortunately, in some cases, as many as one-third of
the trainee records were unavailable either because no report had been com-
pleted by the Project staff or because the trainee could not be located.
The results tend to indicate that the first and second sections of the Taxi
Driver course were the most successful since eifht of the eleven people that
could be contacted had been employed more than half of the time which had
elapsed since their course was over. RBut, there are at least two very im-
portant pieces of information which are missing. First, we have no way of
determining what happened to two-thirds of the trainees, and second, it is
not clear whether the jobs held by the eight were training-related or not.
The information in this table simply does not answer the crucial questions
which need to be answered. The final report will provide as many as possible.



Characteristics of Trainees

Although descriptive data are available on the personal characteris-
tics of trainees who were members of sections which concluded before CGcto-
ber 30, this information is of limited value also. The major limitation is
that there have been so few courses (or even sections) completed that occu-
pational groupings are not meaningful. Although, where more than one course
has teen completed at an occupational level, they have been combined, we
realize that generalizations cannot be made about occupational levels in
which only one course is represented. Table 87 is presented merely as a
convenient organization of the data currently available.

Table 87 is tased on the following courses:

Uccupational Number of
Classification Title of Course Sections
Professional
and Hanagerial (1) Radio Dispatcher 1
Clerical
and Sales (2) Clerk General (Spanish-speaking) 1
(3) Clerk General (Spanish-speaking) 1
(4) Bank Teller 1
(5) General Salesperson 3
Semiskilled (6) Taxi Driver L
Services (7) Assistant Jailer 1
(8) Working Fousekeeper 1
(9) Ward Maid 2

Agricultural (lO)Groupdsman

Bl

i.hen the results for the ten courses (eighteen sections) are taken as
a whole, half of the individuals referred for training were men and half
were women. This overall result in no way reflects the actual composition
of the individual sections. len were referred almost exclusively to the
itadio Dispatcher, Taxi Driver, and Croundsman courses, while women obtained
the majority of the referrals to clerical-sales and service courses. Since
there were four clerical-sales and three service courses, and since the
composition of the courses varied at both levels, further elaboration of the

table is necessary at this point. At the clerical-sales level, the two Clerk

General courses were mixed, but predominantly male (56 to 76 per cent). The
Bank Teller and General Salesperson sections, on the other hand, were almost
exclusively female (79 per cent or higher). At the service level, only
single sex courses existed. The Assistant Jailer program contained only

males, whereas the Working Housekeeper and Ward Maidl courses had only females.

Target and non-target persons comprised virtually the same (roughly
L5 per cent) overall percentage of trainees in the classes, but again, this
overall picture was not mirrored in the composition of individual courses.

1The records of one person omitted an indication of sex.
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The Taxi. Lriver course had the highest percentage (8l.5) of target persons,
and the Clerical-Sales courses had the lowest. Cnly in the sections at the
latter level did non-target persons consistently outnumber target persons.

llegroes accounted for more than two-thirds (68.5 per cent) of all
trainees in the ten courses. l“hen viewed from the perspective of ethnic
rroup membership, courses could be considered either (1) regular or (?)
Spanish—speaking. In all "regular" courses, except in the first section of
the Taxi Lriver coursel, Negroes comprised at least three-fourths of the
membership. The generalization applies at the Clerical-Sales level, where
the Bank Teller and the General Salesperson courses were "regular": The
memhership of the Clerk General courses, planned for Spanish-speaking per-
sons, was in fact 100 per cent Mexican American or other Spanish-speaking
persons.

lesults concerning the age of trainees were not surprising. The
majority of all trainees were between the ages of 25 and 44. The next
largest group was 45 and over tor Taxi Driver, Croundsman and the three
Service courses, but 22 to 24 vears for the iadio Lispatcher and the four
Clerical-Sales courses.

tesults in relation to educational attainment were also not surpris-
ing. The data tend to indicate that educational level is closely related
to occupational level. The large percentage of people for whom educational
attainnent was unknown in the Service occupations can be traced primarily
to the fact that none of the records for the orking Housekeeper course
contained this information.

The long~term unemployed (persons out of work for 15 weeks or more)
composed nearly half of the trainees in the Taxi Uriver and Clerical-Sales
courses. In other courses, this group constituted from approximate one-
quarter to more than one-third of the total. 7The underemployedz, were a
sizeahble proportion of the total only in the iiadio Dispatcher course.

The following statements can be made about the completion rates
fiven in Table 88. When the eighteen sections which had heen completed by
Uctober 30 are considered as a group, women hac a higher percentage of com-
pletions (79.7) than men (45.2),3 non-target persons had a slightly hi;her
percentage (62.0) than target persons (57.8): and Negroes had a considerably
higher percentage of completion (70.2) than either Mexican Americans (43.1)
or non-minorities (55.6). In addition, people 45 and over, high school drop-
outs, and individuals unemployed for 27 or more weeks had a higher percentage
of completions than did trainees in other age, education, and employment—
status categories.

1in that section, llegroes were 58.6 per cent of the total.

2Defined, in this case, as persons working: (1) 35 - 39 hours per
week and less than full time, (2) less than 35 hours per week, (3) under
their skill level, or (4) facing impending technological layoff.

37he only exception was that 70.4 per cent of the men in the Taxi
Driver course completed training.
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Discussion

That there has been an effort on the part of the Dmployment Service
to initiate training courses designed to prepare minority group persons for
entry into skilled level jobs seems clcar from the results already presented.
There were no indications of this emphasis when the courses for Cal 308 were
written, however; in fact, only one of the 22 courses which have been con-
sidered for Cal 308 was designed for a skilled occupation. That particular
course was not subsequently funded with Cal 308 money--it was funded for the
Skills Center when those funds were available.

The concentration on courses for skilled occupations did not begin
until the Skills Center came into existence. In fact, one of the reasons
for establishing the Center, a reason not mentioned earlier, seemed to be
the desire on the part of the Employment Service to have a means by which
courses at the skilled level could be given. Although there was not a large
number of skilled level courses proposed by the Employment Service for Cal
308 which were turned down by labor unions, there was definitely the feeling
by the staff involved in writing training courses that it would not be pos-
sible to obtain the approval of the Advisory Council for skilled level
courses. This belief, which had been apparently established or reinforced
by the positions union representatives had taken on courses designated for
the Main Office, dictated that courses should he designed for the clerical-
sales and service areas where union objection would not be anticipated. The
result was that 15 out of the 22 courses considered for Cal 308 were in
these two areas, and 3 of the first 5 courses funded on Cal 308 money were
at these levels, also.

It is interesting to note that none of the clerical-sales courses pro-
posed for Cal 308, and only two of the sixteen that have been connected with
the Project in some way, have been cancelled. On the other hand, all eight
service level courses that were proposed for Cal 308, and eleven of the
twenty connected with the Project,. have been cancelled. The cancellations
of the service occupation courses was a direct response to arguments by
minority group spokesmen that courses in service occupations were not needed
because minority group persons did not have difficulty obtaining such jobs
even without training.

Another factor which has had a great effect on the types of courses
which have been approved at the local level is the change in the composition
of the Alameda County MDTA Advisory Council. At approximately the same time
that the Skills Center was being established, the composition of the Advisory
Council was becoming tripartite. Whereas, since its inception it had been a
committee composed of business and labor (but, primarily labor) representa-
tion, the Committee expanded to include minority group representatives. The
impact of this new group in the Council has been felt. In a number of cases,
the minority group members have been able to out-vote the opposition to a
particular training course. It is important to keep in mind that, although
regulations do not require the Advisory Council to vote on courses, this
Council does, and the local Employment Service managers abide by the decisions
of the Council. Therefore, the change in membership has been a very important
factor.

Although there is still a great deal of information that is not avail-
able on results of the courses provided under Cal 308, those results which
are known are disturbing. Due to a series of events, only a few courses have
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been funded under Cal 308, the funding took place over an extended period of
time, and a sum of nearly $200,000 was returned to the Bureau of Emplovment
Security because it had not been used by the Project. The overall result is
that Cal 308, designed to train only 500 people, a number which seemed very
small initially, will probably end up involving around 300 people in training
courses. Not all of these will complete the training.

Wwhat appears to have happened is that the present Project Director and
his most recent Training Analysts hbecame so involved with training programs
for the Skills Center that they were unable or simply neglected to keep track
of the fate of Cal 308 courses. The loss of almost 200,000 in allowances
from Cal 3072 was not known to the Project Uirector or his statf in December
1966, even though the de-obligation had heen completed in May. Part of the
explanation, undoubtedly, is the failure of the Project Director to keep him-
self aware of events occurring at the area and state level which have an im-
nact on activities for which he should be ultimately responsible. Another
rcason would appear to be that there have been so many changes in the organi-
zation affecting the training programs of the Project that a lack of contin-
uity is understandable, if not excusable. There have been three field super-
visors and two Project Directors since the Project began in September 1964
and, it was not until October 19465 that the Project was assigned a full-time
Training analyst. The person given the assignment was the same one who had,
prior to that time, been developing courses part-time for the Project, and
part-time for the Main Office. However, his new assignment was made at the
time that he was in the process of being transferred out of the Project.
Detween October 19f5 and January 1966, inclusive, the Project obtained its
second field supervisor, its second Director, was assigned a full-time Train-
ing Analyst, and had this person replaced by two new Training Analysts. It
was also during this period that intensive discussions were conducted and
preparations were made for the establishment of the Skills Center; and that
the Tureau of "nployment Security requested the state to de-obligate 175,000
of allowance payments. “hen the new Training Analysts began devcloping
courses, they were assigned to work on Skills Center courses, and had no in-~
volvement with the Cal 308 courses. .

It seems fairly clear that minimal attentlon was given to Cal 308
once the possibility of the Skills Center emerged. Not only did the involve-
ment in the establishment of the Center detract from concern for Cal 30,
but there was no one remaining in the Project who assumed the responsibility
of following through on the courses written for the Project. 'hile close to
2,000 Project applicants may be trained during the life of the Project, it
may well turn out that only 12.5 per cent of that number, or half of the
original number proposed for training under Cal 308, will complete Cal 302
courses.
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TABLES 79 - 88
TRAINING
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TABLE 79+-=Numerical and percentage distributions of training courses in which at least a ssjority
of the trainees were Project epplicants, by eccupational classification and status of.
training course; Octeber 30, 19662

Started

Occupational Total M.‘:.. Pending Cancelled

Classification Nuaber Per cont | Nusber Per cont Nusber Per cont Nuaber Per sent

Total 9 1000 17 1000 38  100.,0 x 1000
Professional & Nanagerial 10 1.0 2 1.8 4 1065 4 1ol
Clerical & Sales 16 17,6 5 29.4 9 23.7 2 5.5
Skillied K ] 39,6 4 23,5 16 42.1 16 (TN}
Semiskilled 6 646 1 5.9 4 1065 | 2.8
Service 20 22,0 4 23,5 5 13.2 1l X.6
Unekilled 2 2.2 0 o0 0 o0 2 5.6
Agricul ture | lol T 5.9 0 0.0 0 0.0

SColuans may not add exactly because of rounding.



TABLE 80,=-Nusorical distribution of training courses, in which at least s majority of the trainess
were Project spplicants, that had started or were completed as of October 30, 1966, by

occupational classification and type of funding

Occupational Total Project kain Office
Nusber Per cent 208 Conter  Conter Pro Skills Conter

Total n 1000 S S { | S
Professional & Nanagerial 2 1.8 | | 0 0 0
Clerical & Sales 5 29,4 2 0 0 | 2
Skilled 4 23,5 0 3 | v 0
Seniskilled | 5.9 | 0 0 0 0
Service 4 23,5 | | 0 0 2
Unek itled 0 o0 0 0 0 0 0
Agricul ture | 5.9 0 0 0 0 1

163
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TABLE 81o=-Numberical distribution of training courses, in which at least & majority of the trainees
were Project appl icants, that were pending as of October 30, 1968, by occupational
classification and pending status ’

w

Not Not ~ Funded
Presented Presented At the Anaiting But Not
Occupational Tetal to to Schools Funding Started
Classification Advisory  Schools
Council
Nusber Per cent (1) (2) (3) (4) (5)
Tetal 38 1000 5 S 19 5 4
Professional & Managerial 4 10.5 0 | | 2 0
Clerical & Sales 9 23,7 20 2 3b 2¢ 0
Skilled 16 421 3 | 9 | 2
Sestskiliod 4 10,5 0 0 3 0 |
Service 5 132 0 | 3 0 |
Unskilled 0 0 0 0 0 0 1
Agricul ture 0 0.0 0 0 0 0 0

%0ne of thess was written for RAR funds.
hﬂnc of these was written for Cal 308 funds,
“Tvo of these were written for Cal 308 funds,

9A11 were written for RAR funds.



TABLE 82,»=Numerical distribution of treining courses, in which at least a majority of the trainees
were Project applicants, that had been cancelled as of October 30, 1966, by occupational
classification and point of cancellation® ‘

Total Prier to Fundin Mter
Occupational o Funding
Prior to Advisory  Area  State Beforo
Clessification Nusber Per cent | Advisory Counctl Level Level Class
Council | Began
Total % 100,0 " 9 7 gb |
Professional ¢ Managerial 4 (1] | i | | ]
Clerical & Sales 2 5.6 0 0 ; 0 0
Skilled 16 [T ] 7 6 2 0 !
Semiskilled I 2.8 b 0 0 0 0
Service 1] %.6 ib 2 2 6 0
Unskilled 2 S8 | 0 0 | 0
Agricul ture 0 0.0 0 0 0 0 0

$Coluans say not odd exactly becavee of roundinge

bCal 308 courses.
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TABLE 83.e=Nugerical distribution as of October 30, of training courses written for or funded under

Cal 308, by occupational classification and status of training course

Occupational Funded Pending Cancelled
Total At State
Classification Cal 208 Skills Conter RAF® Before ACP " 0T
Original Propossl
Total 10 | 2 2 | 2 2
Prefessional & Managerial | 0 0 0 0 0 |
Clerical & Sales 3 i 0 | ¢ 0 0
Skilled | 0 | p 0 0 0 0
Semiskilled 2 0 | 0 0 i 0
Service 2 0 0 0 0 l !
Agricul ture | 0 0 | 0 0 0
Subsequent Proposals
Total 12 4 0 0 2 0 6
Professional & Managerial | | 0 0 0 0 0
Clerical & Sales 3 | 0 0 2 0 0
Skilled 0 0 0 0 0 0 ]
Semiskilled | | 0 0 0 v 0
Service 6 [ 0 0 0 0 5
Unskil led | 0 0 0 0 0 |

'Rodwolopnnt srea funds.
bMvicory Comnittee.
%Pending as an RAR course.

Yrunded but net started.

‘Upholstor course originally written for Skills Conter was funded from Cal 08 funds in Nov-

eaber, 1866,



167

TABLE 84.==Percentage distribution of Project applicants in training courses in which at lesst a
sajority of the trainees were Project applicants® by occupational clessification and
status of trafning course; October 30, 1966°

Occupational .

Classification Total Started or Over Pending Cancel led

Total |00.0 |00.0 lwoo lw.O

Nuaber 2832 604 1518 73
Professional & Managerial 1.7 4.0 8.7 8.8
Clerical & Sales 26.4 43,2 0.3 3.8
Skilled 32,5 16,2 40.7 28.6
Seafskilled 1.7 13.4 5.8 7.0
Service 22,5 19,5 14,5 42.1
Unskilled 2.4 «0 0 9.7
Agricul ture 0.8 3.6 0,0 0.0

%or Skills Center courses, the actual nusher of Project trainees was used when known,

in the

case of pending or cancelled courses, an estimate of 55 per cent of the course size was used.

bColvans say not add exactly because of rounding.
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!AﬁE 86.--Nuserical distribution of Project applicants in training courses completed as of October
: 30, 1966 in which at least a sejority of the trainess were Project spplicants, by post
training experience, occupational classification, trsining courss, and type of funding

— — °=;--:~..~
Occupationsl Clgssification Clerical § Sales Seniskilled  [Service a?l‘tu
1 cre Bank General |Taxte  Taxi- | Ward |Grounds-
Training General® Teller Sales= ~|Uriver Driver | Maid [man
Course person | '
Sec, 182 s‘c. | s.e- 182 s.Co 182 SOC. k'] S.C. IIZ s‘c. |
Maf
Funding 0 e RAR RAR | Cal 308 Cal 308! RAR | RAR
Total Completed 2 15 i 3 22 a 6
Post Treining Experience Unknown 7 7 " 4 1S 28 2
No Report Available 7 2 9 T 7 20 0
Trainee Could Not Be Located 0 5 S 13 8 8 2
Paet Training Exgierienco Known 13 8 13 " 7 19 4
M Eid of Reporting Pariod
Enployed 9 3 3 8 2 9 3
Unenployed 4 5 9 2 5 9 |
Not in Labor Force 0 0 | | 0 | 0
Jooks Totally Esployed Since
End of Coursed
Tota! Known 13 8 13 i 7 19 4
0 3 [} 7 2 2 6 0
=4 | 0 3 0 | i 4
S - |3 4 4 3 ‘ 2 2 e o
" Lt 26 5 o o L 0 2 2 o e
27 - 52 ) o 0 ® o 8 . o0 S e o
52 . L ) e O L e o LN g 3 [ I ]

8Spanish spesking courss.

Dgecouse courses had hesn over far.differant lengths of tine censistent data

is net available.



172

\
1°6 0°0 ¢y rgg 0° %€ 99 0°0 0°0  0°0C! 0°00t 17 o sun} jn3jaby
Al rAd| 9 Gt rie 1z s tAd T A T i ]| 0°00! 9% £ 03 Adeg
0° ' I M 1 B 7' 6°r  9°€l  S°18 0 0° 0°00! 0°00} 18 | po|1ys|veg
se|eg
0" 1 §°Sr  €£°08 el 8°S9 g% 0°t  8°69 2%t 0°oc! €61 ' 3 (8319043
jeysebeuey
0 0 0 00! | ©° 0°0y  0°09 0 19 g°¢6 | ° 0°00 St I 3 [suojsses0ug
el Sy 1°sT $°89 9°8  1°tY  ¥°8y 8°0  9°6r  9°6y 0°00! l6¢ ot 1%39]
usowmn Aypdoun USIIINBY oney | umouyup YOOUSL yebum) | umowyun ejesey ejep sooupsy)  sesaney
PR -woy  -usdixep vo jued Jey 30 o UonsaLjissep
edndd
dneyg I1upn3 snjeyc Jebue) xeg 1%l Joqeny Joqeny  ITOR 0

$3118140}08J8yd |SuosJed PUB UO|}BIL}|888 (D [Suoi}dna20 Aq ‘996 ‘Of JeqELdp jo 88 ‘sjusdy(dde yde(oJg
eJen seeujes) 0y jo AjtJofes & }see| 38 YOiya Ul ‘sesunco bujuiedy o} pesssje. syuedy|dds }oefodg Jo ue|InqLJS| P ebelUeIIe Jee® g I TGV



173

gel 9t 9% 15y get | 9°r s 2@ v EL v ey o | oo | w2 o 04} nayaby
g e sl 6°02 €6 | S°2 0°L °16 8°61 €6 [1°62 8°ss o°)1 s%¢ ] oot W ¢ 02jas0g
e S€2 6°2 o 6 | §°Z 9L stz 9%0s o°9Nz Lz 0%8s 2 1| o000 | 18 IR
sejsg
2 S X T 192 002 | 9°2 1% 19y 0°El 9°C [¥e10Et1s 20z 1| oc00n | st ¢ ? (931
ejJeoewey 3
0 ry  0m £°€e 000 | 0° 1°9 0°08¢°cl 0° |0° 0°09.2°2 €%€1] 0°001| S 1 jeuyesajeuy
0°0
0 rr 1ru Al 61 | 1°6 v°02 c°6c 6°c2 ¢°8 [ 9°81 2°5s 1°01 €6 | o%001 | 86 O 1%}
wewwn e 951 §1> PO IMIumgumg g1 20 116 80| o5 1152 1222 ._"m.— sesujeJ) sesunoy

3 Jou30 peojdueuy peejdueun pese|dueuy ~epup way] 19284l jo ye venimpBD
Is30] | Jequny Jequny {euo3ednadg

smeyg jusslo|dey

Uot3eonp3

oby

penuijue)e=®ig 3WVL



17

°pejnduod J0u 8J8A ¢ UBY} $98| SJeqenu Joj 8668 USIJe4,

e ° £°92 £°'% ¢ 0°5¢ .oﬁ i ¢ £°L | el peyoduey Jued Jogy : _
A 0 i 6! 0 8 11 0 6 14 o poeLey JoqERy | 83..8?2
°° b *° cels 0°00! 2°18  0°0L °° 1°6 0°62 | 9°28 peye|dee) Jusd Jeg
| | ' 08 7] 61 o | 69 9l 98 potJe oy Jeqeny £ 0| Aleg
*e 9°t9 L°99 1°2¢ *e g°I18 ¢ il ¢ oL | *°0L peysdes) jued Jog
0 i 6 19 1/ ] 90 0 0 I8 18 poJJeey Jequny | Pel11)siueg
¢ £°ce $°lE 6! e 279 0°1S ¢ 6°0L ¥°rt 1°6¢ psje(duc) Jued Jy so|tg
A 9 88 16 £ il €9 1/ 74 9 |. ¢6l peJJejey Jequny 1/ 7 I We)
L N LI [ A J o. L °. c. L N J e o °. o. 3“.-%8 '8“ “L .‘ﬂsO-C.s
0 0 0 Si 0 9 ] 0 | 1) 1 peJJsjey Jeqeny | 9 1We(TERj04y
0°09 9°sS ey 2°0L 2’1 079 6°LS *° 160  S°%y | S°%9 peyeduo) Jued Jeg
S 8! 2ol L 143 1’ 261 £ 461 161 16 peJsejey Joquny ol {830}
usouyup KyjJouy usatJemy oJbe usou yebuey ebus usoy ojesey 8% ses
a0y woy  ~uedpxen N N voy_ yoduey N oemey ajey oy vey3 18008l H”ou ue eI jisse )
dnosg 21wy} sn}e)c yobue) xog seqeny |suo 3 edn3dg
p_— ——

¢32138140308J8yD jruossed put uoj)ed|jiese|d |euojiednddo Aq ‘gog) *0f 48q03dQ jo 88 fsyuedy | dde
120 {0ug 0J0a Sa0U|RJ} 8y} Jo A}jJofem © Wiya Ul ‘sesanod Bujujesy pejajdeod oys sjuedyjdde 3oe(ouy o uvoINGiIIS|p 86BILEISJe=0g NGV ]



175

R . *° 0°0i ‘e e *° 0°02 0°0S N°CC |G°09 8°81 °*°* *° | £°2 | peje|den)
yued Jeg
£ £ 3 0! £ S I S | | I+ S 9 1 8 LA/ paJJajey
Jequny | oJn} |n3Jby
0°0C! 0°.8 8 9°6S n°st 7°96 £°99 £°6S 1°96 0°001{0°001 #°S8 G0 °* * | 9°28 | peje|duo)
W Jog
82 €2 ) 81 8 82 9 12 I 8| s s O ¢ ] peJJe joy
Joquny ¢ 83105
° e 6°8L 199 'l ° - © ¢ %09 1°89 2°CL 2°69 {C°2L 0°09 0°0L ** | v°0L | perejdec)
e Jog
£ 6! R [ 3 4 2 9 60 W gt o oo I8 peJJs ey
Jogeny | CITIR JLTN
(343 ML £°98 6°1S S LS 0°02 £°0S §°89 0°#9 9°8Z {0°0§ 9°0S Z°69 §°19| 1°6S | Ppeyeidee)
eI Jog
8 29 % s 0 S 19 68 S2 L ]| &2 6 6 (g g61| PpeJsejey se |eg
Joqeny ? 1))
o o [ N ) L N ) Q.QN QO L I e @ °. [ 2N ] L) L I J Q. L ] r [ N ] Q. !ﬁ..ia
i Jued Jo4
0 | £ S 9 o 1+ 2t 2 o]lo6 &6 ' Z St peJJe ey |sgJebsusy 3
Joquny 1 |{Suo! 8885044
8°cL 1€l 8°8S 1S 134 9°08 6°1S 6°6S S°0L 9°LS [2°CL 8°6S °6S §°6S| G°29 | Peje|duo)
V03 Joy
o 801 89 0zl 6s 9% I8 261 S8 ¢€c| ¥L 612 V9 166 PeJJejey -
Joqeng Q) ®0)
12
usouyun  +l2 92-1 S1>  poko1m3lpqumn gt 21 1 | +sr ¥recz 1222 Wy s0s.ne)
9 Jo30 pekojdesupn pekojdeeun peko|deeun L._E__, 6z 6 8-0) °S e 8.” 0101 luetaisods uej}edL jsse|)
is30] juetyisodsyg  jo jeuo yednasg
snynyg Juseko|dey uo§}eanp3 oby Jeqeny :

penuijuo)--°gg 378Vl



SLCTION 5
THE PROJECT - AN OVERVIEW

In the preceding sections, successes and failures of the Cakland Adult
Project, as were reflected in data gathered by this study, have been analyzed
and discussed. Here, an attempt will be made to place these results in con-
text - to relate them to activities within the Project and to the events in
Oakland which seem relevant. Such an attempt was made in the first interim
report; the section to follow, in essence, updates that information.

The reactions of members of the Advisory Committee to the first report
were mixed. Some felt that it both clarified problems of which they had been
aware (but which had not been formulated), and posed new ones. Others felt
that criticism was out of place: '"We're doing the best we can. Criticism is
not only discouraging, but also gives us a bad name." In spite of the diverse
reactions, the report served to stimulate what may have been already existing
desires to re-evaluate the Advisory Committee role.

Advisory Committee Reorganization.

In August 1966, two essentially new subcommittees were formed as a
direct response to the first Interim Report. The old Employment Development
Subcommittee (EDS) was reconstituted in line with its original planned tri-
partite representation, and a new subcommittee, also tripartite in nature,
was formed: Public Information and Education Subcommittee (PIES). In an out-
line designed by the chairman, the-tasks of each committee were quite exten-
sively delineated (See Appendix C). Together, they were to examine questions
of philosophy, orientation, reorganization, and action. Each subcommittee
was asked to meet at least twice before the September Advisory Committee meet-—
ing. Although EDS met once, PIES held no meeting until October, the month
both subcommitiees were directed to hold a joint meeting.

Although it appears that the Chairman intends that the newly established
subcommittees assess and possibly reformulate the philosophy and policies of
the Oakland Adult Project, few members seem to share his views or realize the
extent to which he would like to see the reassessment occur. His outline of
the subcomnittees' tasks is broad enough to allow either drastic- changes in
orientation (which he would prefer) or a "surface evaluation" which seems more
likely). The Chairman was not informed of the first meeting of the EDS and
was unable to attend the joint session; since he has not made his views known
at formal cormittee meetings, subjects he felt sure would arise at subcommittee
meetings have not arisen. :

In its first meeting (for which only half of its members were present),
the EDS questioned the apparent allocation of many hours of the Project staff's
time to activities connected with the Skills Center and resolved to probe the
extent to which this continued. The specific tasks assigned to it were taken
up point by point; no discussions concerning major reorientation occurred.

Its chairman suggested that members of the Advisory Committee should devote
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considerable efforts to assuming the role originally envisioned for them;
that is, to attempt to convince others in business and organized labor to
hire minority group persons and to reassess their employment policies.

He stressed that the position of an "insider" was more powerful, in that

his opportunity to use previously established amicable relationships and
"unorthodox arguments" would probably yield greater probabilities. of success
than that of an outsider. The subcommittee's report failed to emphasize
this aspect; it concentrated on California State Employment Service staff
time allocation (matters that actually fall within the province of PIES) and
proposed Specialist liaison with new industries.

The meeting of the PIES was devoted to an exploration of the methods
the Project could use to publicize its existence. Although a number of
imaginative suggestions were made (most of them by the Department of Human
Resource's Public Information Officer) about ways of reaching both employers
and the unemployed, the discussion concentrated on the latter considerations.
The sub-committee never evaluated the validity of directing publicity toward
the unemployed. In fact, no committee member or staff person reflected on
the fact that the Project receives directly many more applicants tgan jobs.
The sub-committee also neglected to discuss one of the points (3a)™ in their
guidelines which involved soliciting from the staff creative ideas for new
approaches to the problems facing the Project.

The joint EDS-PIES sub-committee meeting was well attended. A con-
siderablc portion of it was devoted to questioning the Project Director
about the past and present compositions of his staff, after which he was
requested to seek Advisory Committee approval of any proposed changes
instead of merely reporting them subsequently. The other major discussion
revolved around the expiration of the Specialists' contracts, and rumors of
the existence of unused funds sufficient to employ them for an additional
period of time.

It is too early to assess the effectiveness of the new sub-committee.
There is no doubt in our minds, however, that their mere existence is a step
in the right direction. The chairman of the Advisory Committee, in his
charges to the sub-committees, has highlighted the basic issues with which
the Advisory Committee must grapple but which it has never faced head on.

If the sub-committees, and then the entire Advisory Committee, will face
these issues squarely and then act boldly and creatively themselves, great
gains will have been made. If they permit themselves, or are permitted,

to side-step the issues, the formation of the sub-committees will have been
little more than a futile academic exercise.

Participation by Organized Labor

As noted in the first report, the majority of the representatives of
Labor resigned from the Advisory Committee when the issue of policy-making
versus advisory powers was forced to a head. Efforts on the part of the
remaining committee members to persuade these representatives to return
failed. The dissenting labor group (the Central Labor Council of Alameda
County, representing AFL-CIO affiliated unions) attempted to set up an alter-
native project to be administered by the Bay Area Urban League. After a pre-
liminary proposal had been drawn up, a meeting was held in May 1966 to which
the minority and business members of the Advisory Committee, the local repre-
sentative of the Economic Develonment Administration and other individuals

lsee Appendix C, p. 210. :
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interested in minority employment were invited. The members of the Advisory
Committee seemed less than enthusiastic about the proposed project; in fact,
they seemed to display considerable resentment when they were presented with
what appeared to be a fait gccompli. The EDA representative pointed out
that he saw little chance of obtaining federal funds for the project because
the only two government.al agencies dealing with similar projects (the Depart-
ment of Health, Education and Welfare, and the Department of Labor) had
already committed funds to Oakland in the form of the Skills Center and the
Oakland Adult Project. In spite of his objections, he was asked by those
present to form a coomittee to study the feasibility of the proposed project.
He very reluctantly consented to do so, saying that he was't sure that he
would remain more than a few months longer in Oakland. To date, nothing
further has been heard on the subject; the EDA representative concerned left
Oakland in October.

The Job Specialists attempted, on their own initiative, to arrange
" .. a meeting with the heads of California State Employment Service to meet
in the Governor's office in Sacramento to explore some avenues that might be
available to the heads of CSES to come to some agreement that Labor would
accept.”~ The chairman advised them that they "had no authority at this
time and did not represent the feelings of the Comittee,"2 but did not for-
bid them to hold the proposed meeting. Nothing came of it, however, and it
was determined at following meetings that the grievances which the Specialists
had wished to discuss (which seemed to be their own rather than Labor's)
either had been settled or were in the process of being settled.

In August, members of the Advisory Committee finally decided that
there could be no reconciliation between the Central Labor Council and Cali-~
fornia State Employment Service, and authorized the chairman to invite rep-
resentatives from other unions to join the committee. Invitations were
issued to the four major labor groups in the area (including the Central
Labor Council and the Building Trades Council). Both the Teamsters and the
International Longshoremen'!s Warehousemen's Union accepted, sending repre-
sentatives to the September Advisory Committee meeting. The Building Trades
representative, who had never formally resigned, began to attend meetings
again. Consequently, organized labor is once more participating in the
Oakland Adult Project; however, the new representatives speak for a far
smaller number of people and organizations than did those of the Central Labor
Council.

loakland Adult Minority Project Advisory Committee, minutes of meeting
of May 18, 1966. '

292. cit., OAMP minutes
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Role of CSkS

There has been a consistent expectation on the part of the Advisory
Committee that the Project should arrive at creative and imaginative solu-
tions to the problems facing it. To date, there are no conclusive indica-
tions that the expectations have been met. Some activities have been ini-
tiated at the Project offices which give evidence that the staff is trying,
and the Employment Service, itself, has created a new job position which
will permit the Project to perform activities previously beyond its scope.
But, for each obvious innovation, there is a related difficulty which all
but negates its wvalue.

Group counseling was attempted in one of the Froject offices during
the summer, but low altendance and high drop-out rates soon discouraged the
staff. Another office began conducting typing classes, counseling sessions,
and basic education courses after regular hours, using volunteers. 1lhe
office manacer attributes a great deal of the favorable reception and high
participation to the fact that the students were women, not men. lle reported
that he knows of no agency that has been able to "motivate" men in the same
way .

The position of "Employmen: Community Worker' (ECW) was created in
the winter of 1966 when four such positions were [illed for the Project. The
LCWs!' activities are wide in scope and quite loosely defined. In essence,
they are to link the unemployed in a community with the Department of Lmploy-
ment. Although the official job description stresses this liaison function,
it also specifies that they are to "assess and keep(s) stalf informed of
feelings, attitudes, and activities in local areas." The Froject Director
described their function as follows: '"They go to gathering places of people
in need of our service and bring them in." This description obviously
ignores the two-way communication component that seems so important. The
office managers, at least in the early stages, permitted the community
workers considerable latitude by allowing them to act according to the needs
of the people in the community. There are recent indications that the
activities of these men have been curbed. Two examples follow.

At the September Advisory Committee meeting, a minority representative
complained that he had heard that the €>mmunity Workers had been told they
were not allowed to attend Advisory Committee meetings. He understood that
one of their chief functions was to attempt to break down the traditional
suspicion of the Employmeni Service that is quite rampant among minority
group persons; therefore, he felt they would be better equipped to do so if
personal experience enabled them to attest to the commitment of the Advisory
Committee members. A resolution was passed recommending that the community
workers be encouraged to attend meetings. The field supervisor of CSKS
objected, saying that the Employment Service considered it desirable that .
communications between the Advisory Committee and the staff continue to fall
within the Jurisdiction of the Project Director, who attended all meetings
and passed on to his staff such items of information as he felt necessary.
The Committee chairman replied that the Advisory Committee was aware of CSES
sentiments in the matter, but disagreed with them, which was why it had
passed the resolution. The Advisory Comnittee decision seems to have pre-
vailed.

Involved in the second instance were the procedures used by the
Department of Lmployment to evaluate the efficacy of its various local offices.
Monthly, each office reports the numwber of orders, referrals, and placements

it has made. With the exception of special entities (such as the Froject),
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each office has a definitely assigned geographic jurisdiction. (For example,
if an employer from another city places an order with a Project office, the
order is credited to the office in the employer's city, in spite of the fact
that it had nothing to do with its solicitation.) The Project offices share
geographical jurisdiction with the Main Office; an order placed at the Pro-
ject originating within the Oakland Employment Service area is credited to
the Project; any others must be credited to the local office involved. It
will be remembered that an important aspect of the Project was to persuade
employers to place their orders directly with it. Consequently, minimization
of competitive hostility between the Main Office and the Project should have
been attempted by the Department of Employment.

In late summer, it came to the attention of one of the Project's Gom-
munity Workers that a certain firm employed a personnel officer who, it is
alleged, never hired minority group persons. Knowledge of the practice had
become widespread in the commmnity, and most minority applicants refused to
attend interviews when referred to the firm. The ECW arranged an interview
at a Project office with the allegedly biased person and his superior in the
firm. Problems of minority employment were discussed and the function of the
Project was explained. As a result of the conference, the representatives
promised to end their discriminatory behavior and to place all subsequent
orders directly. When this decision became widely known within CSES, the
Project staff was informed by superiors that, in the future, they were to
“"refrain from stealing orders" from the Main Office. Such attitudes are
contradictory to the philosophy of the Project; it cannot be expected to ex-
cel in such an atmosphere.

Only a few examples have been given and they can in no way be con-
sidered conclusive. While one gets the feeling that staff members at the
individual offices are attempting to tackle the problems which they see,
there is also the impression that certain prevailing attitudes or policies
have limited at least some areas of innovation or some people who are being
innovative. Since prevailing attitudes or policies of CSES supervisory
personnel greatly affect the possibility of consistent creative problem-
solving, and since the effectiveness of the subordinates who are affected by
these attitudes and policies is relevant, the issue becomes both very impor-
tant and quite complex. It shall be more fully investigated in the future.

Personnel Changes within the Project

Changes in CSES Project staff are continually taking place. Of
special note, however, is the large-scale expansion of the staff which the
Project Director announced in November 1965. A supplementary allocation of
$101,754 was made available to the Project largely as the Department of
Labor's reaction to the previous summer's racial unrest in Los Angeles, and
because of Oskland's explosive potential. The additional funds permitted
the Project to more than double its existing staff. It was only in
January 1966 that most of the new persons were actually assigned to Project
offices, and it was not until March that the Project obtained its full new
complement. The delays were caused by recruitment and training activities.
The greater portion of the current Project staff consists of relatively
inexperienced workers.
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TABLE 89.--Number and classification of California State Employment Service staff at Project
offices, by ethnic group; December 1, 1966,

S e S

G ::s L::::: ion Total Negro .n:e;;::?;:';;ix?nq Other Non=linority
Total 43 - 8 2 BT
Professional 38 13 7 0 18
High Experience® 1 2 4 0 7
Low Experiencab 21 I K| 0 ?
Non=Professional 5 1 i 2 1

a(.‘ounaelm-, tmployment Security Officers | = V,

bE-ploy-ent Community Worker, Counselor Trainee, Employment Claims Assistant, and Employment
Security Trainee.

.
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Table 89 details its composition as of December 1, 19661. If the four clerks
and the secretary, who are "non-professional® staff, are excluded, it can be
seen that 21 of the professional staff of 38 (55 per cent) have very little
experience in employment service operations. Seventeen hold the status of
trainees; the other four (Employment Community Workers) hold the newly-created
position. Of the remaining seventeen, only two have an FEmployment Service
rating at the managerial level (ESO III or above).

The ethnic group composition of the staff as of December 1, 1966 is
given in Table 90. It is interesting to observe that minority workers form
the majority of the total staff (56 per cent), as well as the professional
staff (53 per cent). A similar situation also existed during the period
covered by the tirst interim report. Of special note is the fact that minor-
ity workers represent two-thirds of the total group of workers that deals
most directly with the applicants-—professional workers with little experience.

The Employment and Claims Assistant (ECA) positions are quite interest-
ing. Because they are theoretically temporary (9 month) positions, the Pro-
jJect must get special permission for its ECAs to work the vear out. The
Project Director explained to one of the investigators that they are usually
minority group people who lack the entry requirements to Employment Security
Trainee (EST); they receive identical training and do the same work, and at
the end of one year are eligible to become ESTs upon passing the examination.

Actually, to become an EST, an ECA must not only pass the test, but
must have worked as an ECA 3400 hours (20 monthe full time) and have com-
pleted 15 semester hours of college within 5 years. The ECA entry wage is
$2.76 per hour, and after four and one-half years, he can earn a maximm of
$3.35 (which an EST earns after one year). These requirements are set up by
the Civil Service; the Employment Service is not directly responsible. Since
managers report that some of their best people are at this level, the situa-
tion seems to be one of extreme inequity in terms of financial criteria.

Staff members are faced every day with this exploitative situation, yet, to
our knowledge, no one has ever attempted to remedy it by demands for equal
pay for equal work. _

Other types of persomnel changes have occurred. Project staff members have
been transferred to the Skills Center, to the new State Multi-Service Center,
and to offices in other geographical areas. The reasons for these moves have
not been documented, but they seem quite varied. In certain instances, they
have resulted from dissatisfaction with certain conditions in the Project;
in other cases, the individuals have been reassigned because their skills
have been requested elsewhere; and there has been at least one instance in which
a person was removed from the Project for a number of months in order to ac-
quire additional training relevant to personal advancement which, apparently,
could not be obtained within the Project. At the November 1965 Advisory
Committee meeting, the Department of Employment Coastal Area Director "...
made it perfectly clear that the Advisory Committee was still in control of
the Project and that movement of el from one location to another was
in the province of the Committee."< The Advisory Committee passed a motion

11t should be noted that the composition of the Project staff in
December is different than it was in March. The most notable difference
between the two months is the absence now of two occupational analysts.

2Minutes of the Advisory Committee, November 17, 1965.



*@0TAJeS JO Y3JueT pu® £3893 JO UOTIBUTqUWOD ¥ UO POSEBq SUOTIBOTJTSSBIO 9OTAJSS TTATOe

T T T T e Y NIOTH
o o o o o o o o .H .H h&dao.ﬂoow
TEUOTE89J0IJ~UON
° e 1 T c ¢ Y Jo)JoM Aj3Tunuro) JueudoTduy
° ° W 1 ° S PouUTRJI] JOTOSUNO)D
1 L £ € ° 8 queqsyssy suter) Jusulorduy
T * 4 [4 ¢ Y eoutTey] L3Tamoeg queudoduy
T [4 e 4 ¢ 4 . J0TesUNO0)
r4 € 1 .. .. 9 I I0013J0 £31amoeg jueuiorduy
1 ° T 1 T N/ II X89TJJO £3Tamoeg quemAoTduy
© T c < ° T III 2801730 £97anoes juemdorduy
° ©e c e ° T T (A J09T330 £37moeg qusmlordury)
J0900JFd
TeUOTSS9JOI]
9 6 €1 cT € en TejolL
qJ0 oT®AY sey sop, 891330 ®90] e IOIOM
Y3JIoN TRAYTI 3 380 6,1090007q | 3 oTATL

9961

‘1 Jequede; :$80TJJO 309(0J] 3B JJB}S ©0TAJeS quemAoTduy 03835 ETUIOJTTE) JO ST3T3 PUe JequnN—' 06 FIAVL

184



185

of approval of the staff increase which was announced. At that point, how-
ever, no more extensive policy was established concerning the Advisory Com-—
mittee's role in future personnel shifts. The Advisory Committee neither
required that all personnel changes be brought before it for approval, nor
specifically requested that it be notified of all changes. The practice
which evolved was that the Project Director did not systematically notify
the Advisory Committee of all personnel changes. When an announcement was
made, it was done after the fact in the Project Director's Monthly Report
to the Advisory Committee.

Relationship between Project and Skills Center

As plans for the Skills Center were being prepared, and during the
early months of its operation, a considerable portion of some of the staff's
time (especially that of the Project Director) was apparently diverted from
the Project to the Center. When the Advisory Committee became aware of this,
a good deal of investigation and discussion began. Two Project staff members
(as occupational analysts) devoted full time to developing training proposals
which would be funded for the Skills Center; when there was no longer a need
for that service, they were reassigned. The Project Director, however, con=-
tinues his involvement with the Skills Center, since he is responsible for
the administration of the CSES staff (numbering 18, as of November) who are
located there. This activity takes as much or more of his time as would a
fifth Project office. The supervisors at each of the five installations are
responsible to the Project Director. Until specifically requested, at no
time did he attempt either to describe his relationship with the Skills Cen=-
ter or to clarify this dual role to the members of the Advisory Committee.
These investigators have the impression that the Employment Service had not
wanted the relationship to be spelled out for the Advisory Committee for
fear that it would object to such a diversion of the scarce resources avail-
able to the Project. A considerable amount of the Advisory Committee time
has been devoted to this matter recently, not only in full committee meetings,
but also in meetings of the subcommittees whose guidelines are only peripher-
ally related to this issue.

Communication between Project Staff and Advisory Committee

The complicated relationship between the Project and the Skills Cen-
ter seems unclear to all concerned. Some of this unclarity appears to
exist because difficulties and ambiguities have arisen as increasing atten-
tion has been paid to improving both employment and training possibilities
in Oakland, just as difficulties and ambiguities arise when any new venture
is attempted. The immediate situation has certainly not been helped by the
fact that substantial and varied objection was voiced by organized labor
during the developmental stages of the Skills Center. But another source
of Advisory Committee unawareness and confusion over this matter, as well as
over other matters, appears to be the result of inadequate communication
between the Project Director and his "board". From the vantage point of
these observers, it seems that the Project Director (whether on his own
or as a matter of unwritten policy) informs the Advisory Committee only of
what he wants it to know (a tendency which seems typical of many staff-board
relationships and is, therefore, not peculiar to this one). The point is,
however, that a great deal is not communicated by this Project Director to
this Advisory Committee. Some examples have already been given; another
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outstanding one will be cited now.

The Project Director's reports have been characterized by his point-
ing out the "improvements" evidenced during the past month. He has regularly
reported the number of applicants registering and the number of placements
made. Recently, after persistent requests from the Advisory Committee mem-
bers, his statistics have been refined so that they are somewhat more mean-
ingful, but the report still does not include data concerning the number or
types of jobs made available to the Project. Surprisingly, the Advisory
Committee has never requested such a tabulation. If there is to be an
effort to clearly communicate the essential data which will give a capsule
impression of Project's overall activity, the omission of such data is in-
excusable. The style and content of the Project Director's report virtually
ensures that the Advisory Committee will not obtain a realistic conception
of the Project's operation. The fact that the Advisory Committee has con-
tinued to permit such reports is difficult to understand unless it really
has no desire to see the total picture.

Job Development Specialists

In addition to changes already mentioned, the Project lost the services
of the two job development specialists whose salaries for the past two years
have been provided by an Economic Development Administration grant to the
City of Oakland. They were, therefore, not employed by the California State
Employment Service, although they were ostensibly responsible to the Project
Director.

At the conclusion of their first year, EDA officials informed both the
Specialists and the Director of the Department of Human Resources that EDA
would prefer that another federal agency fund the Specialists, or that the
EDA money be chameled to another Oakland agency (preferably, the Skills Cen-
ter). For these reasons, the Administration was prepared to grant funds
under the existing arrangements for only six months in order that the probable
changes would be facilitated. When this period expired, another six-month
grant was made, carrying the Specialists to November, 1966.

No serious thought was given by the Advisory Committee to the contract
situation until September, 1966, when, upon the urging of the Director of the
Department of Human Resources, a subcommittee was empowered to investigate
the likelihood of the contracts being renewed. The chairman of this sub-
comnittee reported that, in preliminary conversations, the Oakland represen-
tative of EDA "eu:presied surprise that many people are interested in retain-
ing these positions."* In spite of discussions and negotiations, EDA was
adamant in its refusal to continue supplying funds and in its desire to trans-
fer the grant to another agency. EDA appeared to be interested, not only in
not retaining the present Specialists, but also in changing or reformulating
the Job specifications themselves.

Questions of the Specialists' competence never actually arose (at
least publicly), and the Advisory Committee, as a body, expressed satisfaction
with the Specialists! performance. Although other potential sources of support
have been explored, to date no concrete plans have been formulated to obtain
funde elsewhere for these positions. Although the Advisory Committee seems to
feel that the loss of these positions is a severe one for the Project, its

l)dvisory Committee minutes, September 1966.
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concern must be based on other than measurable results, since such results
have tended to indicate that the Specialists' contribution has been very
minimal.

The Economic Development Administration Projects

"In Jamuary 1966 EDA selected Oakland, California as
a city with persistent umemployment problems which quali-
fied it for grants and loans under the Public Works and
Economic Development Act of 1965, for a massive experi-
mental project designed to assist in solving unemployment
problems in an urban area."l

As described, the project would attack unemployment by means of grants
and low interest loans to businesses, enabling them to expand, and hence to
employ more poeple. To ensure that its goal, "...making available to the
long-term unemployed who reside in Oakland...the maximum practicable number
of permanent Jobs"z, would be accomplished, EDA created the "Employment Plan
Review Board Committee" which is to examine (prior to release of funds, and
periodically thereafter) the employment plan required of each firm seeking
assistance from EDA.

One representative from each of the city's designated target areas,
the Mexdican-American community, Labor, Management, and the EDA make up the
committee. This group has only the power to advise EDA; final decisions con-
cerning a firm's elegibility are made by that agency. Although provisions
for mediation have been made in the event that disputes between employers
and EDA should arise, no similar arrangements for an independent third party
Judgment is available should a disagreement take place involving EDA and the
Review Committee.

Most of the available funds have been granted or loaned to the Port
of Oakland, a municipal agency administered by a board of commissioners ap—
pointed by the Mayor of Oakland. To date (December 1966), final arrangements
have been made whereby it will receive $14,719,500 as outright grants, and
$8,475,000 as loans at three and three-fourths per cent interest. Although
five private firms have submitted employment plans (all of which have been
approved), the actual amounts of EDA money, as well as the uses to which it
will be put, are as yet unknown.

The largest single grant ($10,000,000) is to finance construction of
a hangar which will be leased (the terms of which have not been made public)
to a private corporation whose business is maintenance of jet and super jet
planes. The employment plan submitted by this firm involves training about
1,150 aircraft and sheetmetal mechanics (and the probable eventual hir of
about half of them) by 1971. "About two years of high school algebra"’ will
be required of every entering trainee. The plan states that the firm will
seek trainees at the Skills Center, but, since the Skills Center will be

1y.s. Department of Commerce, Economic Development Act, "The EDA Em-
ployment Plan", September, 1966.

20p. cit., U.S. Department of Commerce.
3Meeting of Employment Plan Review Board Committee s> 12 November 1966.
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able to provide only 35 weeks of training to its students (many of whom are
functionally illiterate), it does not appear that it will become a fruit-
ful source of trainees at the educational level demanded. A Other employment
plans approved have involved relatively small number of bakers, machinery
operators, candy-makers, and car-wash attendants.

It appears that, although jobs will be provided by this project, most
will involve only a few members of Oakland's severely disadvantaged group.
The educational level demanded of trainees combined with the shortness of
the training period should eliminate those people who have severe disadvan-
tages in the labor market. It should be noted, however, that the require-
ments for this project may very well aid the "long-term unemployed" persons,
since the official definition of that ase is people out of work but look=-
ing for work for fifteen weeks or more.~ Therefore, although this project
may meet the technical requirements of its goal-—-making permanent jobs
available to the long-term unemployed—it will not be useful in helping in-
dividuals with severe educational deficiencies who, in many people's minds,
are the "hard-core'"unemployed. Representatives of EDA have stated that the
program is directed toward youth who, without such training, would probably
become members of the hard=core unemployed within a few years. Regardless
of the validity of this premise, the funds seem neither to have been widely
dispersed among private businesses nor likely to affect the employment pos-—
sibilities for the people in Oakland who will have severe difficulties ob-
taining jobs.

Oakland: Job Fair

At the end of September, the City of Oakland held a two-day "Job
Fair". Although Job Fairs have been held in large cities throughout the
nation for about the past five years, this was Oakland's first. It differed
little in design or purpose from others and, in terms of numbers of "exhi-
bitors®, was far more successful than one held a few months earlier in San
Francisco. Oriented toward members of minority groupse, apparently, the pur-
pose of a job fair is to acquaint people with employment opportunities
available.

The Oakland Adult Project, although organized precisely to promote
employment of minority group persons, was not consulted during the early

stages. When this was brought to the new mayor's attention, he

said that he had been unaware of the existence of the Project. Serious
reservations about the proposed fair arose among the Advisory Committee
members when they were finally asked to participate; these centered around
the fact that any exhibitor was eligible to maintain a booth, regardless of
whether or not he had or expected to have jobs available. Most of its

‘minority group members felt there should be some sort of guarantee that an

exhibitor had specific jobs to offer applicants. They were never able to
convince the Mayor and his committee to request or require exhibiters to
have specific jobs to offer at the Fair.

The Fair was well advertised; many spot announcements were made by
local radio stations whose listeners are predominantly Negro or Mexican-
American: "If you are looking for a jJob or a better job, visit the Job Fair."
It was well attended; more than 15,000 people (an estimated two-thirds of

1The common alternate definition is s people out of work but looking
for work for 26 weeks or more. ;
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whom were unemployed) were counted, and 121 exhibitors maintained booths.
Private firms accounted for 64 per cent, government agencies (Federal,
State and local) for almost 20 per cent, and the armed forces, for almost
ten per cent. The Central Labor Council did not maintain a booth, in fact,
only three unions were represented at the Fair.

The large number of booths maintained by agencies rather than
business firms did not pass unnoticed by local "grassroots" organizations.
In ite review of what it termed the "Job Circus", The Flatlands, a local

"poor peoples! paper", commented:

"Who had booths at the Job Fair? Nearly a third were
for government or military agencies—including the
Post Office, the cities of Oakland and Richmond, and
the like. Several were groups involved in the pro-
blem of minority employment——The Skills Center, the
Urban_League, PACT /Plan of Action for Challenging
T:lmg] , Parks Job Corps Center... .

Many of the booths had members of minority groups in
them. FLATLANDS talked to one man and found he had
nothing to do with people, and second, that
his company (a large_one) has only one other Negro
man working for it."

Although the City's attempts to follew up the Fair have not yet been
completed, and some firms have complained that a large number of the employ-
ment interviews they scheduled failed to materialize, the most recent offi-
cial repoEt (November 15, 1966) stated that the Fair enabled 250 people to
get Jobs.“ If this report is correct, then 1.7 per cent of those who at-
tended the Fair obtained jobs.

The present Mayor apparently took a great deal of personal interest
in the Job Fair, but the minority community reacted with suspicion and mis=-
trust, based primarily on the belief that the Fair was designed more for
propaganda purposes than for providing jobs. Although it is impossible to
ascribe motivation to the Mayor's actions, it is true that the public state-
ments he made after the Fair served only to increase the mistrust which
already existed in many parts of the minority commnity.

In October 1966, the Mayor stated that "about ten per cent of the
9,000 appointments for followup (sic) mtgv:lm with companies which parti-
cipated in the 'Job Fair! have been kept. His statement was apparently
based on discussions that took place at follow-up seminars on the Fair and
on tentative figures compiled by the Job Fair staff. Only 17 of the 108
participating employers appeared at the follow-up seminars. This figure
represented only 15.7 per cent of the total, and there is no reason to believe

lthe Flatlands (Oakland, California), October 8, 1966, p. 21.

ZNorvel Smith, "City of Oakland: The East Bay Job Fair", Qakland,

¢ De t_Co (Oakland, California:
Department of Human Resources, November 15, 1966), (Mimeographed).

30.E.D.C. Reporter (Oskland, California), October 1966, p. 1.
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it was a random sample. The latest official tally made by the city
(December 1, 1966) based on the experience of only a slightly larger number
of participating employers (33, or 30.6 per cent), reveals that of 2.723
appointments for interviews, only 431 (15.8 per oent) were kept. It should
be noted that the total number of appointments was neither systematically
documented nor verified.

The information of questionable validity released in October with-
out apparent qualifications, was followed by a more serious act a month
later. The Mayor drew conclusions which were publicized prior to the time
that data had been formally analyzed. On November 27, he was quoted in
Oakland's only daily newspaper as saying, "I am convinced that the jobs
were there.... The plain fact is, not enuugh people went after them."
Later in the article, the following paragraphs appear:

", ..Reading said he felt the Job Fair was a success
in that it did find jobs for people. 'But,' he added,
'the experience uncovered a different problem calling
for a different approach.

'It indicated to me that we must attack this on a
motivational approach,' the Mayor said.

'We have to teach youngsters, for example, that
Jobs are available and that they can get them if they
would only try.

'Further'’, Reading said, 'any person who is receiv-
ing welfare payments and turns down job chances should
be taken off welfare.'

He said he plans tg discuss that proposal with
Governor-elect Reagan."

The follow-up data that wereavailable on November 27 do not sup-

port the Mayor's value Judgments. The information that was collected
does not permit an accurate determination of the number of appointments
which were actually made. There is no accurate way of determining the
number of specific appointments that were made as opposed to the number of
people who were simply told to visit the personnel department for further
investigation. No analysis had been made of the proportion of "appoint-
ments" made at firms not easily accessible for the poor-——particularly those
located outside of Oakland. No determination had been made of the percent~
age of "repeats" that were in the tally—i.e., the percentage of people
who had "appointments" with more than one firm. No accurate determination
had been made of the ratio of employed (who could afford to leisurely "shop
around") to unemployed persons. No analysis had been made of the quality
of the jobs for which "appointments" had supposedly been made. In short,
extremely incomplete data were zvailable, and mo responsible analysis of -
‘those which were avallable had been performed.

- The sumnary of the three Job Fair critique sessions were mailed to

participants during the first week in December. The following paragraph
was included (the underlining is ours):

10akland Tribupe, November 27, 1966.
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"The experience of firms varied as to obtaining employees
for their plants. On the whole, for some reason or another,
desirable candidates did not follow-up on their referrals.
(One agency, however, made 60 referrals, had about 47 show

ups and hired -ost of the L7. ) m_qs_w
ned 10y ! . e 1

dieaté& t&at austudy was in progress to uncover these
factors."

Discussion

From the brief descriptions given in this section, it may be seen that
the Project is still subject to internal and external influences that appear
to limit the ability of the staff to reach the goals stated in the proposal.
The three key influences described were the California State lLimployment Ser-
vice, the Advisory Committee, and the City of Oakland.

Uiscussion of the Project's relationship with CSES is apt to be con-
fusing, since the Project must be considered both a part of CSkS and an en-
tity dealing with CSLS. This duality of roles is inherent in the nature of
the Project—an experimental subsidiary of CSES that must abide by its rules
and yet seek to be creative and innovative. It does not seem that CSLS, as
judged ty certain policy statements made by the field supervisor, is willing
to be as flexible as the Advisory Committee feels is appropriate. It is
true that only a few examples were cited, and that they are not in themselves
conclusive, hut they must be considered as potentially indicative.

The Advisory Committee, although established in part to make policy
for the Project, is not in the best position to do so because it does not
obtain a complete picture of the Project's activities, partially bhecause it
does not demand the information, and partially because it is not readily
volunteered by the Project Director. The Committee, during this past year,
had not been a very significant force one way or another. It has been beset
with reorganizational problems. un the one hand, it has finally been ahble
to successtully resolve the problem of obtaining labor representation again,
and on the other, its chairman has attempted, through subcommittee reorgani-
zation, to force it to come to grips with certain basic issues it never
faced in the past. It did, however, lose in its effort to retain the services
of the Specialists; and will not§ it appears, be forced to assume the primary
responsihbility for job development or rely entirely on the efforts of the
CSiS staff.

The government of the City of Cakland, in those activities mentioned
in this section, does not seem to be helping the Project rcach its goals.

The Port of Cakland, which will receive the largest local grant from LDA,
has such high standards on its training positions, that the more disadvan-
taged among Project applicants will probably not be able to compete for the
openings. The Mayor, in his unawareness of the existence of the Project,
his refusal to encourage a guarantee of job openings from employers partici-
pating in the Job Fair, and his value judgments about Job Fair results—-—

l"Summary of Topics - Job Fair Critique" (City of Oakland, California,
December 1966), p. 2. (Mimeographed.)
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judgments not based on a sound interpretation of well-collected data-—--has
probably contributed to the maintenance of a community atmosphere which
will make bold, imaginative and responsible solutions to the problems con-
cerning minority employment more difficult rather than easier. In this way,
the new llayor seems to have done more, albeit indirectly, to damage the
Froject than to assist it.



SECTION 6
CONCLUDING STATEMENT

Analyses of the data collected for this report are no less disappoint-
ing than the analyses of data collected for the first interim report; in
fact, the results are even more discouraging. In the first report, we dis-
covered that the proportion of minority group persons who obtained jobs
through the Project was no different from the proportion of minority group
persons who obtained Jobs through the main Oaskland Employment Office. In
this report, it became clear that less than geven per cent of the male
minority group applicants to the Project obtained a job, within three months,
that did not involve downgrading, which was scheduled to last three days or
more and which the person still held at the end of 30 days. This result for
minority group Project applicants was not significantly different from results
for minority and for non-minority group Main Office applicants. In the first
report, we discovered that the Project received a small proportion (17 per
cent) of its job orders directly and that the jobs received seemed contrary
to the "new doors" goal of the Project. In this report, we found out that
an even smaller proportion (12 per cent) of job orders were received directly
and that there were indications that these direct orders were for less
desirable jobs which had more rigorous entrance requirements than was the
case with orders sent first to the Main Office. In both reports we discovered
that applicants were much more likely to be offered jobs on direct than on in-
direct openings. In the first report, we pointed out that no real headway had
been made toward the goal of training 500 persons until late 1965. In this
report, we find that nearly $200,000 of training funds originally allocated
for the Project has been returned to the Bureau of Employment Security without
the knowledge of the Project Director, and also, that it is improbable that
more than half of the 500 persons originally proposed for training will
actually complete courses funded for the Project. Only one of the seven
courses will have been designed for a skilled occupation. It is true, however,
that the opening of the Skills Center has apparently increased considerably
the potential training opportunities for Project applicants.

In addition to these disheartening results, there still are remnants
of the internal difficulties discussed in the last report, plus new and
severe external influences which should have more negative than positive
effects on the Project. The Advisory Committee has devoted a considerable
amount of its time since June to reorganizational matters. It has regained
Labor representation, but not from the members of the AFL-CIO Central Labor
Council whose resignations were unclear at the time of the last report. The
Advisory Committee Chairman has also formed two essentially new subcommittees
and charged them with the responsibility of examining the basic issues re-
lated to the Project's existence and operation. In many ways, these occur-
rences have been the most promising developments since the last report. How-
ever, inadequate communication between the Project Director and the Advisory
Committee, as well as evidences of rigidity on the part of the Department of
Employment in policy matters, tend to offset whatever gains the Advisory
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Committee might be in the process of making.

Events external to the Project, but ones which are nevertheless
closely associated with it, have occurred which, in our opinion, will have
deleterious effects on the Project. It will be difficult, if not impossible,

- to measure such effects, but it seems quite likely that they will occur.
Recent changes in the Skills Center funding procedure threaten to make it
impossible for those Projeot applicants who have severe educational handicaps
to avail themselves of training at the Center. The Economic Development
Administration's grant of $10,000,000 which has associated with it the train-
ing of approximately 1,150 mechanics in the next five years will now be of
questionable advantage to Project applicants with severe educational deficien-
cies because the time permitted for training would not be sufficient to
bring such persons up to the minimal educational requirements for trainees.
Perhaps the most damaging blow to the Project was the new Mayor's statements
in the press after the Job Fair. The comments which left the impression that
minority group persons are not interested in finding jobs and that they,
therefore, did not follow through on the efforts made in good faith by industry,
cannot help but convey a distorted picture to the public. At a time when
clear, considered and imaginative thinking is needed to attack the minority
employment problem in a city which has been noted for its racial discrimina-
tion, the Mayor's statement provided none of these.

We would speculate that, for a Project of this type to be successful
in finding long-term Jobs for minority group persons, especially in occupa-
tions and industries which have previously not hired minority group persons,
and for creating opportunities for more minority group persons to move into
such jobs, what is needed is a strong, assertive, creative and intelligent
director working for an organisation or group which has collectively similar
characteristics; working in a system which makes funde and resources rela-
tively easily available; and located in an enviromnment where the economy is
generally thriving. None of these situations seem to hold in the case of
the Oakland Adult Project. There is little wonder that the results are so
disappointing. Many changes seem needed at this point, but we have the im-
pression that minor changes which do not include a facing of certain basic
issues by the members of the Advisory Committee would be fruitless. In order
to focus on the issues as we see them, let us paraphrase parts of the con-
cluding peges of our first report:

The employer representatives on the Advisory Committee
need to demonstrably serve as catalysts so that the busi-
ness community will (1) examine the role it has played in
contributing to the current situation, (2) take a closer
look at the validity of the screening process used in
hiring, and (3) consider the social obligation business
may have in instituting programs of compensatory hiring
and/or training independent of governmental funds...

The labor representatives on the Advisory Committee need
to demonstrably play an active role in (1) encouraging
unions to examine their contribution to some of the re-
strictive hiring practices resulting from union contracts,
(2) reevaluating the entrance requirements for their ap-
prenticeship programs, and (3) examining their possible
obligation for ocompensatory admission into training pro-
grams, union membership and job assignment from hiring
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halls.

The minority group members need to become aware of the
complex issues involved, and need to have representa-
tives who can intelligently and incisively contribute
to the attempted resolution of problems facing the Pro-
Ject.

The California State Employment Service needs to assign
personnel who can effectively carry out the extremely
difficult role of directing the Project, and it needs

to be consistently alert to building in true flexibility
and independence for the Project.
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APPENDIX A

NARRATIVE SUMMARY
OF
EXECUTION OF INSTITUTIONAL TRAINING COURSE
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NARRATIVE SUMMARY
OF
EXECUTION OF INSTITUTIONAL TRAINING COURSE

Phase I — Establishing the Need

1, Possible occupations for training should be existing and/or
projected shortage occupations. These should be identified on the basis
of unfilled orders, labor merket studies, and successful MDTA programs
elsewhere,

2. Potential demand for the occupations should be determined
from labor market studies, local Advisory Council meetings, and information
from employers and unions concerned with the occupations, vocational
education personnel in public and private schools, and Employer Relations
representatives of the various agencies who make regular visits to
employers, Demand is also determined from local records, i.e., the number
of orders received, the number of placements, and the number of cancella-
tions. In order to obtain the net demand, i.e., training need, an attempt
should be made to survey the supply of qualified applicants to determine
how many are usually on hand, how many qualified applicants move into the
area, and how many qualified peopls move out of the schools and other
training facilities into the labor market,

3. The potential supply of trainees for the occupation should be
determined by examining the characteristics of local applicants,. discussing
with counselors and placement interviewers the characteristics of thear
clients, and by contacting schools, unions, and other public and private
camunity agencies. (The use of sources outside the Department of Employ=-
ment is a means of reaching out to those disadvantaged individuals who do
not ordinarily register for employment with local CSES offices.) The
objective is to estimate the number of potential trainees with cammon
training interests, skill level, and knowledge who will be available for
the training, )

4o A Notification of Occupational Training Need, MDT-1, is
written for occupations where there is some indication that employment can
be anticipated after completion of training. In multi-occupational
projects, MDT-1's are often written for basic and remedial education for
those trainees who need such education before they can assimilate
vocational training.

Phase II - Obtaining Local Consent

5. Local labor unions and other organizations representing em-
ployees in the occupation are contacted for endorsement of the need for
training. Lacking such endorsement, the comments of the unions or organi-
zations are requested.

6. The MDTA Coordinating Coammittee considers the apparent interest
in the training, and then decides whether the course should be institu-
tional, OJT, or coupled, The committee is usually camposed of representa-
tives fram the: i
a. State Department of Education
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b. Federal Bureau of Apprenticeship and Training
c. State Division of Apprenticeship Standards

d. Local Schools

e, Federal Bureau of Indian Affairs

f. Local CSES office

g. State Department of Welfare

7. The Alameda County MDTA Advisory Council —— made up of represen~
tatives from labor, management, minority groups, and interested agencies
other than those on the Coordinating Committee (when appropriate, and as
ex-officio participants) -- considers the MDT-1 and advises the local office
manager regarding the feasibility of the proposal.

8. The manager of the CSES Local Office decides on the training
need and signs the MDT-1 if he approves of it. Even if the Advisory Council
disapproves the MDT-1, the. Local Office manager may approve and forward it,
giving his reasons.

Phase III -- Obtaining Employment Department Approval
9. The Coastal Area Office (San Francisco) of CSES reviews the
MDT-1 and approves or disapproves it.

10, The Central Office of CSES (Sacramento) reviews and then
approves or disapproves the MDT-1, Any MDT <1 received in Central
Office CSES which reflects serious objections from the Advisory Council,
Labor, or Management, is carefully reviewed and one or more steps are
taken: (1) the course is returned for possible negotiation and amendment
which will satisfy the objecting parties; (2) the course is referred to
members of the Governor's Manpower Advisory Committee for comments and/or
recommendations; or (3) the course is approved or disapproved after due
consideration of the objections and receipt of the camments and/or
recommendations from the Manpower Advisory Committee,

Phase IV - Designing the Course .

11. The MDT-1 is forwarded to the State Director of Vocational
Education who in turn transmits it to the appropriate Vocational
Education Bureau Chief.

12, The Vocational Education Bureau Chief refers the MDT-1 to the
Regional Supervisor who makes an assessment of job performance requirements,

13. The Regional Supervisor surveys the local training agencies and
recamends selection of the appropriate training agency.

14. When the designated training agency has agreed to submit a
training proposal, it prepares a training-plan (Form OE-4014), an estimated
budget (Form OE-4000) complete with back-up sheets explaining each budgeted
item, an Application for Approval of Training Project (Form VEMDT-1l or -2),
a Form MTI-2, and a reproduction of the original MDT-1,

15. The training facility gives copies of the proposal to both the
CSES Local Manager and the Vocational Education Regional Supervisor.

16. The Regional supervisor forwards copies to his Bureau Chief
with recammendations, including an original with original signatures
throughout.

17. The Bureau Chief reviews the proposal, recommends approval or
disapproval, and forwards copies to the State Director of Vocational Educa-
tion,



18, The proposal is reviewed (usually in Sacramento) by a Review
Team composed of representatives from the regional offices of the Depart-
ment of Labor, and the Department of Health, Education and Welfare, The
Team meeds with representatives from the Sacramento offices of the
Department of Employment and the Department of Vocational Education,
Occasionally, projects are forwarded directly to the regional offices of
the Department of Labor, and the Department of Health, Education and Welfare
because of an urgent need for quick review.

19, After review in Sacramento, copies of projects are forwarded
directly to San Francisco for a special approval and funding review by

representatives of the Department of Labor and the Department of Health,
Education and Welfare. ‘

20, If the course is approved and funds have been previously
allocated, the Review Team funds the Project when it is approved, If all
regular appropriations for MDTA projects have been exhausted, the Review
Team must submit the project to Washington for funding.l (State alloca-
tions are usually recalled to Washington during the last six months of the
fiscal year., The recall may be accomplished upon 30 days notice), The
Sitate agencies (Employment and Education) are officially notified of a
project's approval seven days after funding,

Phase V -= Conducting the Course

21, The Local Office and the training facility are officially
notified by the state agencies that the proposal is approved and funded;
they negotiate on starting dates and set them, (CSES Local Office needs
time for recruiting trainees, and the schools need time for arranging for
facilities, e.g., room, supplies, equipment, instructor, etc,)

22, While the course is being conducted, cammunication should be
maintained between the Local Office, the trainees, and the training
facility in order to resolve difficulties that may arise, The regional
representatives of the Department of Education have an important role
in seeing that training courses are conducted with a minimum of difficulty.

23, When the course terminates, the Local Office (BEmployment) is
responsible for engaging in placement activities,

2, After termination of the course, follow-up activities are
under-taken to determine post-training employment status and course
evaluation,

1All Redevelopment Area Resident courses are returned to Washington
for review and funding by representatives of the Bureau of Bmployment Secu~
rity, the Department of Health, Education and Welfare, and the Econamic
Development Administration,



APPENDIX B
LISTS OF TRAINING COURSES

‘Key:
E = entry R = re-entry
ER= entry, remedial SS = Spanish speaking
ARA = Area Redevelopment Administration
RAR = Redevelopment Area Residents
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List | == List of training courses, in which at least a majority of the traimees wers Project

applicants, that had started or were cospleted as of October 30, 1966%,

g -

' TPt T =& —Tusber of
Iype of Funding Classification Course Title Tra fnees
Projeet
Cal 308 Professional & Namagerial Radio Dispateher (E) IS
Cal 208 Clerical and Sales ClerkeGoneral (E,SS) 53
Cal 08 Clerical and Sales Gerocery Checker (E,SS) 42
Cal 08 Senleskilled Taxtedriver (ER) 81
Cal 308 Services Ass't, Jailer (E) (]
Skills Center Professional & Mamagerial Nap Drafisman 9
Skiils Conter Skiiled Office Machine Servicesan 7]
Sktlls Center Skifled Coabination Velder 8
Skills Conter Skilled Central Offige Installer 25
Skiils Centol; Services Cook & Pantryman 32
RAR Skitled Combination Velder 3
Majin Office

NOTA Clerical and Sales Clork General (R, Adult
Preparation) 56
RAR Clerical md Sales Gemeral Salesperson St
RAR Clorical and Sales Bank Teller 53
RAR Services Ward Naid 50
RAR Services Rork ing Housskeeper 1}
RARb < Agrisulture Groundsean 2

For all courses, the actual mumber of Project applfcants referred is used,

b
Originatly a Cal 308 courses
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List 1l == List of tni‘nlnq courses, in which at least a majority of the trainees were Project
spplicants,” that were pending as of October 3, {966,

‘ Occupational - Nusber of
Approval Status Classification Course Title Trainees

Not Presented to Advisory Coungil

Clerical snd Sales Carserist Alde (SS) 165
Clerica! and Sales Stenagrapher 3
RAR ' illed Alreraft & Engine Wechanic 137
RAR Skflled Aireraft Electrician 4
RAR Skilled Radfo Mechanie (Afrcraft) a

Not Presented to Schools

Skills Conter " Professfonal & Managerial Liconsed Vocational Nurse 55
Skills Center Clerical & Sales Transcribing Machine Operator 22
kills Conter Clerical & Sajes Vard Clerk 1l
Skills Center Skifled Federal Government

Pre=Apprenticeship 55
ills Centor Services . Orderly 27

At the Schools

Skills anter Professional & Managerial Radio Dispatcher 27
Cal 308 Clerical & Sales Centrat Office Operator (E) 50
Skills Center Clerical & Sales Contral Offieo Operator 22
Skifls Center Cterical & Sales Shipping, Receiving, &
N Stocking Occupations 8
Skills Center Skifled Diesef Mechanic 2
Skills Center Skifled Autorobile Mechanic 22

a ' ‘ .
For Skills Center courses, the expected number of Projeet tratnces (552 of total)

wes used, o
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List 1] == Continued

Skilts Center Skilled Metal Automobile Body Repafrman 22
Skills Center Skilled Automobile Brakeman &
Front End Man i
Skills Center Skilled Gas & Water Utility Worker 74
Skills Center Skilled Afreraft & Engine Mechanic. 55
~ Skills Center Skilled Coin Kachine Serviceman i
Skills Center killed Occupatfons §n the Graphic
Arts Industry 28
Skills Center Skilted Upholsterer 22
Skills Center Services | General Machine Operator 50
Skills Center Services " Automobile Accessories Installer t
Skills Center Serviess Driver Salesman ( Routeman) 16
Skills Center Services Policenan (Government Service) 82
Skills Center Services Jailer 55
Skills Center Services Waiter or Vaitress "
Awaiting Funding
Skills Center Professional & Managerfal - Veehanical Draftsman 22
Skilis Center Professfonal & Mamagerial Dentat Technician 28
Cal %08 Clerical & Sales Clerk Typist (ER) S0
RAR ' Clerical & Sales Dupticating Machine Operator V 15
Skills Center Skilled Electrical-lpplhnc; Servicenan 22
Funded but not Started
Skills Center Skilled Caleulating Machime Servicessn 22
Skills Conter Skilled | Typowriter Serviceman 22

Soriginally a Cal 208 course



List 1l == Funded but net Started (Continued)

%11le Contor’ Sorvices

Skilis Conter Sorvices

Mtoscbile Service Station
Attondent

Patreloen 11

4

b
Originaily o Cal 308 course,
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List 111 = List of training courses, im which at [east s majority of the trainees were Project

wolicants, that had been cancelled as of October 30, 1966,

TEOPTOTORT N AL
Point of Cancellation Classification Course Title Trainees
Prior to Advisory Council
Skills Center Professional & Mamagerial Dental Technician 6
Skills Center Skilled Bakep 5
Skills Center Skilled Electronies Mechanic 6
Skills Center Skilled Ship Electrician 5
Skills Center Skilled Arcraft Electrician i
Apprentice

sltllla Center Skilled Nolder (Foundry) 8
Skills Center Skitled Millean "
Skills Center Skilled Afrcraft Painter 4
Cal 308 _ Services Beauty Operator (E)

Cal X8 Services Mechanies! Trades Helper 50
Skills Center Unsktlled Assembler (auto mfg,) 1! 4l

&t Advisory Cetmcil.

Skills Center Professional & Managerial Display Nan 8
Skills Center Skitled Baker (Upgrading ¥ Refresher) i
Skills Center Skilled Truek Mechanic 9
Skills Center Skilled Autosotive Electrician 10
Skills Center Skilled Airecondi tionfng Mechanic 10
Skifls Center ‘Skilled Industrial Truck Mechanie 10
Skills Conter Skilled Offset Pressman 2

“For Skills Contor courses, the expoctsd nusber of Preject trainees (555 of tetal)
are weed,



List 11l = Continued

Skifls Center Services Forsal Waiter (Upgrading & -

Refresher) a
Skills Center Services Pantrynan (Upgrading & Refresher) 22

At Ares Level

Sills Center Professional & Managerial Architectural Draftsman 22
Skills Center Clerical & Sales Insurance Clerk "
Skills Conter Clerical & Sales Nedieal Records Clerk i3
Skills Center Skilled Duplicatingemachine

Servicenan 22
Skills Center Skilled Casheregister Servicenan 2
Skills Center Services Nurse Aide 55
Skills Center Services Surgica! Technician (Medical

Services) 1]

At State Level
Skills Center. Professional & Mamagerial Licensed Vacational Nurse
: (basic education) 27

Skills Center® Services Orderty (E) 22
Skills Conter® Services Murse Afde (E) 28
Skills Conter' Services ¥ard batd (E) 22
Skills Center Services Janitor (Porter 1) 8
Skills Center' Services Kitchen Helper (E) 16
Skills ‘Center‘ Services Trayline Worker (Waiter

hospitat) (E) » 16
Skills Canter Unek1led Watncipal Service Lsborer 2

aOr-igimnlly a Cal 08 course
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APPENDIX C

RESPONSIBILITIES OF NEW SUBCOMMITTEES
OF THE

OAKLAND ADULT PROJECT ADVISORY COMMITTEE
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‘OAKLAND ADULT MINORITY EMPLOYMENT PROJECT
610 - 16th Street, Room 323
Oakland, California

August 12, 1966
TO: Members, Oakland Minority Employment Project Advisory Committee
FRQM: Don McCullum, Chairman

SUBJECT: (1) Employment Development Sub-Committee
(2) Public Information & Education Sub-Committee

As a result of further discussion within the Committee around the follow-up
study, and in an effort to ameliorate some of the internal problems

pointed up by the study, the Chairman was directed by the Committee to
augment the Employment Development Sub-Committee and provide guidelines

for the operation of the sub-committee.

The following recommendations are submitted:

EMPLOYMENT DEVELOPMENT SUB-COMMITTEE
(EDS)

1. The EDS shall be composed of a chairman and no less than six members of
the full Committee with representation from labor, industry and minority
as practicable, ‘

2. The EDS shall report its findings and recommendations to the full
Committee and authorization for implementation of programs shall
emanate from the full Committee,

3. The Employment Development Sub-Committee shall recommend policy to the
full Committee for total development of employment opportunities for
minorities, the poor and other disadvantaged persons in the labor
market,

(a) The EDS shall reconmend methods of opening "new doors" of
employment opportunity.

(b) The EDS shall identify "new doors" of occupations and industries.

(¢) The EDS shall develop priorities and make specific assignments
to Committee members for opening new occupations and industries,

(d) The EDS shall make suggestions to, and cooperate with the Public
Information and Education Sub-Committee in carrying out its
responsibilities,

(e) The EDS shall determine and recommend methods for soliciting jobs
and effective utilization of job developers, fram industry, labor,
CSES staff and the minority community,

(f) The EDS shall confer with and review the day to day operations of
the assigned staff job developers who presently are acting in
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EDS (cont.)

1.

2.

the role of industry and labor liaison,

(g) The EDS shall make monthly reports to the full Committee as to
progress, problems, and future plans.

(h) The EDS shall idéntify various practices in employment and
placement that militate against minorities, the poor, and the
disadvantaged., ‘It shall further develop means, where feasible,
for encouraging compensatory hiring, realistic testing procedures,
preferential admission to apprenticeship training, realistic
entry criteria and creation of individual training programs
by employers,

(i) The EDS shall review periodically the plans and progress of
CSES in diminishing the applicant pool.

PUBLIC INF(RMATION AlgD EDUCATION SUB—-CCMMITTEE
PIES)

The Public Information and Education Sub-Committee (PIES) shall be
composed of & chairman and no less than six members of the full
Comittee with representation fram labor, industry and the minority
as practicable,

The PIES shall report its findings and recommendations to the full
Conmittee and authorization for implementation of program shell
emanate from the full Committee,

The PIES shall have the responsibility for interpreting the role of
the Project to the cammunity and developing community attitudes for
the total utilization of the minorities, the poor and other disadvan-
taged persons in the labor market. '

(a) The PIES shall encourage creative ideas from CSES staff and
present them to the full Coomittee and afford the CSES staff an
opportunity to make suggestlons for change in Cammittee policy
or format.

(b) The PIES shall determine method and tactics for dissemination of
of information of the Project and shall cooperate with the EDS in
carrying out the Cammittees! responsibility

(¢) The PIES shall identify the persons the Project is designed to
serve and develop a program of education to best reach and serve
the persons identified,

(d) The PIES shall interpret to the Conmittee the reports, plans and
projections of the Project and develop future programs to effec-
tuate the purposes of the Committee,



