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ADMINISTRATION ,OF THE JOB CORPS PRO-
GRAM BY THE EMPLOYMENT AND TRAINING
ADMINISTRATION OF THE DEPARTMENT OF

ILABOR
\ ) .
. : WEDNESDAY, SEPTEMBER 26, 1984
- HousE oF REPRESENTATIVES,.
MANPOWER AND HOUSING SUBCOMMITTEE -
é OF THE COMMITTEE ON GOVERNMENT OPERATIONS,

. Washington, DC.

. The subcommittee met, pursuant to notice, at 9:40 a.m., in room &
2247, Rayburn House Office Building, Hon. Barney Frank (chair-
man of the subcommittee) presiding. -

- Present: Representatives Barney Frank, John M. Spratt, Jr., and
John R. McKernan,dJr. *+ = :

Also present: Stuart Weisberg, staff director; Bill Zavarello, staff
investigator; June Saxton, clerk; and Nan Elw{)od. minority profes-
sional staff. Committee on Government Operations. :

OPENING STATEMENT OF CHAIRMAN FRANK

<. Mr. FRANK.The Subcommittee on Manpower a Housing of the
Committee o Government Operations will come“o order.

I apologize for bein%l late. The immigration conference is drag-
ging on and and that has impinged a little bit on my schedule.
That should no E your,problem, so I apalogize for this delay. I
was hit with one M5t importune on the way in here, which took me
a couple of extra minutes, :

This is a hearing which was called at the suggestion of our col-
leagué, Mr. Spratt of South Carolina about the Job Corps.

I just want to say a couple of things at the outset. g‘sirst. this i
essentially the kind of a hearing that 1 will confess I think I have
been guilty as Chair of not having enough of, It is fundamentally a
hearing about a success. There is a natural tendency on oversight .
committees to function prjmarily with regard to areas.where there
are shortfalls. One of our jobs is to see where things are not going
well and try and make corrections. _

ngdvertently, I think, we may, collectively, in that regard, con-

bute unduly to the notion that government always makes mis-

# takes and doesn’t havwe successes because the inevitable tendency is
to take the successes for granted and to focus on the problems with
the hope either of correcting them or, in candor, from time to time
embarrassing those who are guilty of them. And, those motives do
biend, as we know.
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In this situation, while the subcommittee does have some ques-
tions about the prograri and there are someareas where we think
there can be some imp svements and where we have some concerns.
we are fundamentally talking about what seems to me a success
story. A government funded program with government administra-
tion and private sector cooperation working with a very difficult
_problem trying to ‘make employment opportunities- real for a seg-
n;'lvnt of the population that would otherwise have problems reaching
them.

[ just want to make explicit that that is part of what we are
doing here today. We age, | -tBink, going to be sugpesting some
areas where we think there can be some improvements and where
we have some concerns. but it is within the context of a program
that we think has been very successful, that has confounded skep-
tics. and that many of us have a commitment to seeing go forward.
And. I believe that the success of this program shows that some of
those who denigrate the ability of this society to respond collective-
Iv through government to important social and economic problems
overstiate by a considerable amount the negativism of that case.

Mr. McKernan. the gentleman from Maine?

Mr. McKegrnaN. Thank you, Mr. Chairman,

I just want to join yith you in saying that I am pleased that we
are having thoese owxmht hearings because 1, for one, do believe
the Job Cogps has been a success. It has been, really. the best
chance for many of our disadvantaged youths.

Coming from the State of Maine, I know the success that we
Have had over the last 15 vears that | can remember —actually

* maybe it is closer Yo the full 20 years that the Job Corps has been
' in existence. But it is a program that all of us support. We have
seen some changes in the Job Corps Program over the last few
vears, and I think what this hearing is all about is really to con-
gratulate the gb Corps, on 20 good years of service and say how
can we improwk it in the future. As the chairman said, after all.
‘that is one of tRe funcfions of an oversight committee—to try to .
find ways to improve on all programs. Some need moreimprove-
ment than others, but even a program that has been as successful
as the Job Corps, I think, is one for which we can continue to look
for betfer ways to serve those in needin the late 1980's and 1990°s.

Thank vou. Mr. Chairman.

Mr. Frank. Thank you. .

With that, we will proceed with our first panel of witnelses.

We have Mr. Al Androlewicz. division vice president for Job
Corps Programs, RCA Service Co.; Mr. John Gaiaes, president, Te-
ledyne Economic Development Co.: and Herb Watkins, the Singer
Company Career Systems. )

{ Mr. Androlewicz, you are first on my list, so why don’t we just
start with you?

- ':; STATEMENT OF ALOYSIUS A ANDROLEWICZ, DIVISION VICE
PRESIDENT. EDUCATION AND HUMAN SERVICES, RCA SERYHCE
Q. ) .
Mr. ANDROLEWICZ. Yes, sir.
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Mr. Chairman ard members of the committee, I am Al An-
drolewicz, division vice president, education and human seryices of
RCA Service Co.. a major Jivision of RCA Corp. .

RCA has beer. operating Job Corps centers for- 19 years angd is
one of the larg:st Job Corps contractors in the private sector. We
are responsibl for 10 Job Corps centers, located in 6 of the Depart-
ment of Labor's 10 regions and serving a total of approximately
4,400 c5rps members, -

My own association with Job Corps dates from 1967 and includes
field experience as a vocational training coordinator and a. center
director. Currently | have overall responsibility for our Job Corps
business as well as a variety of other education and training pro-
grams. _

We at RCA are proud 8 our long association with Job Corps and
the record of cost-effective performance that we have compiled
during that association. We are committed to maintaining and if
possible exceeding that record in the future, and we welcome this
opportunity to participate, on the day that Job Corps celebrates its
20th anniversary. in the committee's examination of the program's: «
needs and resources, its achievements and potential.

My purpose in testifyving is twofold. First, I want' to summarize
RCA’s Jub Corps experiznce’ in recent years, concentrating on those
areas in which the committee has expressed particular interest.
Second, I wish to present, in the light of that experience. a few rec-
ommendations regarding the future support zv)d direction of the
program.

Our centers perform a comprehensive range of functions for dis-
advantaged vouths who are between the ages of 16 and 21.when
they enter the program. We provide corps members with basic edu-
cation. vocational training, placement assistance, dormitory and
food services, health care, and counseling to meet their individual
needs, and we are required to perform these services in a residen-
tial “etting that is safe, clean. well maintained, and carefully su-
pervised. ot

The typical new enrollee at one of our centers is an 1X-year-old
high school dropout who cannot read or write well enough to com-
plete a gob application, cannot add or subtract well enough to bal-
ance a checkbook, comes from a poor family, belongs to a minority
group. and either has not had a job for many weeks or else has
never had one. :

The odds against a young person becoming a contributing
member of society in the face of such disadvantages are over-
whelming. But for a disadvantaged youth who compl&tes the pro-
gram at one of our centers—and over 8) percent of those who
enroll do complete the program—those overwhelming odds are re-
versed. Over 70 percent leave the center for a place in the work-
force, a branch of the Armed Forces, a technical school, or other
‘ learning institution. So.ne go on to earn a college degree. Many
- earn a high school equivalency diploma through the program. And

all of those who graduate put themselves in a much better position
to lead socially and economically productive lives.

In the past 6 years the rates at which our centers retain, gradu-
ate, and place their corps members have remained relatively
stablé. There are. however, four areas of the program in which we
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are concerned about adverse trends that have developed in recent
years.

The first is the manner in which the regional offices review and
support our centers. Each center that we operate is reviewed annu-
ally; the review teams use comprehensive review guides and con-
duct followup reviews. However, over the past few years the staff
of the regional offices have been depleted by a series of reductions
in force. As a result, fewer members of the review teams have the
Job Corps experience necessary to conduct an effective review, -as-
sistance in correcting deficiencies is often not available, and in
some instances staff members from one center are také away
from their training duties to assist with a review at another center.

Similarly, center staff members are now required to perform ad-
ministrative duties that used to be-. performed by the regional of-
fices, such as arranging initial assignments and trahsportation for
new corps members, maintaining the records of corps members
who have left the program, and serving as the Disclosure Office tor-
the release of information on corps member '

Even more detri mental to the effectivéness of the p ogram is the
drastic decrease in the level and quality of technical assistance
available from the regional offices. In the past, problems in educa-
tion, training, residential living, and counseling that were 'beypnd
the expertise of venter staff could be referred to the regional ol?i)ces
for scheduling technical assistance from consultants. Now the only
specialized technical assistance available is from regiopal staff who
frequently have neither the time nor the specific skills required for
the varied needs that arise.

The second adverse trend is the severe reduction in capital im-
provement and rehabilitatjon moneys for updating vocational
training llquipment and mafbtaining physical plants. Qur vocation-
al training course is designed to teach skills that are above all mar-
ketable, but in 4oday's rapidly changing economy this goal can be
met only if our classrooms are equipped for the 1980’s, not for the
1970's or 1960's.

The reduction # rehabilitation moneys presents a problem be-
cause mos: of our centers are in facilitieys\btzt are old and in need
of continuous maintenance. Our staff and borps members contrib-
ute to daily and preventive maintenance in a variety of ways, but
their efforts are not sufficient to keep the physical plants at accept-
able levels of safety and sanitation. .

The third adverse trend is occurring at the national level, where
initiatives for the improvement of the overall Job Co:;ps Program
have become increasingly limited. Not only are there fewer initia-
tives. but those that are taken are being defayed by the lack of
technical assistance. And here again, centér staff members are
sometimes asked to take time away from their primary training
duties to assist in functions that are properly the responsibility of
regional or national staff. ‘

inally, we are concerned about a decline in the recruitment of
Job Corps applicants, a function that is not primarily a responsibil-
itv of the centers but that is a vitally important part of the pro-
gram. Up until a few years ago, this service was obtained through
a stable petwork of agencies that had acquired many years of ex
rience in meeting the unique demands of Job Corps recrufting. But
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in the past vear major changes in recruitment contractors have
been made that have disrupted this network. As a result, many of
our centers are operating significantly below capacity.

In reviewing these adverse trends. 1 do not want to give the com-
mittee the impression that all recent developments in the program

.have been negative. On the contrary, the national office has insti-
tuted a strong fiscal repogding system that enabids the program to
be conducted in 4 more businesslike way. The development of new
systems covering performance standards and risk assessments to
minimize the frequency and impact of serious incidents has like-
wise imprgved the program.

But we fin RCA are convinced that the adverse trends I have just
pointed oyt pose a sigaificant threat to the continued success of the A
Job Corpd Program. | would therefore like to recommend that Con-
gress and the administration act to reverse™these trends by taking
the following four steps:

First. apply no more reductions in {8rce to either the national or
region;l offices. .

Second. restore the staffing of both the national and regional of-
fices to levels that allow them to perform all their monitoring.
technical assistance, and administrative functions effectively and
without depending on center operating staff

Third, take the necessary steps to maintain stability in thi®re-
craitment network.

Fourth, provide the program with sufficient moneys for capital
improvement and rehabilitation to enable the centers to be proper-

Iv equipped and maintained.

For 20 vears Job Corps has been uniquely successtful as a part-
nership of business, organized lsbor, and the Federal Government
We know that it is a program that works, and we know the reason
that it works is that all three partners have made a sustained com-
mitment to provide the personnel and the resources necessary to
make it work. If' this commitment falters, then there is little
reason to believe that, on the occasion of the program’s 25th anni-
versary, its levels of achiecement will be as worthy of celebration
as they are today on its 20th anniversary.

Thank vou.

Mr. Frank. Thank vou very much, Mr. Androlewicz. 1 apologize
tor the mispronunciation at the beginning, but [ appreciate the
statement.

Without objection, we will insert into the record the material ac-
companying vour written rennirks,

{Mr. Androlewics’ prepared statement follows: |
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Statement of

Aloysius A. Androlewicz
Division Vice President, Education and Human Services
RCA Service Company

’ A Division of RCA Corporation

Mr. Chairman and members of the Committee, I am Al Androlewicz,
Division Vice President, Education and Human Services of RCA
Service Company, a major division of RCA Corporation.

RCA has been operating Job Corps centers for 19 years and is
one of the largest Job Corps contractors in the private

sector, We are responsible for 10 Job Corps centers, located
in six of the Depar!ment of Labor's 10 regions and serving a
total of approximatdly {400 corpsmemhers. My own association
with Job Corps dates from 1967 and includes field experience as
a vocational training coordinator and a Center Director.
Currently I have overall responsibility for our Job Corps
business as well as a variety of other education and training

programs.
»

We at RCA are proud of our long issociation with Job Corps and
the record of cost-effective performance that we have compiled
during that association. We are committed to maintaining and
if possible exceeding that record in the future, and we welcome
this opportunity to participate, on the day that Jobh Corps
celebrates its 20th anniversary, in the commitree’s examination
of the program's needs and resources, its acheivement and

potential.

My purpose in testifying is twofold. First, I want to
summarize RCA's Job Corps expericnce in recent yea. s,
concentrating on those'areas in wvhich the committee has
expressed particular interest. fecond, I wish to present, in.
the light of that experience, a few recommendations regarding
the future support and direction of the program.

Our centars perform a comprehensive range of functions for
disadvantaged youths who are between the ages of 16 and 21 when
they enter the program. We provide corpsmembers with basic
education, vocational training, placement aSsistance, dormitory
and food services, health care, snd counseling to meet their
individual needs, and we are reqiired to perform these services
in & residential setting that is safe, clean, well maintained,

and carefully supervised.

The typical new enrollee at one cf our centers is an 18-year- '
old high school dropout who cannot read or write well enough to
complete a job application, cannot add or subtract fell enough
to balance a checkbook, comeg from a poor family, belongs to a
minority group, and either has not had a Jjob for many weeks or

else has never had one.

I
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The odds against a young person becoming a contributing memher
of soclety inghe fgce of such disadvantages are .overwhelming.
But for a Jdisadvan¥aged youth who completes the prograh at one
of our centerg -- and over 85% of those who enroll do cemplete
the program -- those overwhelming odds are reversed, Ovet 70%
leave tne center for a place in the work force, a branch of the
armed forces, a technical school, or other learning institution.
Some «3o on to earn a college degree. Many carn a hiqh school
equivalency diploma through the program. And all of those who
graduate put themselves in a much better position to lead
cocially and economically productive lives,

In the past 6 years the rates at which our centens retaia,
araduate, and place their corpsmembers have remained relat valy
stahle. There are, however, four areas of the program in which
wo are concerned about adverse trends that have devsloped in
recent years, : . .

Tﬁgjfxrst is the manner in which the regional offi.es teview
and support our conters. Fach center that we operate is
reviowed annually; thé review teams use comprehensive review
quides and conduct follow-up reviews. ‘However, uver the past
few years the staffs of the regional offices have bLeen depleted
by a series of reductions 1n force, As a result,  fewer members
of the review teams have the Job Corps experience necessary to
conduct an effective review, assistance in correcting
deficencies,is often not available, and 1n some instances staff”
members from one center are taken away from their training
quties to'ausist with a review at another center. Similarly,
center statf memhers are now required to pertorm administrative
duties that used to be performed by the regional offices, such
45 arcanging initial assignments and transportation for new
corpsmembers, maintaining the gecords of corpsmembers who have
left the program, and serving the Disclosure Office for the
release of information gn corpsmembegs. Even mqre detrimental
ta the effectiveness offthe program is the drastic decrease in
the level and quality of technical assistance available from
th¢ regional offices. In the past, prohlems in education,
training, residential living, and counseling that were beyond
the expertise of ccnter staff could be referred to the regional
offices for scheduling technica] assistance from consultants.
Now the only specialized technical assistance available is from
regqional staff who frequently have neither the time nor the
specific skills required for the varied needs that arise.

{
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The second adverse trend is the severe reduction in capital
improvement and rehahilitation monies for updating vocational
training equipment and maintaining rhysical plants. Our
vorational training courses are designed to teach skills that
are atove all marketable, but in today's rapidly changing
oconumy this goal can he met only if our classrooms are
equipped for the '80's, not for the '70's or '60's. The
reduction in rehabilitation monies presents a.problem bhecause
most of our centers are in facilities that are old and in need
of continuous maintenance, Qur staff and corpsmembers
contribute to daily and preventive maintenance in a variety of
wiyh, but their e¢fforts are not sufficient to keep the physical
prants at acgeptable levels of safety and sanitation.
The third adverse trend is occurring at the national level,
where fnitiatives for the improvement of the overall Job Corps
proatan have become incr¥gingly limited. Not only are there
fower initiatives, but those that are taken are being delayed
by the lack Qf technical assistance. And here again, center
stuatf rembers are sometimes asked to take time away from their
primary training duties to assist in functions that are
properly the responsibility of regional or national staff.

Finally, we are concerned about a decline in the recruitment of
Toh Corps applicants, a function that is not primarily a
responsibility of the centers but that is a vitally important
part of the program. Up until a year ago, this service was
obtained through a stable network of agencies that had acquired
many vear8 of experience in meeting the unique demands of Job
Cotps recruiting. But in the past year major changes in
recruitment contractors have been made that have disrupted this
network. As a result, many of our centers are operating
significantly below capacity.

In reviewing these adverse trends, I do not want to give the
compittee the impression that all recent developments in the
program have heen negative. On the contrary, the Natiogal
Office has instituted a strong fiscal reporting system that
enables the program to be conducted in a more businesslike ¢
way. The development of new systems covering performance
standards and risk assessments to minimize the fregquency and
impact of serious incidents has likewise improved the program.

¢
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But we in RCA are convinced that the adverse trends T have just
pointed out pose a significant threat to the continued succens
of the Job Corps pragram. I would therefore like to recommend
that Congress and the Administration act to reverse these

] trends by taking the fellowing four steps:

[o]

First, applying no more reductions in forcw to elther
the National or Regional Offices.

Second, restoring the statfing of noth the Natiaonal and
Regional Offices to levels that allow them to pertorm
all their moniteoring, technical assistunce, and
administrative fundtions effectively and w1t hoat
depending on cPnter operating statf,

Third, take the necessary steps to maintain storvlity
ir the recruitment network,

Fourth, providing the program with sufficient monies
for capita}, improvement and rehabilitati-n to enable
the centgﬁs to bifproperly equipped and maintained.

For 20 years Job Corps has b&en a uniquely successful
partnership of business, organized labor, and the federal
gaovernment. We know that it is.a program that works, and we
know the reaspn ihat it works is that all three partners have
made a sustained commitment to provide the personnel and the
resources necessary to make it work. Tf this commitment

falters,

tte-  “ere ig little reasdp to believe that, oan tha !

occasion of *"-- nrogram's 2%th anniversary, its levels of
achievement . ' he:as worthy of celébration as they arc today
on its 20th. i

!

Thank you. - ) .
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Additional Information
én'the Operation of
f°b Corps Centers by RCA Service Company
Supplementing the
Statement of A. A. Androlewicz to the

House Subcommittee on Manpower and Training

General l i

- L)

RCA has managed and operated residential training centers for
the U.S, Department of Labor's Job Corps program Since 1966.
This effort entails the presentation of vocational training
programs to jobless youths and the operation and maintenance of
all associated training and living facilities. Over the years.
RCA has increased support to Job Corps to the extent that it “
now operates 10 centers nationwide, with an aggregate of over
4400 students jn training and total RCA staffing of 1300. The

. centers operated by RCA are:

o Blue Ridge Job Corps Center, Marion, Virginia. ;
o Keystone Job Corps Center,'Drums,.?ennsylvania.

o ootomac Job Corps Center, washington, D.C.

) Wwoodland Job Corps Center, Laurel, Maryland.

o Woodstock Job Corpe Center, Woodstock, Macyland.

o Westover Job Corps Center, Chicopee, Massachusetts.

) o 1Inland Empire Job Corps Center, San Bernardino,
s California.

o Tongue Point Job Corps Center, Astoria, Oregon.
o Tulsa Job Corps Center, Tulsa, Oklahoma.
0 Oneonta Job Corps Center, Oneonta, New York.

Vociational training is offered at RCA-operated Job Corps centers
-~ in a broad range of vocations, clustered in such occupational
‘ areas ag building construction, clerjcal and business, medical
services, electronics, automotive reéair, and food services.

" Training is offered both on center and off center, variously by
RCA staff, subcontractor staff, and representatives of various
trade unions and the National Association of Home Builders. .
Figure,l lists the courses currently offered at the individual
center‘ (the Oneonta center is still in the start-up stage and
its courses are not included in the figure).

-l
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Curricula and Curricular Materials

The instructional program at Job Corps centers is self-paced,
open-entry, and open-exit. Training courses are
competency-based and criterion-referenced. Curriculum
development is ongoing. A systems approach s used, and
vocational currficula follow nationally approved Occupational
Training Guides (OTG). When new vocations are introduced by a
center, the center is charged with developing an occupational
trafining quide hased on surveys and interviews of joh
incumbents,, licensing requirements, industry advisory panel
inputs. JOB“vaervattuns. and other relevant data. Several
OTG's have been developed by RCA, e.q., exterminator,
environmental specialist, telephone installer, and telephone
line repairer. Even {n the areas for which the training that
will,be of fered has been prescribed, cach center is responsible
for customizing the training to local needs and reviewing cach
curriculum annually to ensure jts continuing relevance. RCA

*\cutriculum specialists work with representatives from emplover .

qroups and the industry advisory council to update and revise
the content of vocational instructdion.

RCA staff members reqularly develop and use audiovisual
materisls including photographs, filmstrips, films, videotapes,
posters, and other media. Audiovisual materials are used in
all aspects of corpsmember training, beginning with
orientation, during which corpsmembhers view films and
videotapes that introduce them to life at the center and
familiarize them with the various vocations for which the
particular center offers training. Throughout their training
corpsmembers are shown slides, films, tapes, drawings, and
photographs that teach them how to interview for a job,
maintain health standards, cooperate wigh others, perform
specific tasks asgociated with their chosen vocations, and
overcome behavi problema. At some of the centers videotapes
are made while rpsmembers practice their interviewing
skills. Corpsmembers later view the tapes to discover their
strengths and weasknessess the insight that they gain through
viewing these tapes helps them to develop plans to improve
thefr skills.

Supporting the vocational training at Vob Corps centerts are a
number of other educational program elements desiqned to assist
the young and relatively inexperienced trainees better prepase
themselves for self-supporting, productive employment in the
American job market. Thece include r:medial and upgrading
instructicen in basic educatlonal skills (primarily reading and
mathematics) ;, introduction to the World of Work; on-the-job
work experience; driver education; and health education.

10
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Bilingual and cultural enrichment programs are designed to

assist trainees from Spanish-speaking and other Rminority
populations to be able to function more ~ffectively in the ~
mainstream of society.

*

Assessment

RCA provides three phases of assessment at Job CorpS centers -~
initial entry assessment, in-process assessment, and final
assessment. Initial assessment condists of two components. v

The first component i{s a series of written tests that are .
designad to determine the best place to statt in an open-entry.,
open-exit, self-paced, individualized training program. The “‘k
second component consists of job sampling in various vocational
options, coupled with counseiing designed to help the

individual make a viable and practical career selection.

In-process assessment uses curriculum-embedded testing ‘
augmented by Progress and Performance Evaluation Panels
(P/PEP). These panels consist of selected instructors,
resident advisors, and counselors who are most knowledgeable
of the student. At least once every 6 weeks, this panel meets
with the student to provide feedback, discuss progress, and
plan wit' the Student specific short-term objectives that are
relevant to his or her career goals. .

The final assessment of most corpsmembers consists of work
experience in an actual job environment for up to 30 days.
Participating employers complete evaluation questionnaires
frequently during this period and the results are used to
counsel the student and fine tune the last phases of training.
Some final assessments involve taking licensing examinations or
other specific tests or completing GED requirements.

scaff Training ¢

RCA trains supervisory personnel at ‘all of the Job Corps

centers that it operates as part of a comprehensive staff
development program. Using the resources of local colleges,
universities, and social service agencies, plus on-center

training libraries of books, films, tapes, filmstrips, and -
other medis, RCA training specialists conduct workshops ins

© Management by objectives.

o Plannini, erganizing, coordinating, and controlling
functions. )

11
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© Delegating responsibility.
o anaqaﬁent styles.
° Leade'rship. *

o Communication. ‘ ' .

o Motivation.

a Counseling.

o ' pPersonnel policies and procedures.

o Budgeting (({f applié&ble).
In addition, all vocational training and basic :dugation
instructors receive special auxiliary training in classroom
manageméht through the Systematic Training for Effective

Teaching program. Topics coveged in this in-service progras
includes &

\

-

Motivating through encouragement,
Listening and communicating.
Problem solving. )
Discipline as a learning process,
7 o Group dynamics.

o

2000

.

Group leadership.

All training {s assessed continually b;\ttaininq specialists
based on feedback from participants and courses are modified or
expanded as necessary. . . .

[} X1 *
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Record of Performance. < )

The Performance Standards for RCA-operated Job Corps centers
during the period July 1983 to June 1984 are as Eollaw%:

Standacd Acceptable Range RCA Performance
90-Day Retention Rate 65 -~ 70% 68.2%
1B0-Day Retention Rate 75 - 83% 76.8%
180-Day Placengent Rate 75 - 858 ) 84.6%

The Performance Measurements for RCA -operated centers during
the period October 1983 to June 1984 are as follows:

Ferformance -National National RCA

Measu. ement Standard Averaqge Average
Completion Rate 65.0% 73.7% 68.7%
Capacity Utilization 100.0¢ 99. 3% 97.4%
Placement - 95.0% 8l.2% . 87.8%

RCA's average Capacity Utilization for July and August *1984 {s
92.%%, down 4,8% from the previous 9 monéhs.

‘ . Mr. FrRank. Next, we will have Mr. Gaines.

STATEMENT OF JOHN (}AIIN'IES.,PRESIDENT. TELFDYNE
ECONOMIC DEVELOPMENT C0.

Mr. GAjngg. 1 endorse everything that Mr. Androlewicz has just
said. My words were supposed to be shorter.

I liked his four R:ints. I don’t want to be repetitious here, but I
sort of feel that when Herb Watkins gets his chance to spean that
you are going to hear the same story over and over and over again
with regard to the success of Job Corrs -
- However, I believe that we all feel very strongly about this pro-

and, therefore, perhaps a little repetition of what goes on
ere is in order.

The Teledyne Corp. has been operating Job Corps centers for the
gast 20 years and .is currently operating 10 centers located in the

tates of New Mexic‘?, z‘h'izona,d(!_?‘e oxlna, Florida, Massachu-
setts—Congressman— Virginia, and Pennsylvania. .

The Job Corps Program is a part of the new Jobs Training Part-
nership Act. When President Reagan was signing this new act into ,
law,  he made this comment about Job Corps, and I quote: “Job
Corps is an example of individuals becominp taxpayers not tax bur-
dens.:: I want to repeat those key words: “taxpayers not tax bur-

Gentlemen, that is what Job Corps is all about.

The approximately 80,000 young people, ages 16 through 21 who
receive training in the 103 Job Corps centers located ghout
the United States, come from poverty-level families. The majority .
are high school dropouts with no place to go but down. They come
to Job Corps with average reading and math skills at the fifth'
grade level. They are unemployable.

They mave into the Job Corps training centers where they stay
for an average of 9 months. They live, eat, and train at these cen-
ters 7 days a week. I'wantgﬁat that. They live there; they eat
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there; they train there; and they are there 7 days a week, 365 days
a year. -

" They are taught what I like to call the three R's. It might sound
a little corney but it's reading, riting, and rithmetic. =ny of these
young people study for and receive their GED which is the high
sihool diploma equivalency. They are taught basic ‘educational
skills.

Then we really get down to the basics. They are taught how to
fill out an employe ment form, how to prepare for an employment
interview, how to dress for an employment interview.

In short, Job Corps takes unemployable droputs and prepares
thein for the world of work and prepares them to become employ-
able, taxpaying citizens. * )

ain, the key words are: “employed taxpaying citizens.” That is
what the taxpavers of this Nation are paying for—the direct and
indirect dollar return to the U.S. taxpayer far exceeds the cost of
.the program. "

1 was asked to keep my remarks brief, and I have done so.

My writtgn testimony has been submitted to the committee and
is considerably more wordy. However, in thinking it over, I would
like to just read a few excerpts from my written testimony.

Mr. Frank. You may proceed. Let me say that if there is no ob-
jection from the other mémbers, we will insert the entirety of your
statement into the record.

Mr. GaiNgs. Oh, yes, | understand that.

Mr. Frank: Yes: but if | don't say that, we don't do it, Mr.
Gaines. {Laughter.]

Mr. Gaings. My God, say it.

Mr. FRaNK. Without objection, it will be inserted into the record.

[Mr. Gaines' prepared statement follows:]
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Testimony of
Jutn W. Caines
Presfdent
Teledyne Feonomic Development Cumpuny

- Introduction
4 .
Teledyne has heen operating Job Corps Centexs for the past twenty (20) years.
We currently operate Centers in Fhoenix, Arirona; Tucson, Arizona; Albuqugrque,
New Mexico; Roswell, New Mexico; Guthrie, Oklahoma; Pittsburgh, Pennsylvaniag
Grafton, Massachusetts; Gainesville, Florida; Jacksonville, Florida and Monioe,

Virginia.

Since 1964 the Teledyne Centers have been giveu consistently high performance
ratings by the Depurtment of labor. [ have bheen askea to comment regarding
any sppatent changes in the way Department of Vabor has monirored the program
Siace 19/8. 1 believe this mogitoring b - consistently improved. DOL perfoims
a8 comprchensive review and insxcnm of each Center once a year. In sddition,
during the year, DOL will send various individuals to e¢ach Conter to provide
technical reviev and assistance ss required. This inspection is perforued
to sssure DOL that the Federal Regulstions, concerning the opetation of Job.
Carps Centers, are being followed. Each contractor is also osdered by DOL
to maintain regularly scheduled annual reviews of its Centers by its corporafe
staff. In addition, each contractor i8 charged with un-going corporate
‘averviev and management rssistance to each Center. However, 1 do believe
that the secent tound of government RIF's has placed & hesvy burden on ETA
due to the loss of qualified and experienced Job Corps personnel. This program
has bheen in existence for 20 years. During that time DOL had built up a
cadre of staff well experienced in Job Corps watters. There is no question’
that the RIF's have hurt this staffing pattern. ETA has atfempted to minimize
this problem But I belicve it is & deep and continuing concern to all involved

in this proyiam.

i

All of the following cummments curicern TRAINING, Training {s what this program
fs all about. The Job Corps enrolls disadvantaged young people (ages 16-21)
who are usually high scheol dropouts -- with no place to go but down -- and
) trains them. Trains them to be PRODUCTIVE FEMPLOYABLE CITIZENS. It is not
an easy task. It is & task this country cannat afford to ignore. It is
a task that is now being done by JOB CORPS. The direct and indirect dollar
return to the United States Taxpayer far exceeds the cost of this progrsm.

Job Corps Budget and Personncl

Job Corps is the most successful sccial laboratory in the country to reseasch
and implement methods of breaking tre poverty cycle. The gteat strides made
by the program over the past twenty (20) years have proven this repeatedly.
1f & corpsmember is to succerd in & job, he or she, must possess skills in
five interrelated areas: Vocational, educational, physical, living-and sociasl.
This is what Job Corps provides. As Mathematica Policy Research of Princeton,
New Jersey has found, "the aversge investwent per corpsmember {5 paid back’
in approximately three yecars™. With the proven success rate of the wmore
than 1,000,000 youngsters who have profited by Job Corps, it can bg truly
said that congressionsl appropristions hsve been and continue to be well
spent. In terms of real, dollars, the budget for Job Corps has de.reased
over the years but Job Corps has steadily improved its program. I ha:dly need
say that the employment situation for the youth of this country needs special
attention. Basic skills and attitudes necesssry for employment are of utmost

-
.
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foportance. Job Corps is @ spccessful vehicle for providing disadvantaged
youth with these skills, It is an outstanding demonstration of the joining
of industry, labor, government and youth inte a successful progrem. Budget
considerations continues to plague us sll. I am sure that vhen your cosmittce
tevievs the Job Corps budget for FY'S8S and future yrars, this worthwhile
program will receive the consideration it deserves.

Vocatipoal and Skills Trainiug _ ; )
The vwimtional learning environment at Job Corps Centers manifests the
pbiloicphy of individuslized trai.ing, complimented by the development of
skills and confidence in esch. cotpsmember. The Centlr's vocatfonal training
is designed with a focus on esch fndividual's cusrrent position in the working
world, his/her employment expectations, and the cst.ablishmait of realiseic
goals and development of skills to attain them. ‘

Curtfcolum fnsures that individual abilities are ekercised in the Acquistion
of specitic , sktlls required for employment. Opportunity {s continually
avatlable to practice these skills in order to stimulate motivation.
Mot tvation is further increased through progressive accomplishme of tasks.
All tiaining exprrivnces are direct]y supported by vacationally ‘fﬁi‘:ed reading
and math,

Jab Corps is well aware that conventional methods of training have not worked
in the Job Corps target population, Therefore, instiuctional techniques
and mrthods are designed to cope witlr corpsmembers who have a history of

difficulty in training or negative attitudes towsrd it.
y Loy,

The Job Cotps Program tealhes young people how to vork. Job Corps has Ycen
a national lcader in developing competency bancd vocational programs within
the system. This vocationsl improvement effort with all fts thrust must
be maintained. I urge the subcommittee to take special care to se¢e that
these effurts of the Department of Labor continue to receive the necessary

attention for success. U
Basic Education

The Job Corps cducatfion Pprofram emphasires basics. Reading and math skills
are stressed. The acquisition of a GED, for those withou® & high school
diploms, is paramount for Jjob placement in many occupations. Training in
other social and living skills takes place to address behaviors which have
caused the youth problems at home and at work.

We have developed within Job Corps & very strong and sutcessful basic education
program gesred towsrds individusls moving at their own pace to reach common
gosls. The GED program developed for Job Corps is utilzied by wmany non-Job
Corps orgunizations. Teledyne is particularly proud of a Learning Disabilities
program developed by the Gainesville Center in conjunction with the Unfversity
of Florids. This program is the most extemsive one of its kind dealing with
adolescent Jearning problems. It will soon be* utilized nationally. These
programs illustrate the Basic Educstion areas strengths. .
*

<
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Job Corps has desfigned a grogram =that blends superior  instruction with
sensitivity to the needs of the dissdvantaged young person. Learning is
made {nteresting, individualized to the «corpsmesber's abilities and
interests, and geared to the deamnds of the job wmarket. .

Job Corps defines learning as an interaetio& with one's environnent that
prospty 8 change in behavier. “ The challenge for the Job Corps staff is
“to di:ect‘cugfimember's interasctions with their cnvtr?nnent s0 as to help

*
them . deal mot vecessfully with the working world-
Job Corps iqu~fxvtpsmrmhur'5 fnnate capecity to master tasks  they have
- not attempted. frst, it stimulates their desire to lgarn and persevere
in the task; and, sviond, it allows thda the time their abilities require
-« fo master f{t. .
Accosgingly, Job Cotps is guided by the following precepts in de:ignink
the Job Carps Center's cducational traini program teo be of greatest bhepefit
to the o psmemberss 7
e Individualized instiuction promotes effective learning. "
0 Must corpsmenbers can master the leagning task if
. prevented effectively and if they are allowed as much
time to pracerice and sbsord {t a5 their individual gbility
¢ requires. ’ . N
o In order to belmastered, a learning exﬁerience must
meaningful to the lesrner. Instrucfors should continuflly
demonstrate how the subject matter will be useful to
corpsmembers.
0 Leaining is measurable and should be measured.
o Effective learning requires the learner's active -
participation. \
© The goal of learhing {s to cnable the learner to apply ‘
wnowledge, shills, or attitudes to his/her owm life.
The education steff of the Job Corps gives a1l corpssembers individual
attention fo insure that they have the opportunity to lesve the progrem
e with & CED, to master the skills needed to locate and progress in s job
" that offers upward mobility, and to attain the self-confidence and knowledgs
necassary to live independently while working with others in our sociefy.
o .
Yombet corpsmember's needs, the educatfon staff works closely with
individuasl corpsmesbe:s in threec main areas:
Academic cducation (wsth, reading, and GFD)--to help
corpsmembers acquire sll the knowledge and skills .
they are capable of attsining.
*
e o
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Vocational support to prepare corpsmembers with the
skills necessaty to find and keep the job that offers
upward mobility, The academic education staff works
with the wocational stgff fn developing vocational Y
i  vocabulary ’heet. and writing corpsmember activity
guides to eMable corpsmembers to understand the
' ' vocational Jpterials used in thedvarioua shops.

social Sevelopwmt to encourage personal growth,
social skills, and independence.

L3
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These three arcas work in conjunction with all components of the Ceater
to sssure that corpsmembers receive a well developed and thorough training

experience. ~.
Residential Living

The aspect of Job Corps which truly distinguishes it frum the mjori:y’:(
of other training programs {s itflresidential element. Center Life includes
meny’ components -- counseling, orientation, recreation, health services,
enrollee pupport, and, of course, resfidentisl living. All of these areas
assist the youth to live independently after leaving the program.

During the past three (3) years, Job Corps has made a concerted effort
to impiove this area. A Training Academy for Res{dential Advisors has
‘ heen established at the Clearfield, Utah Center. Emphasis has been placed
on group dynamics and intergroup relations. The residential living PYrogRram
s designed to provide corpsmembers with the maximum opportunity to develop

patterns of liv that help them succeed in their educational and vocational
training and bufld a revarding personsl life. Positive behaviorsl change
can be produce ly in an environment of trvst, confidence, and successful
cxperiences. residential progrem Pprovides & base of stability, must

motivate the corpsmember to change uneccepmbld behavior, &nd continves
long enough for the corpsmember to feel comfortable and secure in Mew
patterns of living and bdedbavior.

To create such an eaviroument, Job Corps has designed the residential living

program to meet the following nbjectives: - '

Provide each corpsmember with safe, secure and healthful
physical surroundings.

Enable cach corpsmember to better cope with the demands
- of living as a responsible member of society and to '
relate to peers and authorities.

Provide professional counseling t(/mee: individual
a needs. .

Promote interest im productive lefsure experiences.

a
Reinforce positive behavioral change by giving praise,
privideges, and g:cater responsibilicy. .

v T
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Desired corpsmember behaviior {5 mainfained by spfifying a minimal number
of rules consistent with Job Crops requirements, acquainting staff and
corpscembers with the need for them, and training the staff “in enforcing
theo appropristely. . A

Physical Plants \

The physical plants of Job chp; are a8 diverse as there are Job Corps

~

Centers.  Con:ifnuous g{}:k needs to be done on these sites to keep them .

at propet health and “safety levels for corpsmembers in their training.
T urge continued attention to the Jobh Corps facilities which now exist.

Equipment Needs

As weil as Job Corps does in itg vocational training efforts, it hgs been
hampered by the lack of funde to wutilize current tisining equipment.
Corpsaembers, when placed on Work Fxperience, are often confronted with
machinery they have never seen, We view the ability of Jab Curps to keep
cutrent witii the needs of the vocational tgades now being offered ar Center's
as one of the most impostant gequitements of the future Job “orps vocational
program.

In closing, I would like to comment to this committee, that Job Corps may
be compared to another program supported by Congress. 1 compare the Job
Corps progiam with the GI Bill which was passed shortly after World War
IT. The €1 Bill legirduyion has proven to be one of the wisest legislative
bills panced and supported by Congress {n this century. I believe Job
Corps, although on & smaller sc;ﬂe. can be i{ncluded in this category. .

Thank you for this opportunity to share with you, oy {nsights concerning
Job Corps.

Mr. Gaings. 1 didn’t come all the way from California not to get
it in the record. [Laughter.} oo

Mr. FraNk. Go ahead. .

Mr. Gaines. What I am going to address here is this. 1 went
through my written testimony and as I read it over in my own
mind, I said to myself, “What key things struck my mind" that
would be meaningfﬁe or I felt would be meaningful to you folks up
here.” So, as I read through this wordy thin%i,l picked up a few key
phrases. and I am just going to read them through so there is not
necessarily a context of a followed script. Nevertheless, I think the
things that I am going to mention from my written testimony bear
mentioning here before you gentlemen. ‘

DOL performs a comprehensive review and inspection of each
center once a year. In addition, during the year, DOL will send var-
ious individuals to each center to provide technical review and as-
sistance as required. This inspection is ormed to assure DOL
that the Federal regulations concerning the operation of Job Corps
centers are being followed.

In addition, each contractor is also ordered by DOL to maintain
regularly scheduled annual reviews of the centers by its corporate
staff. In addition to all of this, each contractor is charged with on-
going corporate overview and ment assistance to each
center. And the reason I am pointing this statement out is because
you gentlemen asked for a comment on that particular subject in
the correspondence I received from you all. )

Going forward here—I don’t want this to sound self-serving but I
certainly believe it and I am sure my colleagues here believe it and
I imagine all the folks behind me in this room certainly believe
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it—Job Corps is the most successful social’ labo -atory in the coun-
s trylto research and implement methods of breaking the poverty
cycle
1, want to stop and let that set in for a minute because that is
certainly the backbone and the guts of this program.
crmmtemofrealdollmthebudmforJobCorpshasde
overﬂxeyears,butJob(brps.mmy@mmn,hasstmddy
improved its program.
mewereexcerptsfmmpagel and there were a lot of other
words on page 1, but we are tomovenghtonto‘;::ge
Mr. FRank. Mr. Gaines, w. 't you just read w. u want
tomadldon’ttlunkweneedthecmumentnryaboutw t is in
and what is out. Just read them.
Mr. GaiNes. All right.
-~ Job Corps is an outstanding demonstranon of the joining of in-
dustry, labor, government, and youth into a successful

The centers vocational t is designed with a focus on each in-
dividual’s current position in working world, his or her em sj
ment expectations, and the establishment of realistic goals an dJe’-

o%ment of skills to artain them.

Corps is well aware that conventional methods of training
have not worked in the Job Corps target population. Therefore, in- -
structional techniques and methods are designed to cope with corps
members who have a history of difficulty in trauung or negative
att'll‘;x Jobtocwoard leté rograni emphasizes basics. The

e ucation p em ics. acqumx
tion of a GEgsfor those without a high school diploma is para-
mount for job placement.

We have developed within Job Corps a very strong and succebsful
basic education program geared toward individuals moving at their
own pace to reach common goals.

Job Corps defines learning as an interaction with one’s environ-
ment that prompts a change in behavior.

Job Corps taps corps members’ mnate capacity to master skills
they have not attempted.

e aspect of Job Corps which truly distinguishes it from the
majority of other training programs is its residential element.
Center life includes many com f:nents counseling, orientation,
recreation, health services, enroliee su and, of course, resi-
dential living. All of thwe areas assist youth to live independ-
ently after leavi

-ephymcal tsof ob Corps are as diverse as there are the

I8 JobCorpseenters. tinuous work needs to be done
on ..mesnwswkeepthematpmperhealthmdnfetylevehfor

corps members in their training.

In conclusion, | compare the Job with the GI bill
.which was passed shortly after World War II. The GI bill
tion has to be one of the wisest bills and

* by Congress in this cen believe Job Corps, al-
tthbmaﬂerm mﬁemclﬁedmthiseategwy
you
Mr. Frank. Thank you very much, Mr. Gaines.
th:::mllhaveaomet.mcatumswhm'e\wacauelalwu'atwecmmeof
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Finally, Mr. Watkins,

STATEMENT OF HERBERT W. WATKINS, VICE PRESIDENT AND
GENERAL MANAGER, CAREER SYSTEMS, SINGER CO.

Mr. Warxins. Thank you, Mr. Chairman.

Mr. Frank. Let me just say, Mr. Watkins, that without objection,
your statement will be inserted into the record in its entirety, and
you are free to present all or part of it, as you wish.

{Mr. Watkins' prepared statement foliows:]
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TESTINONY BY M. W, WATKINS,
VICE PRESIOENT AND GENERAL WANAGER .
THE SINGER CONRANY, CAREER SYSTENS

1 BEFORE TNE SUBCORMITTER ON
: NANPONER AND WOUSING OF THE -
[ GOVERNNENT Oﬂﬁﬁ,TSOIS CONNITTEE

September 26, 1984 ) )

I am Herbert W. Watkins, Vice President and General Manager of the Career Y
Systess operation of The Singer Company. Singer currently mandges 12 Job

.4 Corps Centers under contract to the U.S. Department of Labor, through its
Employment and Training Administration. Career Systews, as a separate
training olmpany within The Singer Compsny, 2150 fuplemented vocat fona)
assessment and training programs funded through various other titles of the
CETA legislation. In addition, we have operated programs {n public schools,
in vocationa) facilities, in correctional institutions and for the mi)itary.
We are currently conduct ing similar prograss and marketing related products to
the newly formed JTPA service delivery areas as well as operating dislocated
worker prograss for industry.

A3

The Job Comtprogra {ns gur base of greatest experience, as well as the
largest pe.rcentaqe of our al sales. [ personally became involved with Job
Carps when' 1t was still under the auspices of the Off ice of Econcmic '
Opportunity. [n its 20-yeer history, I have seen widespresd and bipartisan
Congress fonal support engendered by the program's effectiveness with the
dismivantaged young mef and women who have enrolled in Job Corps.

Y
{ am not caﬂwmed now as to the program's continuatton as much as | am with

ity ongoing program effectiveness dnd its responsiveness to the needs of the
target populat fon served,
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Job Corps, at ft's current level of 40,544 service years, faces a fiscal
shortfall at the 1984 program funding level of $577.5 million. The
supplemental appropriation of $21.7 millfon to the Job Corps Fiscal Year 1984
budget will help to address the backlog of facility repairs and equ ipment
replacements, but the probles qf an excessively tight operational budget
remains. The Administration budget of $600 million for the Fiscal Year 1985
appropr{ation will maintain the current operational leve!l only if stringent
cost cutting measures are instituted.

.+ 1 om concerned about the level of technical support and program innovation in

/ the face of the reduced budgets.and severe personnel reductions that have
occured, fn the five years betwoen 1978 and 1983, the program was expanded to
serve more of the target population, while the mumber of Regional and National
Job Corps staff was steadily decreased. -The nusber of enrollees in this five
yﬂr period increased 82.8 percent and the number of centers expanded by 77.9
percent, from 59 to 105 centers. Yet the suthorized positions in Job Corps
Regionat Off ices decrused by 42.8 percent from 271 positions to 155, Today,
with a cmcity level of 40 544 slots and 107 centers, dob Corps has
authorized ceilings of 151 staff at the Regional level and 46 staff at the
National level. From 1980 to 1984, the staff was cut approx imately one
third. In my opinfon, the Regfonal staff, at least, should be restored by 20
percen\or 8 minimm of 25-30 posit fons.

The reduction in position ceilings has affected the qual ity of the program by
two factors: a roduced number of staff - with a workload at an expanded level
- and the exchange of experienced staff with inexperfenced staff. Most, if
not all, of the Regfonal Offices have lost & majority of their experfenced Job
Carps staff through *"busping® by senior transfers frow other ETA functions --
generally CETA and Employment Service.




The contractor's job has been made more diff fcult in Tight of the lack of
Regtonal Off fce knowledge and cont inuity for evaluating proposals, selecting
contractors, conduct ing cer‘er reviews and acting on requests for approval,
Obviously, such & situat ton lTessens both the amount and the qual ity of

. management and support performed by the govermment, Contractors have been
forced to assump & number of functions previously consfdered to be more
properly responsidilities of the Regional Offices. Two examples are
supplementary recrufitment of corpsmembers and the inftfal revtew and
deterninat ton of the med fcal and dehavioral suitadility of new enrallees.
These two areas particularly concern me because of l{ability Issues for which
the contractor does not recetive prot,ectim‘ under the Tort Clatns Act, as does
the Government. Contractors cin snd have been'sued for illegal actfons of
corpsmenbers, and the lawsyits to establish necessary precedents are extremel
costly to the corporationt. These and other shifts of accountadbility to the
contractors incresse the financial exposure snd attendant risks at the same \
time that Job Corps operating budgets and managements fees for performing a
cont inuing, enlarging scope of work have sot increased accordingly.

The shift of functions from the Regional Off fces to the contractors and fheir
centers places s greater degree of an aduinistrative burden on center staff,
thereby dfvert ing mansgement from prograd considerstions. Combining
diminished technical support for program improvement with {ncreased
sdministratve” dutfas at the center level, as well as generally tighter
budgets for center operatfons, s a design that can only fapact on the quality
of the educat fon and training progran delivery. Kor is it eppropriate to

. decrease Regional Office mon ftoring by restricting project manager visits or
Regional Office reviews of centers because of reduced personngl or travel
finds while increasing the corcractors' fisbilfties for disallowed costs or
significant incident control. .
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. In late 1982, several millfon dollars of funding was transferred from Job

Carps to the Off ice of the Inspector Genersl in the Department of Labor, for
the purpose of auditing Job Corps contracts. Throughout the many audits and
re-audits in FY ‘83 and '84, few improprieties were found that resulted fin
disallowance of costs. Approximately 1.1 pillton dollars of costs, over a 6-7
year perfod, were audfted with anly three milifon dollars of suggested
disaliomed costs, defore final Just ificatton and appeal by the contractors.
This finding represents .3 of a percent and :'lurl‘ suggests that Job Corps
operators are fiscally responsidle.

Tn% determined that Job Corps has a sound fiscal sanagement system.
What we need now 15 more support for program enhancement and technfcal upport
from exper fenced government staff. "After the fact” documentatfios has lesser
valye in terms of real need that "hefore the fact” program assistance. !

< would suggest to the Subc@imittee that the Job Corps program is performing &

vital serufCe for disadyantaged youth and that the progrem should be supported
by the federal dollars and personnel to do the job.

.

Mr. Watkins. Thank you. . )
I am vice president and general manager of the Singer Career

. Systems operation of the Singer Co. Singer currently manages 12

Jub Corps centers undgr contract with the US. Departmerit of
Labor through its employment and training administration. .
We operate centers in seven different Federal regions. In addi- .

‘tion to that, we also operated other tmaining ﬂrograms for CETA, .
‘correctional jnstitutions, military, and, particu

rly at this point, in
time, conduct JTPA programs and the dislocated worker programs
for industry. .

The Job Corps Program, however, remains our base of greatest
experience, as well as the largest Jyercentage of our annual sales. 1
personally became involved with Jub Corps when it was sti{l under
the auspices of the Office of Economic Opportunity. In its 20-year
history 1 have seen widespread and bipartisan congressional sup-
port engendered by the program’s effectiveness with the disadvan-

- tajzed young men and women who have enrolled in Job Corps.

1 need pot speak, I think, any further to the success of the
gram. You have certainly expressed your acknowledgemeng of that.

I am not concerned in my testimony as to the program’s inu-
ation or its effectiveness as much as I am with its ongoing p
effectiveness and its responsiveness to the peeds of the target popu-
lation served. .

Job Corps at its current level of 40,544 service years faces a tight
fiscal problem in the 1984 funding level of $577.5 million. The sup-
plementary appropriation of $21.7 million to the Job Corps fiacal
year lmriudget will help to address the backlog of facility repairs
and equipment replacements but the problem of an m\vely
tight oPerational budget " remains. The administration of
$600 million for the fiscal year 1985 appropriation would maintain
the current operational level only if stringent cost-cutting meas-
ures were instituted. g
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I am concerned about the level of technical support and program

innovation in the face of reduced budgets and severe personnel re- .

ductions that have occurred. In the 5 years between 1978 and 1983
the p m was expanded to serve more of the target population,
while the number of vegional and national Job Corrps staff was
steadily decreased. The number of enrollees in this 5-year period
increased 83 percent, and the number of centers expanded by 78
percent from 59 Job Corps centers to 105 Job Corps centers in that
period. Yet, the authorized positions in Job Cm"_ps regional offices
decreased by 43 percent from 271 positions to 155. Today with the
capacity level of 40,544 slots and 107 centers, Job Corps has author-
ized ceilings of 151 staff at the regional level and 46 stafi at the
national level. In the period from 1980 to 1984, the staff was cut
appraximately one-third. In my opinion, the regional staff, at least,
should be restored by 20 percent or a minimum of 25 to 30 posi-
tions. The cuts were just too deep. .

The reduction in position ceilings has affected the quality of the
rogram by two factors: a reduced number of staff—with a work-
oad at an expanded level—and the ‘exchange of experienced staff

with inexperignced staff. Most, if not all, the regional offices have
lost a majqyrity of their expesienced Job Corps staff through bump-
ing b[‘y seri:ilftltmnsfers from other ETA functions, generally CETA
and Employment Service:

The contractor’s job has been made more difficult in the light of

" this loss of knowledge and continuity for evaluating proposals, se-

lecting contractors, conducting center reviews, and acting on re-
quests for approval. Obviously, such a situation lessens both the
amount and tge ualify of management and support performed by
the Government. Contractors have Been forced to assume a number
of functions previously considered td be more properly responsibil-
ities of the regional offices. Two examples are supplementary re-
cruitment of .corps members and the initial review and determina-
tion of medical and behavioral suitability of new enrollees. 1hese
two areas particularly concern me because of the liability issues—1
should peint out that this is a favorite subject of mine—for which
the contractor does not receive protection under the Tort Claims’
Act. as does the Government. Contractors can and have been sued
for illegal actions of corg$ members, and the lawsuits, established
for necessary precederfts are extremely costly to the corporatiops.
These and other shifts of accountability to the contractors increase
the financial exposure and attendant risks at the same time that
Job Corps operating budgets and management fees for performing
? continuing, enlarging scope of work have not increased according-
y. - .
The shift of functions from the regional offices to the contractors
and their centers places a,Tater degree of an adnfinistrative
burden on ‘center staff, thereby diverting management from pro-
gram considerations. Combining diminished technical ‘support for
program improvement with increased administrative duties &t the
center level. as well as generally tighter budgets for center oper-
ations, is a design that can orlly have an impact on the quality of
the education and training program delivery. .

Nor is it appropriate to decrease regional office monitoring by re-
stricting project manager visits or regional office reviews of centers

[N
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because of reduced personnel or travel funds while increasing the
contralctors' liabilities for disallowed costs or significant incident
control, .

In late 1982, several million dollars of funding were, transferred
by Job Corps to the Office of the Inspector General in the Depart-
ment of Labor for the purpose of auditing Job Corps contracts.
Th out the many audits and reaudits in fiscal 1983 and
1984, few improprieties were found that resulted in Jisallowanee of
costs. Approximately $1.1 billion of costs, over a 6 to 7 year period,
were audited with only $3 million—and 1 believe my figures are
correct—of sugyeated disallowed costs, that is, before malls}'ustiﬁc&
tion and appeal by the contractors. This finding represents 0.3 of a

‘ percent t?ln clearly suggests that Job Corps operators are fiscally
responsible.

he audits determined that Job Corps has a sound fiscal system,.
management system. What we need now is more support for pro-
gram enhancement and technical support from experienced Gov-
. ernment staff. Why not take that kind of money and use it for
what we now need? '

“After the fa:t"” documentation has lesser value in terms of real

Laneed than “before the fact” prgam assistance. | would suggest to
the subcommittee that the Job Corps Program is performing a vital
service for disadvantaged youth and that the program should be
supported by the Federal dollars and personnel to do the job.

t me add in closing thaf a lot has been done in a professional
management sense by the National Job Corps Director to standard-
i’f aéxdhuniformly control the administration of this program. I ap-

. piaud that. . y '

We just need more horses to pull the load effectively to maintain
this program and further enhance it.

Thank you.

Mr. FRANK. Thank you very much, Mr. Watkins. T want to thank
all three of you for very g testimony because it had the kind of
specificity that is helpiul to us in considering where we are in the
program. .

Sometimes we have fairly complex questions and difficulties with
separate modes of administering, et cetera. It seems to me that we
do have a situation here where quantity is really the question
rather than quality, that is, there does seem to be general agree-
ment with a side issue about contracting out civilian conservation
areahwbich is really a subsidiary issue but the question is how
much. ‘

Everybody seems to that this program is being done wall,
although I do want to ask one question. I gather there was an eval-
Eation done by Mathematica a few! years ago which came u» with

igh marks for this program and other subsequent evaluations
were very high, and I am told there is now a ,000 proposal for
a further evaluation. , . .

Given what you sa{.and iven the tightness of money, I am won-
dering whether you-think this program is in need of another sort of
top-to-bottom evaluation as to whether or not it is working well
only a couple of years after the Mathematica one was completed.

L{r. Anproiewicz. Mr. Chairman, I personally would like to see
the $600,000 placed in the rehab and maintenance area to make
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the centers livable for our corps members and to make sure we can
ungrade the vocational equipment when needed and when neces-
gary.

Mr. Watkins. Mr. Chairman, I am afraid we have been through
a period where we seem to continually have to prove the Job Corps
Program despite its overwhelming support. We have been through
periods of claims of fraud and abuse and other things.

I can onl;; say that we are indeed proving over and over some-
thing that has n well established. If it is necessary to further
prove this program in order to get the kind of budget that we need,
then indeed the Mnthematica stut?r would be well worthwhile.

The old study, tiie previous stu { did a lot to convince people of
what this progra:u is all about, so I am hedging my answer a bit. |
would like to see this money go in the program, but if you need
this kind of thing to sell Job Corps, then I am for it.

Mr. Franx. | appreciate that.

My own sense, | must say, is that is some people at OMB who
are going to keep hiring contractors until the f!x’nd somebody to
say that the program doesn’t work well. I think the medieval con-
cept was invincible ignorance, which is very resistant to new infor-
mation.

The reason I say this is that there does seem to be a striking con-
sensus here. We are talking about money and, as I understand it,
not huge amounts.

First, with regard to the physical equipment, | gather there are
reallf' two segarate points. One is that we have ﬁot a structural
problem. We have got some buildings that are in physical disrepair
and we are talking about normal maintenance.

Let me ask this question. I think it is good to get all the poten-
tial problems out on the table. Given the ulation that we are
dealing with, some people would have had fears that they were
q_eople who would have been excessively rough on the buildings.

he physical maintenance that you dre talking about—has there
been in the Job Corps Program any unusual degree of damage or
destruction, or are we just talking about the normal wear and tear
that you get on buildiréf?

Mr. WATKiNs. Mr. Chairman, we have a center, Glenmont Job
Corps Center, in the Albany area. That cenfer was a former semi-
nary. It has one of the most beautiful chapels I have seen in my
life. It has stained glass windows that are just hard to describe.

When that center was first established at that site, there was a
great deal of concern that these chapel windows would be broken,
they are worth a tremendous amount of money. There was talk
about covering the windows. We never did. There isn’t a broken
pane there.’ :

Mr. Gaings. I would like to say a couple of words here.

I think that—first, there are 103 centers throughout the country.

" Some of those centers were built in the 1920's, and they were build-

ings that were commandeered and/or bought by L. Some of
them were rebuilt. Some of them were even new buildings.

“ }-think there is a tremendous difference betwecen, centers over
these 103 in regard to when they were built and their state of
being at that juncture. A typical example is that we have a center
in Pittsburgh right at this moment. I believe the building was built
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in about 1910 and it is quietly sinl)ing into the ground. However,
we are planning to move that center to another older building. In-
sofar as what the kids do to the building, I would say it is just your
normal kids being there, but it depends on where the facility is and
what year it was built. There is a complexity of buildings out there
tnat runge anywhere from the 1910's until the current days. That's
your problem.

Mr. ANDROLEWICZ. Mr. Chairman. [ would like to add, that some
of the centers give clear evidence that corps members have actual-
ly enhanced the property. Our Potomac Center right here in Wash-
ington, DC, fo: example, looks a lot better today than it did when it
was the old youth center or when it was totally unused:

So. the work that corps members do on the center actually, |
think, enhances the property.

Mr. Frank At sounds like we are in a sort of penny-wise and
pound-fooligh situation because if you don't do the basic mainte-
nance, volfwill sooner than otherwise find the building is unusua-
ble and b% faced with a much more capital lacement cost. .

Let me ask Mr. Androlewicz a question. What is unusual here is
that you are coming before us as the contractor saying, in part,
“We have a problem because they are not checking up on us
enough.” I think that is a very healthy thing. We ought to make
that clear.

But one of the things I gather there is agreement on is that the
reductions in force have reduced the ability of the regional offices,
as well as the national office, to service this program from the ad-
ministrative side.

Now, this meets the model that a lot of pecple have in mind,
which is that the Federal Government will set the standards for
the programs, will let the contracts, will hold people to the stand-
ards; but the actual administration day-to-day will be done through
private contracting with the private sector. This is a model that a
number of people who have been critical of bureaucracy have.
Without endorsing that model, it is one valid one.

Obviously that assumes, though, that the public sector will do its
part of the job. I think it is striking here that we have the private
sector partners here saying, “Hey, we are not getting enough sup-
port, supervision, et cetera.”” I gather that is what you are ing
in terms of the RIF's which are having a deliterious impact g?lxbﬁr
ability to perform our part of the bargain, that is, the Federal Gov-
ernment’s part.

Mr. AnproLewicz. We feel very strongly that over the last 20
years the success of Job Corps has been truf;r a team success attrib-
utable to all involved parties, including the corps members, the pri-
vate sector center operators, the Federal Government employees
that have the union trades. and the Nationa! Association of Home-
builders.

What we have developed over the years has come as a result of
working together. I went through the cycle from working in a Job
Corps center to being a center director to now being responsible for
10 Job Corps centers throughout the country. I learned a great deal
from my counterparts in the Federal Government—the project
managers, the regional administrators, the national people who

came in and did reviews. B E ST COPY
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The reviews are treated more like a mamiéement tool than they:
are an "l gotcha.” In other words, someone comes in and takes an
independent look. We have never had a review of one of our Job

Corps centers that did not help u ve that center's oper-
ation. That is how we look at jt— §aifx‘t;:'l‘;:ijﬁnanagement tool.

Mr. Frank. I have to say here that I am afraid that | see coming
on a self-fulfilling prophecy on the part of some, whereby the staff-
ing level that is meeded at the Federal level to help this program in
the area you jusmked about is not being provided. These funds
are needed to keep the program, one, physically in shape, and, two,
having the educational tools that are needed. Obviously, we don't
train these kids for obsolete jo but if we don't do a minimal
amount, you could then wind up cutting, whereby undercutting the
success of the program.

So, it is possible that by underfunding a program, you can make
it sufficiently unsuccessful. I don't suggest that is in danger right
now, but if we were to project certain trends, it would be.

Iet me ask my final question to all three of you. Mr. An-
drolewicz, you had four points here: no reductions in force in the
national or regional offices, which have already been substantially
reduced, restoring the staffing to points where they could not take
oVer what you are doing but be cooperative with you; having stabil-
ity in recruitment; and having—I think recruitment is important
because the hardest people to reach are precisely those whom the
program really ought to be reaching. If this program is going to
work well—and again, ] admire what you are saying here because
when you are talking about recruitment, the easiest way out would
be to do what they call “creaming™ in the manpower field. You
could just take the people who walk in off (nae streets, and that
would be fine. Recruitment is really the way to reach those who

*  are in most need of this kind of situationn

All those are things you want done.

Now, the House version of this budget, as I understand it, is the
administration's figure of $600 million for the Job Corps, which
passed un a continuing resolution yesterday, along with a total re-
vision of the criminal code and 400 or 5({) water projects and a
couple of other essential budgetary items to keep the Federal Gov-
ernment going. .

The Senate appropriation had ated $6:34 million. The $34
million that the genate budgeted over Yhe House, | assuine would
be helptul in accomplishing some of thdygoals that you have out-

lined in these four points? ~5.
Let us have each of you take a shot at thit.
Mr. Gaines? ‘

Mr. “GaiNEs. Are you saying there is a difference between the
Senate and the House moneys?

Mr. Frank. Yes, there is a $34 million difference—the Senate
has voted $34 million more than the House for this. I did not see
what the Senate did on the continuing resolution. 1 know the
Senate figure had consistently been $634 million, assuming that
they picked it up in the continuing resolution yesterday.

ould that be helpful in reaching these four goals that you said
you agreed upon?

Mr. Gaines. Yes, 1 would say very definitely.
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.When I sturted my initial testimony, I indicated that I agreed
prin;;rily with the four points that ‘Mr. Androlewicz had men-
tioned.

I think that the $600 million figure—and I bebieve that in previ-
ous comments and testimony from ETA, which is part of the
DOL—they indicated that the $600 million number would be ex-
tremely difficuli to operate within, even including their existing
RIF's. In other words, what I am saying is that it is my under-
standing that in previous conversations and testimony by DOL that
the $600 million figure was extremely tight.

Mr. Frank. So, in other words the $600 million would exacerbate
tHe current situationg and even at $634——

Mr. WaTkins. Absdlutely. Let me see if I can give some specifici-
ty to it, Mr. Chairmak.

It is my understanding that the $600 million administration
budget involves stringent cost reductions, which include the bid-
ding out of the conservation tenters, increasing ratios, which would
mean less stalf, and a number of other cost-cutting measures.

In reality, without taking these measures which would further
exacerbate the situation, you are at a figure of $634 million.

May | comment just briefly on your previous question?

Mr. Frank. Certainly. .

Mr. WaTkins. Job Corps—I like to think that we operate our Job
Corps centers and don't need over-the-shouldet supervision. I am
pretty proud of the the fact that the private sector can go in and do
tht:’t Job, and you don’t have to sit there and tell us day to day how
to do it.

On the other hand, the program is a complex program. It in-
volves elements that ar€ not at the center leve?—recruitment.

ilacement. the whole coordination and judicious use of money.

The ohly wag that this is really addressed is the exchange that
takes plhice betwgen %roject managers and center stafl. It takes
place with knowledgeable skilled project managers. ‘-

Mr. FranNk. In other words, part of what we can get with the

roper degree of Federal staffing is an exchange of information
rom different projects so that the learning process doesn’t have to
be duplicated every single place. I think that is a very good point.
t‘)vi(?m dealing with the sort of siiuation where you can share that
urden,

Mr. Androlewicz? .

Mr. AnproLewicz. Mr. Chairman, I would like to add to Mr.
Watkins' words. The $600 million budget would necessarily reduce
the services to corps rgembers. Further, to achieve all the savings
that would be necessaf¥§n order to operate within that budget, it
would be necessary to consider closing a center or!/two—which
would mean serving fewer corps members. , ' N

Mr. FrRANK. Theiy say they don’t want any s until reach
the point where i ‘\‘rbu Bre going to fund it at sich a level,
trying to pretend that you can service everybodg you gow have
means that everything will be inadequate, and eve y will be
inadequately serViced. .

Mr..ANDROLEWICZ. Yes.

Mr. Frana’'] apprciate that.| This is pending today. Based on
what I have heardp and | préviougly learned, my intention would be

[
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to write to the conferees on both sides and urge them to appropri-
ate the highe ?&um Any of my colleagues that want to join in
can do that. We will send that off this afternoon.

[The letter follows:]

r
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o NINETY-EIGHTN CONGRESS

Congress of the Lnited States- o
10ust of Representatives

MANPOWER AND HOUSING SUBCOMMITTER

oF Y
COMAMITTEE ON GOVERNMENT OPERATIONS
RAYBUAR KDUSE OIFCE SLUIMG, ROOM & 349 &
WASHMINGION. BC 20818

Qctober ), 1984

The Honorahle Willfam N. Natcher

Chairman, Subcommittee on Labor, .
Health and Human Services, and .
fducation Appropriations

2358 Rayburn House Office Building

Washington, D.C, 20515

Dear Mr, Chairmen:

When the conferees meet on the Fiscal vYear 1985 Labor-
HHS-Education appropriations bill, we respectfully urge the
House conferees to accept the Senate Yeve!l of $634 sfllion

for the Job Corps plogram.
‘ ? .

As 2 result of an oversight hearfag on the administration
of the Job Corps program held by the Manpower and Housing
Subcommittee on September 26, 1894, we are convinced that the
$600 milliaon Jevel of funding contained in the House-passed
bill is fnadequite to maintain necessary management and
persannel levels, As-was testiffed to at the hearing by
companies such as RCA, Teledyne snd Singer, contractors who
operate Job Corps centers, a level of funding of at jeast
$634 1s necessary just to maintain the current level of
operations and staffing. The $34 millfon lower figure in the

. House-passed bill would require further cuts im pevsonnel fn
the Job Corps program and would only add to the problems
posed by deteriorating facflities and equipment.

-

The Job Cocps program which recently celebrated its
twentfeth anniversary has had an outstanding record of
: achievement, However, fts continued success hinges on adequate

funding and accordingly we strongly recommend that the House .
conferees accept the Senate level of 5634.at1110a for the Job

Corps program for Fiscal Year 1985.

« Your favorable consfderatfon of this recommendation will
be most appregiated. -t

Barney
Chairman

Manpower and Housing

Subconmittie

>
1

ohn M, Bpratt
Member

(‘\
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Mr. FrRank. Mr. McKernan?

Mr. McKegNaAN. Thank you, Mr. Chairman.

If you add in the m?émental appropriation for 1984, in fact,
the million woul less than Job. Corps received for 1985
than they received in 1984, which is about million, I think.
That further demonstrates that there is no way to perform the
same services unless®there are sighificant savings envisioned by
somebody in order to implement the .

We talked a little bit about the s. I wonder if each of you
could just comment on your experience as to whether or not any
particular regions have been hit harder than others by this reduc-
tion. I'gather that in the region for New England that, in fact,
there has been an increase of a couple of people in the regional
office. I wonder what the impact has been in other parts of the
country.

Mr. AnprorLEwicz. As I understand it, the Boston office started
at such a low level that getting additional help was an essential
gte?. As to the regions in which we operate, I have se¢en a reduction
'in force, in which people who held responsible Job Corps pesitions
were bumped and now are doing something else. We lost valuable
Job Corps experience. But I don't think that this has been unique
to any one region, or that any one region lost more than another.

We have observed that, in order for a region impeded by a RIF to
function, it must revise its priorities. As a result, action on low pri-
ority items takes longer, and to that extent our centers perceive
the services performed by the regional office as less efficient than
they were before the RIF's.

r. WATKiNs. | would have to say that you have to evaluate the
effect. The effect has been uneven in regions, and it has been a
combination of reduction of staff and the exchange of experience
for mexperience. Some regions have been hit harder, in other
words, than others. Accordingly, that has been a difficult problem
for them to address.

The numbers are a very difficult figure to come to. Ih this day of
huge deficits and eve ing else, I recognize the need for uc-
tions. I think what we are trying to do is to say that the regions
are in a sublevel position—all of them unifcrmly, Some are having
difficulty in being able¢ to keep up with their workload as it cur
rently is add . ' C

It would not take a complete restoratirn, but it would take a par-
tial restoration, I think, to keep them at a state in which they can

maintain the quality of the ram.
Mr. McKgaNaN. any g want to add to that?
Mr. Gaings. I don’t think I have anything to add. I think they

both have pretty much covered it. ] have been listening to what
th?y had to'say and sort of thinking about it a little bit. There is
notdoubt that the reductions have been heavy. Evervone is aware
of that in all of the regions. :

I do feel that EFA ha« done a heck of a job in regard to minimiz-
ing the impact of this throuihout this system. I feel very strongly
about that. I realize that it has been a heavy problem to come to
grips with. I think they have streamlined thg system and taken
some actions that, in my personal opinion, have helped the system
a great deal, and I believe they have lived under this burden and
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~'with this burden much better than I, frankly, anticipated that they
would. I personally have been involved with these programs since
the outset back in OEO in 1964, so I have watc it go through
every conceivable phase. I have been impressed with their ability
to cope with this God-awful thing called RIF.
Mr. McKerNaN. | have cne more question.
You all talked about the benefit of reviews from those adminis-
tering the programs and the interaction being helpful to your pro-

grams.

Can you give me an idea of any changes in the review process,
the number of reviews, or however that process was implemented
before the RIF's and what has happened since the RIF's?

Mr. AnproLewicz. First, the number of personnel on the individ-
ual review teams ha# been reduced. Instead of having, perhaps, six
specialists, you might have four or three. Second, some staff mem-
bers assigned to review may have less experience in Job Corps. As
a result, reviews are not as comprehensive or as helpful as they
were in the past.

I think the quality has suffered: with fewer people and less work
gfys. review cannot get into the program as well as was once possi-

e,

Mr. WaTkins. In fairness | want to say that the conduct of the
reviews, procedurally, and the guides that the review teams use
represent a lot of thought and good professional management.

g‘he difficulty is that you have got—as Al has stated—people not
familiar with Job Corps in every respect, inexperienced not able to
make the adjustment necessary that in 107 centers you have differ-
ent physical facilities. You often have a/different makeup of the
corps member population. You have different factors. That is
where judgment of the team comes into gffect. We have lost that in
many respects, and that is whiat has hujt in the technical reviews.

hMg. McKerNAN. Mr. Gaines, do yoy want to add anything to
that’

Mr. Gaings. No, sir.

Mr. McKerNaN. Let me followup on that. I said that was going
to be my last question, but I don’t understand why these people are
le;s experienced. If you are talking about RIF's, I don’t understand,
why——

Mr. AnproLEwicz. While I am not fully familiar with civil serv-
ice practice, my understanding is this: A RIF in some area of ETA
could result in a person with more seniority than a person in Job
Corps, so they bump into the lattet's job, and the person from Job
Corps is either bumped out or bumps someplace else in the ETA.
Either way, w» lose the experienced person in Job Corps.

I have often wondered over the last couple of years why Job
Carps staff could not be excepted from this practice, inasmuch as
their program was not reduced, as were other programs in ETA. |
must assume that civil service rules require that all the ETA staff
be treated as one.

I know there. were other programs in ETA that were reduced,
but I guess the civil service rules require that all the ETA staff be
treated as one. :

But that is how we would get people from other programs.

4s BEST COPY




45

¢ 9 .
Mr. MCKERNAN. So, what is happening under ';gxe way the RIF is
conducted is that you are having people who afé in ETA but have
no particular expertise in Job who end up in the Job Corps
evaluation process? . .

Mr. Gaings. That's right.

Mr. AnprorEwICZ. Yes, sir. .

Mr. McKerNAN. That's a heck of a situation.

Mr. Frank. I am going to turn this over to Mr. Spratt. As I do
that, I am going to absent mm}f. I will ask Mr. Spratt to preside. I
hope to be able to rejoin the hearing.

want to say at this point that I am particularly appreciative of
you three gentlemen coming here ing your experience, |
think it has been very helpful. We will at least be able to send a
letter about the appropriation, and I think we are also going to
look into this question of the next phase of the Mathematica eval-
uation. I think we may be gztting over evaulated and underun as
far as things are concerned here.

So, I will ask Mr. Spratt to take over at thi‘sn‘)oint. .

Mr. SpratT [gres_idmg]. Mr. Chairman, I will just keep my seat
here and then I will come around when we have the next parel.

First of all, let me thank the three of you because I don't know if
you understand the extent to which candor is a premium in this
institution and in this city. You have come here and given us some-
thing that we sorely need and that is very candid, very honest,
very straightforward testimony. It has been extremely helpful.

I want to simg}y clarifi a few thilgs for the record because Mr.
McKernan and Mr. Frank have, for the most part, asked the ques-
tions that 1 would have asked.

First of all, do I understand you to be basically in consensus? For
example, Mr. Androlewicz led off and he gave four adverse or nega-
tive trends.

Is there anyone among the three of you or the two of you who
did not make that testimony who disagree with those negative
trends, those negative developments? :

Mr. Gaings. I don't believe so.

What was your first one, Al?

Mr. AnproLewicz. The RIF's. \

Mr. Gainges. 1 have chatted with my colleagues in the past on
this subject. I think that possibly I feel a little stronger.”I men-
tioned this in previous testimony. I feel a little stronger than they
do that the steps that ETA has taken in to streamlining the
system have had its effect on helYing out the undesirable effects of
the RIF's. I guess I am essentially saying that I am not so sure |
agree as strongly as they do in that

Mr. SpraTT. It is a matter of degree, then? ; .
Mr. Gaings. Yes, it is a matter of degree, but certainly the prob-
lem is there. ’

Mr. SpraTT. You would agree that there are fewer expert mem-
bers of the review teams? ¢

Mr. Gaings. Absolutely, absolutely.

Mr. SpraTT. Would you’ that the level and quality of tech-
mical assistance has diminished with the RIF's that have occurred?
. Mr. Gainges. 1 think it has dinninished -because there have’ been

- less people to provide the assistance, and I think that those pe'ople

» »
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who are there to provide it, as we just previously discussed, have
been moved around from ancther position in ETA and do not have
the lci':;‘;;ertise that some of these other folks who have been RIF'd
out .

In other words, you can have a situation where somebody is in
Job Corps and they put 20 years in but maybe they startedy when
they were 20, so they end up at age 40 and for one reason or an-
other they weren't in the service, you know, and the way the
system works anybody can bump them right out even though they
did have 20 years service with Job Cm})s

Mr. Spratr. Would you agree, would the three of you agree that
there has been a diminution in the quality of recruitment and
screening? Is there basic agreement about that, then?

Mr. WaTKINS. Yes. That is certainly one point that I didn't ad-
dress that Al did. I kind of wish I had said it.

There definitely has been. I think that is an example of what.

happens when you disturb a network. You are going to get that
dip, and we are experiencing it now, and it is hurting.

You can translate that from the recruigjment activity to the same
thing that is happening at the regional/offices. We tended to zero
in on technical reviews, but I would point out there are a lot of
other things that are affected which seem purely administrative—
the handling of paperwork, the transmission of communication.
These are lagging. This is all involved in the experience of process-
ing. One of the other contractors indicated to me that it has affect-
ed their payment schedule. That is of serious concern to the con-
tractors because they put the moneygaip-front and the repayment
on costs is very crucial. That has been reduced.

Another problem is the inability to get approvals in a timely
fashion because the people handling this paperwork are new and it
is new to them.

There are crucial issues such as repairing the roof because it is
le1king. These get unduly delayed, and that is critical.

<So. these are prollems that are occurring, and they have largely
occurred because of less people to handle it and inexperienced
people dealing with it.

Nfr. Gaines. 1 think, Herb, you hit it on the head when you said
the network has been disturbed. I think that is a key point. I cer-
tainly have to agree with that. I had not really thought about
that—the network was disturbed as an overall result of this RIF.
You can't necessarily point at an individual thing. One of the
major disturbances in my mind is this recruitment. Something has
gotten slightly out of whack in that degree. In some areas we have
no problems with recruitment, and in others we are experiencing
problems. I am not quite sure what the cause of it is, but I think it
could use certainly some looking into. I am not prepared to address
why, but it needs some strengthening.

ould yvou two agree with that?

Mr. ANpROLEWICZ. Most definitely.

Mr. SpraTT. As | understand what you are saying to these prob-
lems. it is more than just episodic changes. You see something sys-
temic here that affects. in the words of Mr. Watkins, the ongoing
program’s effectiveness or, as Mr. Androlewicz said, the continued
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succers of the program by the next birthday of the program, wheth-
er or not we have a happy celebration.

Let me ask you this. ] have read the Mathematica study, and it
seems to me not only to come out positively but to develop a good
methodology for trying to assess the costs and benefits of the Job
Corps Program.

Your own personal anecdotal experiences, your own empirical ob-
servations théy bear out the findings of the study by Mathema-
tica? Do you see the benefits as being substantia y measurably
greater than the burdens or the costs in this program’

Mr. AnproLEwicz. Witho'it question, sir.

We have many ‘zears of dealing with these youths, and we've
seen the success. We know what the placement numbers age and
the types of jobs they have been able to get. And we've enjoyed the
direct feedback when, you know, some of the youths have come
back and let us know what has happened to them over the years.
Without question; I think ¢the investment is well worth it, and the
coigs members ray it back with interest.

r. GainNes. In my empassioned speech earlier on, I think you
certainly got the thoughts of myself and the Teledyne Corp. in
regard to that specific, but1 think being even more direct than the
way | put it in m{ ogening remarks, it would appear that the
io'_t_x_pgster pays back the amount of money that is spent to train

im in taxes back to the Government in a period of, say. 3 to 5
years.

For the rest of his life, that is going to be a plus to the Gavern-
ment, so | like to look at it as a loan to that youngster in an indi-
rect fashion to get him started in life and break this darned pover-
ty chain that goes on endless. And these kids are third, sometimes
fourth, generation poverty types right from the poverty dole. That
is what we mean when we say break the poverty chain. That is
what it is all about. T helieve very strongly in that, so if you figure
3 to 5 years the cos: s paid back ta'ott’he youngster being out there
and being. productive and then, onlg knows, he can instill
within his kids as the generations go on the kind of things he has
learned through a program like this, and you have a situation that
goes on and on and on. That is breaking the poverty chain. When it
starts exponentially to go out this way, Lord only knows, what the
real savings are.

Mr. SpRATT. point,

Mr. Wartkins. | have been told that Job Corps graduates return a
$1.45 on every dollar invésted—ig taxable income. I think that is
pretty . ) .

Mr. SpraTT. In faxable income alone?

Mr. Warkins. Yes. That is my understanding. I can check my fig-
ures, but that is my understanding—$1.45 for every dollar invested.

One otner thing. Tonight there 18 going to be the 20th anniversa-
ry dinner for the 20th year of Job Corps. A hall-of-famer Job Corps
member will be designated tonight by Mr. Rell. If just hear
what is said about these hall of famers, you—it would reall‘{ blow
syour mind. We have one from our centers who is now Dr. Rhodes

started at the center with less than a high school education.

e was in trouble with the law. What a tremendous change in that
one instance.
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Those are the extremes. Mathematica addresses, I think, what

haﬁpens to the bulk of them, and that is much more important.
r. SeratT. Thank you very much for your testimony.

I don’t have any further ﬁesuons ’

Our next witness is Mr. Michael Urquhart, president of Ameri-
can Federation of Government Employees, 2

Mr. Urquhart, please proceed. o

.

STATEMENT OF MICHAEL URQUHART, PRESIDENT, AMERICAN
FEDERATION OF GOVERNMENT EMPLOYEES, LOCAL 12, AC-
COMPANIED BY FRANK COLE, CHIEF STEWARD. EMPLOYMENT
AND TRAINING ADMINISTRATION ‘

Mr. UrQquuaArT. Thank you.

Mr. Chairman and members of the subcommittee, I have accom-
panying me today, Frank Cole, who is the union's chief steward in
the Employment and Training Administration.

As you know, I am the president of American Federation of Gov-
ernment Employees, Local 12, which represents emg)lg{{ees in the

. national office of the Department of Labor and the A Review
Commission. .

It is on behalf of those employees that I am testifying today.

The AFGE welcomes the opportunity to reaffirm our strong su
port for the Job Corps Program. In a general sense, we are well
pleased with the progressive path of Job Co Program in
recent years under the direction of Mr. Peter Rell. ing 1983 the
Office of Job Corps achieved noteworthy successes in the areas of
fiscal control and procurement management. The scope of responsi-
bilities in this area is both broad and complex. The Office of Job

~Corps implements its dprogrsm through the development and issu-
ance of contracts and similar t of agreements with private
firms and organizations and with agencies of Federal, State, and
local government. (

Each r the Office of Job Corps finances and administers
nearly such contracts and nts. This is done both at the
national office level and through the 10 Job Corps regional offices.
The capabilities of the Office of Job Corps to administer these far-
reaching operations has been greatly increased owing to the ifn-
proved design and application of Jab Corps management systems.

These accomplishments can be attributed directly to the capabili-
tics of past and current staff. For the most part, these staff mem-
bers have a unique combination of technical capabilities coupled
with Job Corps Program knowledge that has been developed over a
considerable period of time and enhanced by on-the-job experience.
Continued succéssful implementation of these systems for fund ac-
g;xsntab{lit k:i" lhin&‘-' very heavily on continued accessibility to

pool of knowledge. ", v

If the persons who are knowledgeable of these unique systems
mdis&l:ced.uwsymmsmsemmly . To some
extent this did occur after the 1984 reduction-in-force, downgrading
and reorganization process. ) '

" The impact of the RIF/reorganization on the Job Corps is ter
than the reduction in- employment levels indicate due to fact
t&mltthelmsofexpeﬂeneedstaﬁershubeenmuchgmm.%
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the employment ceiling for the national office was reduced 10 posi-

tion, there was an actual loss of 20 expegjenced employees. Of the
total of 44 employees on board as of September 1984, 8 are new
transfers with no previous experience in Job Co Furthermore,
there are currently two vacancies which are not fitled while experi-
enced employees, formerly in the Job Corps, are assigned to other
offices in the Employment and Training Administration and man-
agement refuses to reassign them to those vacant positions.

The Department of Labor’s own regulations state that such
transfers of new employees into the Job Corps can only be made if
the new employees can reach a satisfactory performance level in %0
dalys. This has not been the case. )

t is our estimate that it can take as much as a year to develop
the knowledge and skills to do the job properly.

The serious displacement of in the area of program review
does weaken this activity. at least until such time as the new staff
nas developed the program knowledge needed to do that job.

The situation is even more severe in the regional offices, which is
of major concern to AFGE, Local 12. Presently Job Corps regional
offices have an average of one and a half staff per center to con-
tract for and administer the operation of Job Corps centers. This is
compared to 4.1 staff in 1977. This encompasses a broad range of
technical and managerial responsibilities, including the conduct of
procurements, monitoring and evaluation of centers, administra-
tive processing, ind control of invoices, property, et cetera.

In addition, Federal regional staff must review applications and
determine assignments of specific applicants to particular centers,
as well as arranging for‘the transportation of the enrollees from
their home communities to the Job Corps centers.

It is not reasonable to expect one and a half staff per center to
accomplish all of these responsibilities, plus provide clerical sup-
port. In fact, it cannot be done.

It is only through the personsl dedication and contribution of

rsonal time outside of work hours that services to corps members

ave been maintained in recent periods.

It is important to note that the present nature of the work to be
performed has changed drastically because Job Corps is now imple-
menting several new policies, incJuding policies of full competition
versus sole-source procurement for centers; of full competition for
outreach, screening, placement, and support tracts; of closer
controls of the management of disturbances and incidents on Job
Corps centers, of increased saudit cove ; of changing vocational
et’fggxgs in Job Corps centers, of establishing new facility stand-
ards and improving the of renovating deteriorating facili-
ties; of revising all guidelines and requirements.

While all of these policies and initiatives are well directad, they
clegrly represent substantial workload increases. Why then, has
the staff been reduced from 4.1 regional staff per center to 1.5 staff
currently? : ,

The fact remains that the staff reductions, especially those in the
regions, make it difficult, if not impossible, to handle the workload
increases related to policy changes being implemented or planned.

AFGE is conce that without an increase in the staff levels of
the Job Corps Program in the regions and in all components of the
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national office but especially in the program review area, there
will be a substantial loss in the quantity and quality of services
provided to disadvantaged youth the program is mandated to serve,

We usk that at least a temporary increase in ceiling to provide
‘ndditional staff for Job Cor mandated by the Congress. An in-
crease of anly one-half staff per center represents approximately 54
positions and would be a beginning to ensuring that services to
corps members do not deteriorate.

After a period of 2 years. an assessment should be conducted to
determine if further restoration of staff levels is needed to main-
tain quality services. This is the 20th anniversary of a highly suc-
cessful program addressing this NMion's most severely disadvan-
taged youth. It is important that the successful operation of this
program not be endangered by overzealous wielding of the budget-
cutting ax.

The Job Corps Program has also been adversely affected.by the
procedures for conducting a RIF combined with a reorganization,
and the haste with which it was carried out. The workforce in the
Employment and Training Administration, many of whom have
worked for the agency 15 years or longer, has been severely demor-
alized by the complete lack of regard shown by management for
their interests during the recent RIF. Rather than cooperate with
the American Federation of Government Employees, 12, to
explore ways to reduce the adverse impact, management rushed
ahead with its actions without adequate preparation, and without
completing consultations and negotiations."

Conducting a reorganization at the same time as a RIF generated
enormous confusion and made it next to impossible to monitor the
movement of employees from one position to another. The appear-
ance of favoritism in the treatment of some employees. if not the
reality, hus totally undermined any semblance of employee respect
for the Government’s personnel practices. Such shabby treatment
of its workforce must inevitably have a negative impact on the pro-
ductivity of the programs, ,

Further evidence of the lack of adequate planning on the part of
management is the ahsence of any analysis of work load require-
ments for the positions establisheg in the reorganization. Without
such an analysis, the allocation of positions among the various pro-

" grams in the Employment and Training Administration was arbi-
trary at best. The fact that proceding in such a manner violated
management'’s own regulations only reinforces Local 12's misgiv-
ings about the entire process. ¢

n addition, the reorganization has resulted in the widespread re-
location of employees in the Patrick Henry Building. Job
Corps is now spread out in three different locations inside the
building, having been previously concentrated on one corridor. Sev-
eral employees) were moved to new offices without phones, and
with the dispersal of the offices some phones are being answered by
secretaries not in the Job Corps. All of this has had ar adverse
- impact on the ability of employees and clients to communicate with
+  each other,

The AFGE firmly believes that changes are necessary in the RIF
regulations if the negative consequences of such reductions in force
and reorganizations are to be minimized. Speciﬁc"ally, we recom-
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mend passage of legislation to mandate the exhaustion of alterna-
tives prior to any RIF. And, second, that there be a freeze on all
personnel actions, including reorganizations, for a4 minimum of 40
days before or after the date of the RIF. . .

Again. 1 would like to thank the committee for allowing us to
testify today. I hope our testimony and the other material we have
supplied to you will prove helpful to you in your deliberations.

Mr. Spratr. Thank you. ,

Without objection, your entire written statement; along with the
attachments, will be inserted into the record at this point.

[Mr. Urquhart's prepared statement follows:|

9
<




American Federation of Government Employees, local 12
Testimony for the -

Job Corps Oversight Hearings

Titlg IV - Federally Administered Programs, Part B of Public law 93-
300 of October 13, 1982 provides for a Job Corps prugram within the
Department of Labor.

Specially, at Part B - Job Corps' "Statement of Purpose"” Section
421 providé; for the maintenance of "“a Job Corps for economically
disadvantaged young men and women which shall operace exclusively as a
distinct national program, sets forth standards and procedures for
selecting 1ndividuals as enrollees in the Job Corps, authorizes the
establishment of residential and nonresidential centers in which
enrollees will participate in intensive programs of education,
vocational training, work experience, counseling and other activities,
and prescribes various other powers, duties, and responsibilities
incident to the operation and continuing development of the Job Corps.
The purpose of this part is to assist young individuals who need and
can benefit from an unusually intensive program, operated in a group
setting, to become more responsible, employable, and productive
citizens, o .4 to do so in a way that coatribute, where fecasible, to
the development of national, State and community resources, and to the
development and dissemination of technioues for working with the
disadvantage ti:at can be widely urilized by public and private
institutions and agencies."

In a general sense, AFGE,Local 12 is well pleased with the
progressive path of the Job Corps Program in recent years under the

.direction of Mr. Peter E. Rall.
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During 1983, the Offigg of’ Job Corps achieved noteworthy successes
in the areas of Fiscal Control’and Procuresent Management, There
successes stem’ .the development and implementation of substantial
isprovements the interrelsted systems that are used to: (1) plan
and schedulg pajor p;;curenenk actions; (2) plan the allocation of
sppropriated resources; (3) and track the implementation of these plans
once they are set in motiom.

The scope of the responsibilities in this area is both broad and
complex, The Office of Job Corps implements its pr&éran through the
development and issuance of contracts and similar types of agreements
with private firms and organizations and with agencics of Federal,
State and Local Government. Each year, the Office of Job Corps
finances and administers nearly 600 such contracts and agreements,

This i{s done both at the National Office level and through the ten Job
Corps Regional Offices, The capabilities of the Office of Job Corps to
administer these far reaching operations has been greatly increased
owing to the impraved design and spplicatiop of three Job Corps

managment systems: (1) The system for developing and maintaining the
annual advance procurement plan/financial operating plan: (2) the Job

Cos ps financial management system; and (3) the Job Corps cost reporting
system. )
The above accomplishments can be attributed directly to the
capabilities of past and current staff of the Division of Program
Management and Review. For the most part, these staff members have a
unique combination of technical capabilities coupled with Job Corps
program knowledge that has been developed over a considerable period of

time and enhanced by on-the-job experience. &ontinued successful

implementation of these systems for fund accountabilisy will hinge very

1
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heavily on continuced accessibility to this pool of knowledge. If the
persons who are knowledgé!ble of these unique systems - and they are
unique to Job Corps - are displaced, the systems are seriously
jeopardized. To some extent this did occur after the 1984 Reduction-In-
Force, Downgrading and Reorganization process.

The impact of the RIF/Recrganization on the Job Corps is greater
than the reduction in employment levels would indicate due to the fact
that the ‘loss of experienced staffers has been much greater, While the
employment reiling for the National Office was reduced 10 positions,
from 56. o 46, there was an actual lpss of 20 experienced employees. Of
the tgtal of 44 employees on board as of September 1984, 8 are new
trsnliers with no previous experience in Job Corps. While the
Department of Labor's own regulations state that such transfers can
only be made if the new employees can reach s satisfactory performance
level in 90 days, this has not been the case in Job Corps. In addition,

the following downgrades occurred: G5-14 to G5-12; (S-13 to GS-09; GS-

" 13 to €5-09; and GS-13 ro GS-11.

O

ERIC

Aruitoxt provided by Eic:

In the area-ot progras review, it would be reasonable to assume
that the reviewnof program gperations can more effectively be done by
persons with a knowledge of the program itself. That may sound .

simplistic, but the "catch™ is that the Job Corps program differs

considerably from other ETA/JTPA programs and knowledge gatned working

L

on_other programs is not readily transferable to the Job Corps. A

serious displucement of staff on this function does weaken this
activity, at least until such time that new staff have developed the
program knowledge needed to do the job. .

National Office staff in the program review and fiscal areas are

.

M .
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sctively involved in retrenching after the RIF. Unfortunatly the

Regional Of fices have not been able to sdjust as well without

-

substantially more staffing. This issue is of msfor concern to

AFGE,Local 12.
Presently Job Corps Regional Offices have an average of one and a

half staff per center to contrace for and administer the operation of
Inb Corps centers. This encompasses a broad range of techaical and
nanagerial responsibilities including the conduct of procurements,
monitoring and evaluation of centers, administrative processing and
control of invoices, property, etc. In addition, Federal regional
staff must review applications and detersmine assignments of specific
applicants to particular centers as well as arranging for the
transportation of the enrcllees from their home communities to the Job
Corps centers. It is not reasonsble to expect 1.5 staff per center to

accomplish all of these responsibiliti- . plus provide clerical support.

N fget, it ‘cannot be done. It is only through the personal dedication
- - :

\

-~
-ﬂqﬁi~'ﬂﬁa—:;;;;13§¥39n of personal time outside of work hours that services

-~

‘so corpsmembers have been maintained in recent periods.
. Thé immensity of this task in relation to the staff resources
prov&ded is even more readily apparent when trends in staffing levels
are examined. In 1977, there were 4.1 regional office staff per
cen:er: Today there is only 1.5 staff per center.

in addition to the actual staff/center or vorkload relationship, it
is germane and noteworthy that the present nature of the work to be
performed has changed drestically because Job Corps s now implementing
a policy:

* of full competition versus sole source procurement for centers

(competitive procurements give rise to a much grester worklos. as
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procedures .are very time consuming and resultant protest and lawsuits
require additional time and effort); ] -
® of full rompetition for outreach/screening, placement aq{‘J" )

N

Support contracts; ,

* of closer cofgrols over the &A;agenent of di-turbances and
incidents on Job Corps centers including detailed reviews at the
regional and n&{igyal letel;

» of increased‘audil coverage calling for a hcqu workload on the
part of progrum staff to supplment and respond to the work of OIG
auditors;

- * of changing vocat fonal offerings in Job Corps centers;

* of establishing new facility standards and improving the
process of renovating deteriorating facilities;

* of revising all guidelines and requirements.

While all of these policies and initjatives are well directed, they
clearly represent substantial workload increases. Why then, has staff
- been reduced from 4.1 regional staff per center to 1,5 staff currently?

Recent efforts to achieve off-setting efficiencies including
decentralization of some functions to centers (e.g. recordkeeping and
records retent ion) and automation of some regionsl functions represent
some work reduction. However, the fac§ remains that the staff
reductions, expecially those in the regions, make it difficult, if not
impossible, to handle workload increases related to policy changes
being implemented or planned. .

AFGE is concerned that without an increase in the staff levels of

the Job Corps program in the Regions and in al1 components of the

National Office, but especislly in the Program Review area, there will

BEST COPY
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be a substantial loss in the quantity and quality of services provided

to the disadvantaged youth the program is mandated to serve.

-

AFGE ssk that at least a temporary increase in cefiling to provide

additional staff for Job Corps be mandated by the Congress. An

increase of only ene-half staff per cente' represents approximately 54

positions and w>yuld be a beginning in ensuring that services to

carpsmembers do not deteriorate. After a period of two years, an

assessment should be conducted to determine if further restoration of

staff levels is needed to maintain quality services. This is the

wentieth anniversary of a highly successful program addressing this

Nation's most severely d¢sadvintaged youth. It is important that the

successful operation of this program not be endangered by overzealous

vielding of the budpet cutting ax.

Th; Job Curps program has also been adversely affected by the
prucedures for conducting a RIF combined with a reorganization, and the
haste with which it was carried out. The workforce in the Employme;t
and Training Administration, many of whom have worked for the agehcy

15 years or longer, has been severely demoralized by the complete lack
of regard shown by management for their interests during the recent
RIF. Rather than cooperate with AFGE, Local 12 to explore ways to
reduce the adverse impact, management rushed ahead with its actions
wvithout adequate preparation, and without completing consultations and
negotiations. Conducting a reorgaization at the same time as a RIF
generated enormous confusion, and it next to impossible to monitor
the movement of employees from one position to snother. The appearance
of favoritism in the treatment of sose employees, if not the reality,
has totally undermined any semblance of employee respect for the

government's personnel practices. Such shabby treatment of its ¢
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a : ‘éﬁrforcé must inevitably have' a negative impa,; on the productivity of
: . .
- ] . )
- the programs. d ! \ . ~")
£
Mrurther evidence of the latk of adequate planning on the part of

{
-

ﬁanagé;ent is the sg;ence'of any analysis of workload requirements for
the positions established in the.reorsanization. ithout such an .
‘ analysts, the allocation of positions amang the various prograss in the
¢+  Employment and Training Administratioﬁ was arbitrary at best. The fact
‘that groceding in such a manner violated managements Own regulations ‘
only reinforces Local 12's misgiviggs about the entire process.

In addition, the reorgaﬂizatién has resulted in the widespread
relocation of employees in the Patrick Hénry Building. The Job Corps is
no; spread out in three different locations inside the building, having
previously been concentrated on one corridor, Several employees were
moved to new oifices without phones, and vith the dispersal of the
offices some phones are being answered by secretaries not in the Job
Corps. All of this has had an adverse impact on the ability of
employees and clients éo communicate with each other, |

The AFGE firmly believes that changes are necessary in the ReF

regulations if the negative consequences of such reductions in force

- and reorganizations are to be minimized. Specifically, we recomnend -

passage of legislation to mandate the exhsustion of alternatives prior

to any RIF. And secondly, that there be a freeze on all personnel

actions, including reorganizstions, for a minimun of 90 days before or

after the date of the RIF.

—

Attachments .
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Attachment ) -

3 - }"".
Staffing history of Job Corps Regional and Mational Officgfl

staff levels is as followss

Staffing Level Canters slot; ;
RO %o - -
FY 717 253 73 61 £,225 -
78 T 239 78 66 25,021
79 205 77 %0 33,997 |
80 228 66 99 36,672 o
81 222 55 106 42,414 '
82 161 . 59 106  40,675- '
83 161 54 107 40,544 ‘
"84 1si 46 107~ 40,544
Attachment p .
FY 1983-84 JOB CORPS STAFFING LEVELS
* SUMMARY " . -
L4 -
FY'83 . {ﬁﬁm
Nationsl Office _EOY CEILING SEFT, ‘84
SES 1 1
cs-1s 6 4 4
GS-14 9 4 ‘
GS-13 N Y20 9 9
55+12 / - 11 10
GS-11 -/ I 5 4
G5-7-10 / 4 4 ‘4
GS-5-6 7 L 7
GS-1-4 1 - .
TOTAL 54 ‘ 46 44

E

r
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Mr. Spratr. | want to thank you especially for the materials you
have supplied our staff and us, They have been extregsly useful
and helpful in l‘gettin%(ready for this hearing.

1 recmuze r. McKernan, first, for any questions he may have.

Mr. McKEernaN. Thank you, Mr. Chairman. I have just a couple
of questions. . :

ou mentioned in your testimony one of the concerns that | ex-
pressed to the last panel about peogle with little knowl of Job
Corps activities being the one con ucting these reviews, last
panel re!t;erred t(l; this as being so imporu:’ntb t(()};h it interaction be-
tween the people running t varicus Jol rps programs and
those charged under the act with the administration of the pro-
gram,

Could you explain a little bit about how the RIF worked and how
that did reguit in_people being involved in the Job Corps Program
who did not have the expertise that many of the people running
the pl‘lﬁmms thought was necessary?

Mr. Urquuary. Well, I think it is important to understand from
the beginning that we did not just have a RIF inthe Employment
and Training Administration to reduce employment to new ceil-
ings. We also had a reorganization of the entire agency at the same
time, which totally changed the number and character of positions
throughout the agency.

So, the sitiation we had was not simply that of the ceiling being
reduced and employees were bumping down, but they were bump-
ing into new organizational structures, and, therefore, the number
of positions you had in the Job Corps was not the same as the
number of positions previously or the character of those positions.

Futhermore, management unilaterally made determinations that

-certain positions would be kept vacant during the RIF, that is, em-

_ ;li‘ll(,)yees could not remain in those positions or bumgointo them.
Corps. So,

ere are currently two vacancies in the Job . what you
had was a situation where, besides the RIF procedures, the playing
field on which you were Playing was dramatically chax%ed at the
same time. That, I think, increased the im of the RIF on the
dJob Corps, which resulted in 20 former employees of the 3b Corps
being transferred to other offices in the Emsployment and Training
Adminii?kation or leaving the agency and employees from other
Farts of the Employment and Training Administration being trans-
erred in there. '

Not all of it was the result of the RIF. I don’t have the figures
here. At the same time, there were numerous, what they call, di-
rected reassignments of Jneople to positions, and I don't have the
documentation here to determine out of those eight how many
were'il dgie;ted reassignments as opposed to retreating and bumping
in the .

Mr. McKernaN. How many em‘?loyeee. all told, are in the Job
Corps Program? Do you know that" -

Hf. URQUHART. In the previous fiscal r there were 56 in the
national office. That was reduced to 46, re are currently 44 em-
ployees there with 2 vacapcies,

Mr. McKesnaN. You are saying that out of the 56, 20 of them,
after all the changes took place, were no longer involved in the
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Mr. UrQUHART. That is correct. There were 36 employees left,
and then there were K new transfers in to bring it up to a total of
44. -

Mr. McKernan. Mr, Chairman, I have no further questions. But
I would like to have the opportunity to file some written questions,
both to ETA as well as to Mr, Urquhart to try to get some specific
details after people have a chance to review their records.

. ll\lr. lSFRA'l'l'. Thank you, Mr. McKernan. I tpink that would:be
elpful. A

One of the questions 1 was gbing to ask was, is it possible for you
to submit a chart or do you hgve one with you today showing how,
No. 1, the national office regional offices were reorganized and,
two, showing specifically, by job function, who was bumped out and
who was introduced into slots, particularly those where new mem-
bers were introduced without any expertise at all in the Job Corps?

Mr. UrQuuaRT. 1 would love to be able to present that ‘nforma-
tion to you. We have requested it of management at the Depart-
ment of Labor. They supplied us with the retention registers, and if
you have ever tried to follow retention registers, you know the dif-
ficulties in trying to follow &ll the personnel actions involved.

As I say. it is a tremendously difficult process because you are
working with two different organizational structures at the same
time.

We will provide you with what we can, but we have been unable
to trace all the personnel actions involved.

Mr. SeratT. Then without objection. the record will remain open
to receive whatever material you can supply for our record along
those lines, as well as any written responses to any written ques-
tions Mr. McKernan might submit to vou.

| The material tollows:]

-~
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m'z vacancies are & rosult of fndividual
sccepting repromations (hoth to GH-1%) in
ather components of LTA.

Asterisked positions are stoff wvho bumped in
during RIF from other FTA offices.

ONowly assigned to Joh Corps

OFFICE OF JOS CORPS

UIMKCTOR §ES~161vh, Pete Rell

. Secy/typing CS$-318-7, fendrs Derden
& Frogram Anelyst CG-)e8-13, Clay Adsas l

!

Qassigned to Job Corps - repromoted —
@ansigned elsovhere \ ‘
JoVacaRcies BIVISION OF FNUCRAM PLANNI

&owngrades (RIF) AND nqumu'r

NG PIVISION aF

F Supervisocy MDS CH-142-19
Huutar Smith
Sectutary/Typlng GS-318-08
Getiave Jackaun

POST-RIT
Secy/Stens CS-318-08 (Vosans) fleae -"41 e o 0

KAMAGEMENT
AND PROCRAN 15

1

Bod Dickmsnn

i -

Kila Dichens

i wPrograa Aralysia Officer QM 345~15

wSecretary/Typing C5-316-06

L

m——
VEALIM SERVICES LUUCATION AND ERROLLER
uNts

—h

1

NAT IGNAL
:m'run! UNLT AXD %G UMIT AEVIRW

e

TSepv. td. Spuc. G8-1710-14 |

Lurty Herfbert !
Latlen Hayman Secy/iyping Gé~1'8-0%
Cuonmulting Nurse

shvtva-teantey iche o Y
«n-&!l’-u - ﬁi&i %

“uitlcad Dicrector
w4 aul-1%

Supv. NS GN-142-14

Progras Anal. Officesr @ J4S-1é

John Burgese Tow Danigelilis
Secy/Typiag CS-318-03 Sacy/Typing Go~318-03
Virgiale Burgess Phylite Clask

Frogren Acsl. Officar CM343-14
Steve Putsrbaugh
Secy/Typing C8-316-05

Tersite Twroer

stiflay turat . o B Spec, Cs-1710-13 o 0§ CB~162-13 Progren Anaiyst G9-343-13
e e Gone Sulllven Dan Cox Jobn Amoe
td, Spms. Ca-1710-1) KDS ,Co-142~13 fyogres Analyst 05-345-13
Sea WEhphC dinston Lee tlatd Greso
M Cawlb2-1ld W Frogras Aslyst CS~343~12  aProgras Anslyst (8-345-12
tehn P luaer Paal Rilam fcss Jared
Moy L-bad-ld s Gs-143-12 (Fpoaputer Sys. Anel. G8-33-12
Vulma Browm Dan Lowry Fate-Sowmmes VACANT
NS CS-142-12 s O§-162-12 o Frogren Anelyet Q§-3é%-il
seft Willjans ki Med dna Caynell Genn
s Gh-1ad-12 n C8=142~12 scat. Asss. G9-1331-08
Likby Turry - Shiria Nermdsn Rascy Tedersdn
(ePun Li-342-13 sa Analyst GB~343-09 Stat. Clash G8-1331-04
»eovefarTonpon VACANT Jan Gulledge Sowell
314, spe. C3-1710-11 { E.J
Fodle Comitt .

ERIC

Aruitoxt provided by Eic:

BEST COPY

Budgst analyst S8-300-13
G4l Baxtex
Cost Asgountsat G9-310-1)
Leo Abrsawon
= Program Absiyst OS~345-11
Jemnis Latioo ’
» Progrom Anslyst G8~345-12

4



Director 's Office

Darector, Job Corps
Progras Analyst
Secretary (Stenography)

65
Office of Job Cor
[ OfFecq fE77
SLS-142-4
C5~345-12 ETA 04-286
65-318-08 ETA 01-199
GS-318-07  ETA $1-66

Secretary (Typing)

favision of Progran Mansgenment and Progras Review

Frogras Analysis Officer
Secretary (Typing)
Proaran Review
Frogran ..nalysis Oificer
Lecretary (lyping)
Frogram Analyst
rsogx/~ . -‘_'

RN
Camyuter :g».#a!#s&
Progras Analyst
Program Analyst

Starvistical Assistan{

CX-345-1%
GS~318-06

GM-345-14
GS-318-05
$-345-13
G5-345-13
GS-334-12
GS-345-12
GS-345-11
GS-1531-06

Statistical Clerk pri:’ G5-1531-~4

Progran Kanageaent

Frogr.-ux A, lysis Officer
acy (Typing)
Budget Analyst

Se..

Cost Accountant
Program Analyst
Procuresent Analyst
Progras Anslyst

Budget Analyst

Foo .

T T - APTH

Gn-345-14¢
GS-318-05
CS-560-13
GS-510-13
GS-345-12 .

G5-550-11

- ERIC BEST COPY

ETA 82-%7
ETA 81-310

ETA 82-94

ETA B2-95

£TA 78-13

ETh BE-264
84-265
ETA 86-263
ETA 84-276
ETA 84-107
ETA 84-108
83-138
ETA 83-135
ETA 83-61 -
78-207

ETA 84-1M

$~11G2-09 ETA §6-282
Ezu1erlfL~1313
GS-245-2 A 84-266

ETA 84-39

63

Nt wapy,

POST-RIF

Peter E. Rell

Clay Aaa-s’!”'
Tt Llone Saley

Sandra Darden

Y/

Robert A. Dickmann
Ella nickensv/

~am Lanigellis
Phyllis Clark

John Amos

Hexrb Grgen 4+ .
‘gggiﬁc Jaxed

Gaynell Gunn Q’

Henry Federson

Veronica Sowell

Srteve Puterbaugh

Terita Turner
Cil Baxter
len Abramson
Jormie {atino

Sasan Pollack
Peggy McClow

Joan Dishman



66
Division of Program P} saning and Development -
Supvy. Manpower Devel - GN-142-15  ETA 8¢-70 Hunter Samith
ment Specialist
Secretacy (Typing) -+GS-318-06 ETA 84-219 Geneva Jackson
Health services Urit et
Medical Director CM-602-15 MA 76-222 charles Rayman
Nurse Consultant GS-610-12 ETA 84-267 shirley Furst
Education_and Enrollee Support Unit
Supvy. Education GN-1710-14 ETA 84-245 Gerry Berbert
ey ing) Gs-318-05% E 8¢-28 - =
Secretary (Typing - - ETA 84-280
Sy Syesf
Education Specialist cs-1710-13 ETA 78-51 Gene Sullivan
Fducation Specialist GS-1710-13 ETA 79-150 Sam Wright
Manpower Development GS-162-13  ETA 82-92 John Plusmer
Specialist
Manpower Development G5-14€2-12 ETA 84-33 Velma Brown
Specialist
Manpowers Development GS-142-12 ETA 84-271 Libby Terxy
Specialisy
Manpowver Development G5-162-12 ETA 84-273 Ken Williams
Specialist /
Manpower Development G5-142-11  ETA 84-272 W
Specialist Yacan 7 "; py')
Education Specialist §-1710-)1, ETA 84-274  Bob Esmitt
el &S~/3

National Progrems and Planalng Unit L
Supvy. Manpaver GM-142-14  ETA 82-9% John Burgess
Pevelopuent Specialist
Secretary (Typing) GS-318-05% ETA 84-281 virginia Burgess
Manpower Development G5-142-13 ETA 82~100 pan Cox
Specialist (2 positions ETA 83-101 Winston lLee
Program Analyst GS-345-12 ETA 84-277 Pl Milam
Manpower Development GS-I:Z-II ETA § -6&02 n pan Lowry Y
Specialist Grvs €~y Leel

Ty &5 -1y /{V’\
Manpower Development GS-142-12 ETA 82-20% Juan Medina
Specialist ‘ )
ha 5 - -

npower Developrent G5-142-12 ETA 86-279 Chirin Serndon /

Specialist

Progras Analyst GS~345-09 ETA 84-28) Jan Gulledge
doar GS-/3

v - BEST COPY

O

ERIC

Aruitoxt provided by Eic:



67

Mr. SpratT. You mentioned a regulation of the Department of
Labor or maybe it is of the ETA which requires that any employee
who makes a lateral-transfer or a transfer into a slot where some-
one is bumped must be able to measure up within 90 days.

. Could you cite that particular regulation?

Mr. URQUHART. It is the Department of Labor supplement, sub-
chapter 2 to FPM 351, section B-7-A.

Mr. SrraTr. Do you have the text of it there? Could you briefly
read it? '

Mr. UrquUHART. | do not have the actual wording of the text here.
I can supply that for you.

Mr. SpratT. The essence of it, however, is that anyone who
bumps into a position must be able to meet the requirements of
that position within 90 days?

Mr. UrquHaRT. Right. Must be able to reach a level of satisfac-
tory performance within 90 days.

Mr. Seratt. OK. The record, without objection, will remain open
to receive the exact wording of that regulation.

[{The material follows:]
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DLS Subch. 2, FPM 351
. SUBCHAFTER 2 - RETENTION FACTORS

e e e

(&) D1tference:j&n work schedules among other than
full-time eaployees who wduld otherwise be assigned to the
same competitive level do not constitute a basis for estab-
Lishing separate competitive levels.,

(7) Exceptions

C{a) re than one campetitive level may be
established for poffitions having the same class title when

such positions hav® special or additional qualification re-
quirements (experience, training, skills and getIYties as
approved by DPM) which are essential in order for a new in-
cumbent to be able to reach a level of satisfactory perform-
ance withiin 4 relatively short period (e.q., 90 days or
legs) atter entering the position.

v .

{(b) In rare instances, positions classified
with ditterent class titles may constitute a competitive level
when the jobs ate so similiar in all important respects that
the incumbents thereof are interchangeable without significant
training and without unduly intetrupting the work program.
However, when positions with different class titles appear
to belong in the same competitive level, this may be an ifdi-
cation that some of the positions are incorrectly classi~
fied ard that unnecessary titles are being used. If this
proves to be so, then some ¢r all of the positions determined
to be in the sane competitive level must be reclassified so
that all have the same class title.

On the other hand, 1f separate class titles are justified and
the positions are At111 ‘determined to belong in the same
competitive level, an ¢xplanation of the reasons should be
maintained for the record and be available for review by
anyone who requests 1t.

c. Competitive Level Coding System

(1} The pxegérlbed uniform system defined below
15 applicable Lepat tment-wide for the coding ot competitive
ievels.

T.5. No. 298

November 1981 -
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Mr. SeratT. Yo, Mr. Urquhart?

Mr. UrqQuHART. That is also included in the performance apprais-
al standards—that you can be appraised within 90 days after a 90-
dna"period in the joﬁ '

r. SPRATT. Thenk you very much for your testimony and for
coming and for your submissions for the record and for your assist-
ance prior to the hearing. ‘

- Mr. URQUHART. Thank you.

We will be happy to answer any further questions you put to us.

Mr. Spratr. Thank you. You may have some.

The next witnesses then are Mr. Frank Casillas, Assistant Secre-
tary for Employment and Training of the U.S. Department of
Labor, and Mr. Peter Rell, Director of the Job Corps.

Mr. Casillas, you may proceed with your testimony in any
manner you choose. We will accept, without objection, your print-
ed, prepcred testimony for the record. You can summarize it; you
can embellish it; you can do anything you please in order to
present your remarks.

STATEMENT OF FRANK CASILLAS, ASSISTANT SECRETARY FOR
EMPLOYMENT AND TRAINING. US. DEPARTMENT OF LABOR,
ACCOMPANIED BY PETER RELL, DIRECTOR, JOB CORPS

Mr. CasiLeas. Mr. Chairman, I think if it is all right with yvou [
would like to read the testimony.

Mr. Seratrt. That is completef’y agreeable. '

Mr. Casiias. Mr. Chairman and members of the subcommittee,
[ appreciate the opportunity to appear before you today to review
the Department of Labor's administration of the Job Corps Pro-
gram and the measures we are taking to improve it.

I would like to begin with a brief overview of the Job Corps Pro-
gram, then discuss recent developments in the program, focusing
on actions we have taken to address problems we have found, and
conclude by responding to specific questions that were raised in
vour letter of invitation.

Mr. Chairman, like all training and employment programs, the
dob Corps is committed to increasing the employment and earnings
of those it serves. However, the Job Corps is unique in several key
ways:

First. the Job Corps targets the most severely disadvantaged
youth.

Second. the Job Corps provides a comprehensive array of services
to all enrollees. including: vocational training, remedial education,
health care, counseling, and other services.

Third, the Job Corps is, with only limited exception, a residential

ram.
P Through 107 Job Corps centers, the program provides 40,544
training service years annually. The typical Job Corps enroliee is
an economically disadvantaged 18-year-old who is a high school
dropout and reads at the sixth grade level. He or she comes from
an environment characterized by cultural deprivation. a disruptive
home life, or other disorienting conditions impairing the youth's
ability to successfully participate in other types of education or
training programs. Sixty-three percent of Job Corps enrollees are
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male, 71 percent are minority, and 75 percent have never been em-
ployed full time. In the current fiscal year, reports indicate that
approximately 7) percent of the corps members leaving the pro-
gram are achieving positive outcomes, with 59 percent of the ter-
minees entering unsubsidized employment.

Obviously, given the nature and intensity of its services, the Job
Corps is an expensive program. We estimate that, for program year
1984, the average ccst per service year will be $14,648; this com-
pares with an estimated $13,723 for fiscal year 1983.

‘For program year 1985, we have proposed $600 million for the
Job Corps. This funding, coupled with several cost-saving initiatives
designed to yield $34 million in savings, will be adequate to main-
tain current service levels.

In the late 1970's, the Job Corps undertook a major expansion,
nearly doubling in size. The administrative and oversight capacities
of the program do not appear to have kept pace with this expan-
sion and problems developed on several fronts. From the outset of
this administration, therefore, we have devoted substantial atten-
tion to rectifying the leficiencies in the overall administration and
accountability of the Job Corps. Although these efforts are not yet
complete, substantial progress has been made.

One of our first initiatives was to overhaul completely the Job
Corps procurement system to provide a set of checks and balances
that mini'nize the potential for abuse. We established standardized
procedv: es for all procurement actions and clearly defined staff re-
sponsibilities in the procurement process. Major emphasis was
placed on utilizing the competitive process in procurements.

Let me briefly summarize several other steps that we have
taken:

To improve financial management systems, we established a uni-
fied budgetary structure for planning and tracking Job Corps costs.
We strengthened accountability through the development of auto-
mated systems, revision of reporting requirements, and utilization
of the unified budget system in planning, internal control, and cost
reporting. '

A comprehensive audit program was implemented to eliminate a
backlog of unaudited Job Corps contracts. The Department is now
providing audit coverage—including audit resolution and debt col- .
lection activities—for all major functional areas.

We have developed performance standards for the Job Corps. Ini-
tial standards were put in place in June and are being incorporat-
ed into the procurement process for contract centers.

During the last year, new procedures were implemented govern-
ing center operators’ prevention, reporting, and resolution of signif-
icant incidents.

We completed a comprehensive review of all vocational training
programs to determine their effectiveness and to identify high
growth occupations which will offer increased placement potential.
We are now in the process of implementing vocational changes on
a center-by-center basis. !

Finally. we are developing improvements in our system for iden-
tifving and addressing facilities” needs.
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During thé c{ning Wear we will continue to improve our fiscal
con.rol and managemend Systems, including revising all adminis-
trative publications apd issgances. :
The changes that we have implemented have enabled us to re-
strain the growth of operational anit costs; in real terms, we have

reduced them. S

Rising program costsg’( corfintie<te be of major concern, however.
As noted earijer, cost-per service r is projected to rise to J14,648
in the 1984 program year. In addition to.-:expenditures for .oper-
ations, there are significant funding requirements for capital ex-
penditures to maintain and assure the safety and health of the
corps members. ; )

Mr. Chairman, at this time | would likegto respond to specific
questions raised in your letter of invitation. First, you asked
whether the budget and staffing levels for the Job Corps are suffi-
cient. My answer to both is yes. As I mentioned earlier, our fiscal
year 1985 budget will maigtain the enrollee capacity at the level of
40,044 service-years. To accomrlish this in the face of rising custs,
some cost-saving measyres will be necessary. Specific measures we
have proposed include: reducing,the costs of operating civilian con-
servation centers, limitirig capital expenditures for facility con-
struction and rehabilitation, and increasing overall productivity
through more efficient ‘use of center resources. Even with these ef-
ficiencies, however, thg cost per service year will continue to in-
crease ad Job Corps will remain one of the most expensive train-
ing programs in the country.

With regard to staf{ify levels, we: have provided the subcommit-
tee detailed informatioh on national and ional office Job Cor
staffing in recent years. Currently, the Job Corps is authorized 151
positions in the 10 regional offices and 46 positions in the national
office. The actual number of staff on board is slifhtly below these
levels. We are, however, actively recruiting to fill these vacancies.

We are confident that these staffing levels are sufficient to carry
out effectively all of our responsibilities in administering the pro-
gram. It should be kept in mind that other offices of the Employ-
ment and Training Administration and the Department of Labor
provide additional support in administering the program, and that

" these staff are not reflected in the figures I have provided you. For

example, ETA's Office of Program and Fiscal Integrity handles in-

vestigations and audit closeouts relating: to the program. Our

Comptroller’s office provides fiscal control support to the program,

and our Office of Acquisitions and Assistance reviews regional pro-

cCt‘x)rements and hancc?les national office procurements for the Job
rps.

Outside of ETA, other Department of Labor agencies perform im-
portant functions relating to the program. The Office of the Assist-
antsSecretary for Administration and Management is responsible
for safety and health reviews of Job Corps centers. The Office of
the Inspector General conducts audits and investigations of the Job
Corps.

In your letter you asked about regional office and Job Corps
center reviews. The national office conducts an operational review
of each regional office once every 2 years; these ional office re-
views involve e or six staff members. Regional offices conduct an
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onsite review of cach Job Corps center once a year. Typically, five
to eight stafl members are sent on these onsite reviews. These
numbers have remained the same over the d:)ast b years.

Finally. you asked that I describe Job rps application review
rrocedures. Each Job Corps applicant is individually interviewed
V a screening agency to determine the zmplicant's eligibility and
capacity and motivation to participate in the p m. screen-
ing agencies include State job service offices and private contrac-
tors with exﬂertise in dealing with youth. Job Corps provides
screeners with detailed instructions regarding verification of the
enrollee’s qualifications. This may involve contacting local schools,
neighbors, juvenile authorities, health facilities, court records, and
parole and probation. authorities. Aﬁplications of ntial enroll-
ees that are questionable because of health or past behavioral prob-
lems must be submitted to the Job Corps regional office for review
and approval. The Job Corps regional office has access to profes-
sional health and mental health staff who are utilized in reviewing
these applications, when aﬂpmpriate, and a determination is made
by the regional director whether or not to accept applicants.

The major criteria used in screening applicants fo ry into the
Job Corps are age, family income, ra.st behavior, motivation,
health. and parental consent, if the applicant is a minor. ]

Mr. Chairman, this concludes m mred statement. At this
time my colleague and I would be ple to answer any questions
that you and other members of the subcommittee may have.

Mr. Seratt. Thank you very much.

Mr. McKernan?

Mr. McKernaN. Thank you, Mr. Chairman.

I would like to hear your explanation of some of the coneerns
that were expressed here earlier about the RIF and aocomp;ied
by a reorganization which resulted in a number of people being in
a position at the Job Corps where they did not have the expertise
that people had had before all of this reorganization and RIF.
Would you like to comment on that?

Mr. CasiLrLas. Mr. McKernan, I came on beard in May, so for all
rractica! purposes the RIF had been com&!!eted However, I did
ook into it immediately and determined that the RIF'ing, in the
case of Job Corps, was not as extensive as in the remainder of the*
agency that I run. There was & situation where people were
brought in, and some would like to state that they were inexperi-
enced. However, 1 remind you that the regulations for RIF'ing re-
?uire somebody coming into a specific job to at least. be qualified
or that job. So, the overall qualifications were there for the people
coming in. .

It is true that they were not as experienced as.one would like,
but I would like to state that Job Corps has in place and has had in
place for some time an excellent training program. Iti is an ongoing
program. As | understand it, it has even been beefed up more re-
cently to enable those people to quickly come on board and get up
to speed. »

So, gbetting back to your question, I see no problem except for a
slight bump, of affecting immediate service, since these people will

eventually be qualified through training.

Mr. McKERNAN. Are there any more RIF's planned?
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Mr. CasiLLAs. The answer is negative.

Mr. McKerNAN. As we were preparing for this hearing. we real-
ized that through some of our conversations with people in your op- -
eration, as well as in your testimony, that 63 percent of the people
in the Job Corps Program ure male. - .

Has there been any effort to ingrease the number of females in
the program? o ,

Mr. CasiLLAs. Mr: McKernan, sind: being on board in May and
following my style of management, | immersed myself completely
by going out whe;FPthe action is. 1 have probably hit 0 States so
far in reviewing JTPA and tte Job Corps. I have met with the Gov-
ernors and the State liaison peoplé, and 1 have visited four Job
Corps centersy]_visited the one in Sacremento. I visited the one in
Miami. | visite.d}he one in Los Angeles and one in Laredo, TX.

I cais assure you that the programs are excellent programs, and |
am very impressed with Job Corps as an overall program.

In terms of issues that I asked to be briefed on. one of the prob-
lems is, as you have indicated, the ratio of males to females being
higher than we would like. We have instituted some programs
through Mr. Rell’s office to try to alleviate this problem. We are
making a special effort to increase the ratio of female enrollees.

Mr. McKegnan. Finally, if you could just talk about—since one
of the reasons for the Job Training Partnership Act wWhs to get
more interaction between not only the Federal Government and
the private sector but the State governments and local govern-
ments as well-——~whether or not you have noticed any of the States
or communities picking up the Job Corps model-type program as
pe 't of the JTPA.

Mr. Casinras. Mr. MgKernan, as you are aware, title 1I-A of
JTPA provides for training, which includes youth. As a matter of
fact, the requirements are that at least 40 percent of the funding
be used for youth training. We find that there is kind of an overlap
betlweﬁm serving the youth in the Job Corps Program and that of
‘title 11-A.

In my travels and in talking to many in the last few months—
SDA's and“State people—I find that there has not been a whole lot
of coordination between the title II-A SDA people and the Job
Corps. .

I personally would like to see—and 1 think there is a vehicle
there whereby there could be—cross fertilization between the SDA,
perhaps doing outreach, and intake into ithe Job Corps. We do
have, as you aware, fixéd assets involved in Job Corps—3$t00 mil-
lion is the funding. They have excellent programs. We think that
because qof the fixed nature that there are some aspects that could
be taken advantage of by title 11-A youth.

I am going to propose, and encourage, some cross fertilization -
and coordination between the SDA, title I1I-A, and the Job Co

That 1s what [ am going to be doing.

Mr. McKegrNAN. I have no further questions, Mr. Chairman.

Mr. SpratT. Thank you, Mr. McKernan.

Mr. Casillas, thank you for your testimony.

You have expressed admiration for the Job Corps Program. Is it
your opinion, having studied it thus far, that it does demonstrate a
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payback, that the Government does have a positive return from its
investment in this program”

Mr. CasiLias. Yes, sir, Mr. Spratt. As | have said, 1 visited four
of them. | have met and talked with people running the programs.
I have talked to a lot of the participants, the enrollees, the corps
members; and I am impressed with the kind of programs that are
installed at the Job Corps. The combination of remedial training,
vocational training, working at one’s own pace, repredents a diffs r-
ent approach from the regular school system and is impre si o
These are youth that 1 am convinced will succeed only through
that kind of.a program. I am very proud that we have the Job
Corps in place today for these kinds of youth.

Mr. SprATT. In preparation for this hearing I read some studies
.and histories of the Job Corps, some of them journalistic. It seems

to tell a story of a program that began idealistically in which those
running the program learned a lot of things the hard way, and the
- expertise was gathered sometimes at great cost to the Government,
and there were starts and misstarts.

But it seems that we have achieved a level of understanding of
the problem and that the program is working now and that it has
bottomed out and we have developed the human technology and ex-
pertise to run the program.

Is that your assessment also?

Mr. CasiLras. Yes, sir, Mr. Spratt, that is my assessment.

Mr. Spratr. What is your prior experience? Have you had any
previous experience with Job Corps or with work training pro-
grams?

Mr, CasiLras. 1 would like to spend a couple of minutes and give
you my background.

Mr. SpraTT. Sure.

Mr. CasiLtas. [ was born in Mexico, but I came to the country
quite young. I got an engineering degree from Purdue University.
Following Purdue, I went to work for large corporations, for the
most part—Standard Qil of Indiana, as an engineer; General Elec-
tric in the computer field; and recently the Allied Corp.; and in the
last couple of years I have had my own consulting firm in micro-
processors and computers in general. '

I consider myself extensively qualified in management tech-
niques, but I have also, in the area of my career, taught a couple of
years at Purdue University in mathematics. I have been involved
in a number of organizations relating to youth. I am a inember of
the Council for Minority Scholarships sponsored by the President’s
Council for Minority Engineering Scholarships.

So, I think 1 have got the qualifications, and basically I want to
bring them to your attention to tell you where I am coming from.

Mr. SPrATT. Iy think that is very helpful.

One of the things that concerns me is the stateme*t made by Mr.
Watkins that the network has been disturbed.

Mr. CasiLLas. I am not familiar with Mr. Watkins.

Mr. SpraTT. The gentleman who testified earlier, Mr. Herb Wat-
kins. 1 wonder if you were in the room when he testified.

Mr. CasiLras. No, I wasn't.

Mr. SpraTT. I beg your pardon. I thought you were.
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What he effectively said—summing up a number of i:marks that
the three of them on that panel had made—was that the network
has been disturbed, that there has been an ethos expertise created
here that has been learned over a period of time, summed up, I
surpose. in the word called j:x$1nent that is not an easily transfer-
able skill. It is not an acquired thing; it is something that we just
can't pick up in 90 to 120 days. This network of experience and ex-
pertise has been broken, has been disturbed by the RIF's; it has not
just been a rearrangement; it has been a change not just in
number but in quality.

That is our concern. That is what we are probing today. That is
the purpose of an oversight hearing.

You share that because you have been in management before,
and you don’t want to cut muscle; you want to cut fat.

Mr. CasiLLas. Absolutely.

Mr. SpraTT. On page 2 of your prepared testimony you say:

The Job Corps in the late 197¢'s undertook major expansion, nearly doubling in
size The administrative and oversight capacities of the program do not appear to
have kept pace with this expansion and problems developed on several fronts. From
the outset of this Administration, therefore, we have devoted substantial attention
to rectifying the deficiencies in the overall administrution and accountability of the
dob Corps.

Do you have records, or do you know, there to indicate what size
of administrative staff there was in Job Corps in 1978, the late
1970's period that you were speaking of?

Mr. Casirras. Mr. Spratt, I have numbers going back only to
1980 in front of me—when we had a total staffing of 294 in Job
Corps. As | indicated in my statement, currently we are staffing for
197 total for 1884. So, | onry go back to 1980.

Mr. SeratT. The only reason I was pursuing that time period was
that you had mentioned that time period—the late 1970’s.

My numbers,indicate 317 in the regional offices and in the na-
tional office—239 in the regional offices in 1978 and 78 in the na-
tional office.

Do vou know what your administrative stafl is today? 1 presume
you do. It is 151 in the regions and 44, with an allotment of 46, in
the national office.

Mr. CasitLas. Correct.

Mr. Seratr. How many Job Corps centers did you have in 19787
Do vou know”

r. CasiLias. I don't know.

I would like to submit that for the record.

Mr. Seratt. Does 66, Mr. Rell, sound right to you? I have a
record that we ¢an submit for the record, and you can verify
whether or not it is accurate because 1 think for the purposes— -

Mr. CasiLLas. That will be fine. We will take that number and
will submit the actual number for the record.

Mr. Seratr. I think it would be helgful to have you validate this
ﬁarticular chart, anyway. This one has been clipped off by the

erox machine. |

This is a Job Corps by fiscal year, and it begins with the begin-
ningof the program and runs out through 1982. It is an extremely
helpful sammary. | will confess [ don’t know where it came from.
That is the nature of Xerox machines today.
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Mr. Casitras. 1 only have the last numbers.

Mr. Seratr. Oh, [ am informed that it is CRS that provided that
for us. So. this is something that CRS has developed in their stud-
1es for Congress of the Job Corps Program.

Well, then, without objection, the record will remain open at this
point to receive your validation of the figures we Just mentioned.

[The material follows:]

The infarmation presented is correct. Current staffing levels are 151 for the 10
Job Corps Regronal Offices. and 16 for the National Office. At the end of Fiscal Year

N there were 66 Job Corps conters in operation. with a Federal staffing level of

A17 Seventy-eight of these positions were in the national office, und 2249 in the re-
gronal offices

Mr. SeraTT. Mr. Rell. have you had a chance to see this? Are you
familiar with this particular chart?

Mr. Rerr. Yes, Mr. Spratt. 1 believe those numbers are correct.

Mr. SrratT. OK. Thank you very much.

We will have it incorporated it as part of the record so that will
be helpful. If you will take it with you and if you see any mistakes,
then that will be helpful to us in simply establishing what the his.
tory of the program has been.

Mr. Casitias. We will do that, Mr. Spratt.

Mr. SpeaTr. The record will remain open to receive your re-
sponse regarding the chart. Without objection, so ordered.

[The material follows:|

Based on wll information avinlable to us, we agree that the chart represents an
accurate summiary of Jub Corps activity level by Fiscal Year

Mr, SpraTT. In 1978 1 believe you had 66 centers: is that correct?

Mr. Casinras. That is correct.

Mr. SerATT. And today vou have 107 centers?

Mr. CasiLras. That is correct.

Mr. Sekatr. So you have had an increase in centers from 66 to
107,

In 197% how many service vears wgs Job Corps putting in?

Mr. Casinias, 44921,

Excuse me, those are enrollees. The service years aré— —

Mr. SeraTT. The second column from the left, 22,900,

Mr. Casitras. Yes, 22,900.

- Mr. Srra11. And how muany service years are being rendered
today?

Mr. Casieas. 10,000,

Mr. SrRATT. So, we have about 45 percent more centers since
1978, 1 am using that figure, that period because that is the period
where you said they were deficient, there were deficiencies and
problems that developed that were perceived by the administration
when it came to office.

Mr. Casipas. Yes, Sir. .

Mr. SrRATT. Since that period d&f the late 1970's, we have aug-
mented the centers by more than 10 percent. We have added K5
percent more service vears and yet we have one less, that is, one-
third less administrative staff.

I don’t quite understand the nature of your testimony. [ am not
really picking at vou. But what you say is that the problem is an
agministrative and oversight capacity problem dealing with the ex-
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pansion of the program, and the program has expanded substan-
tially. But at the same time the administrative and oversight ca-
pacity has measurably, significantly declined.

I don’t understand that statement. It seems to be at odds with
the facts. : )

Mr. CasiLras. | guess we are talking about, perhaps, two parts to
your question. There is the fact that we brought in some less expe-
rienced people because ofwthe RIF. The other one is the RIF itself.

As | came in from private industry, you know, I shared your con-
cern and | asked the same question you are asking me now. Why
did we do the RIF the way we did it? I was concerned that we do it
by regulation. We followed the rules; we followed the procedure; we
followed the methodology inhere.t to Government service, I guess.
That calls for experience and military service, and that is the way
the RIF works. That is what 1 was told. That is the way it went.

So. we had to let some people go. In the private sector where |
come from, we would have done it differently. We would have kept
the more experienced people regardless of service or service records
or anything else. ‘

That is one thing that 1 had to abide with. It was done by regula-
tions. '

I would like to say that as I got into it, 1 can assure you that key
management of Job Corps was maintained. The key management

£ people were not RIF'd. They are in place. The percentage of new
people coming in, I think, was relatively low. I don't think it was
that significant, and [ think the key here, as 1 have been told, is
that the training took place immediately. This was accelerated
training for new staff, even though we had training.in place at that
time.

I am convinced that we are going to train those people quickly.
As | said earlier, outside of a slight slump in efficiency, they wilt
be back on stream very, very quickly. } have been out to the Job
Corps centers and | have been talking to our staffs at the regions,
as well as here at the national office with Peter. | am convinced
that today for what we are producing in terms of quality and serv-
ice, we are adequately staffed.

Mr. SeraTr. Still pursuing the qugstion. though, you said that
there was a perceived deficiency in oversight and administrative
capability but there has been a decline by nearly 40 percent in the
administrative and oversight capability of the Job Corps overhead.
If I am wrong, please carrect me.

Mr. CasiLras. No, that is a correct statement. It is in my state-
ment.

Mr. SeraTr. OK.

Mr. ReL.. Mr. Spratt, it is correct that the numbers of staff have
declined over the period that you indicate. However, 1 don't think
it is commensurate to say that the quality or the ability to exercise

-those oversight functions has declined. The problems that we found
and recognized were an absence of adequate systems and adequate

, coordination with other areas of the Department, which also pro-
vide services and oversight to the Job Corps.

We believe—and I think the previous testimony has indicated—
that substantial improvements have been made in streamlining the
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program, in the methods and procedures and systems that are used
to carry out oversight activities, P

As a result, I think it would behoove us to look not only at the
sheer numbers of staff that are involved but also the tools, auto-
mn;‘ed systems, and things of that nature that they have to work
with.

Mr. SpraTT. | would be delighted to do that. I think that is what
we need to do. [ don't want to look just at numbers.

Let me ask vou a question about your types of review. You men-
tion on page 6 of your testimony that there are two types of review
performed by the nationa! and the regional offices.®First of all,
there is an operational review of each regional office every 2 years.
This is page 6 of your testimony. '

Mr. Casiras. That is correct. ,

Mr. Seratt. | know you are just on the job, but have you ever
read section GR4.134(c) of your own regulations? And are you aware
of the fact that those regulations read as follows: “The national
office shall conduct an operational review of each regional office at
least once per fiscal year'? So, what you are saying is that you are
only performing there at 50 percent of your own stated level of
review. Your own regs call for one review per year, and you are
only able to do it every other year.

1?;mt implies to me an inadequate staff. I am going to give you
the benefit of the doubt and assume that you are not lazy, that you
are not doing it simply because nobody wants to'go out and do it.
You don’t have the staff to do it.

Mr. CasiLLas. Well, as 1 said, we do it once every 2 years. 1 don't
think that necessarily implies——

Mr. SeraTT. But you set the standard for yourself, and vou are
not even keeping your own standard.

Mr. CasiLraAs. | must assume that is simply the procedure that
we have instituted, that we are doing it every 2 years. I don’t think
you are correct in saying that, therefore, or ergo, we don't have
enough staff.

Mr. SpratT. Well, | read the rule, that is, the regulation as a
rule, and somebody decided it would be prudent——

Mr. CasiLLAs. But you are making a conclusion after that state-
ment—-—

Mr. SeraTT. Oh, but it is a conclusion.

Mr. CasiLras. We do it every 2 years. The conclusion is that we
don't have enough staffing. That is not correct.

Mr. Seratt. OK. What is the answer then? That's fine. That—
why don’t you do it more frequently?

Mr. Reul. Mr. Spratt, the statement in the testimony refer- to
comprehensive onsite reviews that are conducted every 2 years. It
is a fact that we review our regional offices more often than that
through monitoring visits from the national office. There are vari-
ous ways, Mr. Spratt, that reviews can be conducted. They can be
conducted through assembling a team of staff’ at one time and com-
prehensively examining a regional office over a period of 5 days.
That is the usual thing,

Another way of doing it is 1o review specific functions of the re-
gional offices through monitoring visits from the national offige.
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utihizing specialized staft in their areas of expertise. That is ongo-
ing

I think on an overall basis the intent of the regulation is satis-
fied by a combination of difierent methods of review,

Mr. Sera:1. Do you have under consideration a revision of vour
regulations so they will conform with your own procedures, then?

Mr. Rrpi. Yes, «ir. We are in the process of, as the testimony in-
dicates, revising all publications and administrative issuances af-
fecting the Job Carps. At the conclusion of that process, we will go
forth with a set of technical zmendments to the regulations which
will incorporate not only the minor adjustments ir. the phrasing in
that area’but a number of others.

Mr. Seratr. This regutation which doesn’t say “onsite” and I
didn’t say “onsite,” savs “operational.” It also says: “Such reviews
shall include at least evaluatiors of some centers selected at the
discretion of the Job Corps Director.” Isn't it a fact that vou
haven't been able because of staffing deficiencies to conduet a re-
gional review which also invelved a Job Corps center review in sev-
¢ o vears? -

vio Casteas. 1 don't think that is the case, but go ahead, Peter.

.+ Rexr. That is not correct, Mr. Spratt.

' 'pRATT. Can you prowde for the record those cases where
vou have provided regional ‘reviews, where you actually sent a
team out to see the Job Corps centers und that team was from, the
national? t .

Mr. Rent. | would be pleased to submit that for the record. 1 can
immediately recall the last several months when I sent a national
office review team to the Old Dominion Job Corps Center, «r ex-
ample, to conduct a comprehensive review of that center,avhich re-
sulted in some major changes in the program.

Mr. Seratr. Without objection, the record will rera\g open to re-
ceive that submission of regional reviews. .

[The material follows:]
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REGIONAL OFFICE REVIEWS

Job Corps requlations at 20 CFR 684.134(¢) call for an
aperational review of each regiaonal office once per fiscal year.
In our testimony, we incicated that cach Regional 0ffice was
reviewed nuce Avery two years. This was in response to the
Committee's specific inquiry regarding the number of staff

involved in on-site reviews and the frequency of such reviews.

We wauld like to cié&nd upon our statements regarding
regional ottrce reviews, We conduct comprehensive, on-site
reviews of each Job Corps reqional office approximately once
every two years.  All regions were revirwed at least once during
Fiscal Years 1983-1984. The reviews are conducted by teams
composed of 5-6 National Office Job Corps staff, and are generally
supplementod with a staff person from the O0ffice of the Assistant
Secretary tor Administration and Management wQP has expertise in
procurement. regqulations and procedures. The purpose of using an
"outside” staff person is to ensure an independent, third-party

L4 . .
review of this critical area.

*

Follo-ing a Regional Office review, a report is issued and
corrective action plan must be submitted by the Region to

address any problem aYeas identified. Reglonal Office progress

on their corrective action plan is moni red throuvgh telephonic

communications and reports or followed up on-site if required.

RIC
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If there is an indication that problems remain, an on-uite

followup review is conducted 6-12 months later,

Regional Office operations are reviewed during the “off-
year"” when ¢they do not receive a comprchensive on-site raviow
through visits by functional specialists to reviaw their
specialized areas and/or provide technical assistance, through
tracking the regior': progress against annual work plans and
scheduled procurement actions, and through merit pay appraisals of
the Regional Directors since their standards include very specific
cperationil-oriented criteria, In addition, Regional Office
operations ara assessed through an ongoing analysis of center
performance and placement outcomes of terminces. If a problem
area gurfuces through these types of assessments, an on-site
review ol that specific portion of Regional operations may be

done and/or on-site technical assistance provided as appropriate.

Lauring Fi:oal Year 1983, special review/technical assistance
cfforts concentrated on operational areas such as placement and
fiscal reporting, procurement actions, and health services. In
addition, training was provided to Regional Office staff in
specific functional arcas including procurements, contract

administration, and property management.
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The fa$t that comprehensive regional offices reviews are
done every vther vear is not due to any staff limitations; rather,
we have found through experience that this intei.sive type of
review of Regional operations is required on an annual basis.
We do plan to change the language containg? in thf Job Corps
requlations reqardingthe conduct of Regyional Office reviews when
we initiastc technical revisions to the regulations in accordance

with the results of our directives and issu®Ce revision project.

You also asked about National Office evaluations of Job Corps
centers. Dburing Fiscal Year 1983, National Office staff from
Job Corps and/or the Office of Programeand Fiscal Integrity
reviewsd operations at the South Bronx, Woodstock, Old Dominion,
.

and Miami Jobl Corps Certers. A National Office review 2f the

Los Angeles Job Corps Center is being conducted during October. 1984,

National uffice staff alsce participate in Regional Office
reviews ' center operations when problems arge known or anticipatad
in ateas sequiring very specitic types of program expertise. In
addition, all .Job Corps centers have undergone financial and
compli e aud;ts «ithin the last 12-14 months, and the audit
rcpu:/g:vre reviewed by both national and regional uffice Job
Corss staff to determine whethe{ there were any problems requiring
immediate or special attention., We are in the process of con-

ducting follow-up activities relating to the audit findings.
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Mr. Seratr. Well, that review you were just mentioning was an
ad hoc review: was it not? It was requested by Congressman Olin
because of reported problems there at Old Dominion. That was not
a regular or periodic review.

Mr. Rerr. That was a contributing factor. The national office re-
views are not conducted on a scheduled, regular basis throughout
the year. We iike to prioritize our efforts and address those centers
where national office attention would be better spent. o

Mr. SeraTT. But in that particular case you weren't looking at
the regional office. You were simply going out to look at Old Do-
minion as a particular case with particular problems that had
arisen {rom complaints there.

Mr. Rev. We had reviewed the regional office operations at that
time and had reviewed a report from the regional office on it's
review of the center—that is, a center review that the regional
office had conducted at Old Dominion. We were dissatisfied with
the results of that review.

At the same time there was some negative publicity at that
center. and Congressman Olin also expressed a concern.

Those were a confluence of factors, Mr. Spratt. We were aware of
the situation and had planned national office attention. It wasn't
simplv in response to a congressional request.

Mr. SeraTtt. Your regulations also call for the regional offices to
conduct an onsite review each yvear of each Job Corps within their
region. Are you current with regard to these reviews?

Mr Casiniras. We have a statement that we would be happy to
submit which indicates that we have done 99. The remainder of the
107 have vet to be done, but we have reasons that we will share
with you as to why these will be taken care of at a later date.”

Mr. SeraTtr. OK.

Mr. Casiias. We were able to get them done in 19584, We have
done 94 :

Mr. SeraTr. So. without objection, the record will remuain open to
receive that material,

[The material follows:;
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CENTER REVIEWS
Job Corps regulations call for Regional offices to review each
s center annually. Job Corps.cnnters sre reviewed oh an onqoing basis
through desk reviews of center reports, on-site monitoring visits,
1 and comprehensive reviews of center operations by teams of Regional
( Office staff. During FY 1984, 93% of all Job Corps centexs (or 99 -
of ldT) received comprehensive on-site reviews. The remaining eight
reviews were not completed due to extenuating circumstances. These
" centers, by rRegion, and the reasons they were not reviewed, are as
/ follows:
* Region 1v (Atlanta): Jacobs Creek Civilian Conservation
Center .
Great Onyx Civilian Conservation
Center
These center reviews were rescheduled for October 1984 due to
higher priority workloads in the Region, including extra re-
views of two centers in response to allegations of mismanagement .
o Region V (Chicaqo): nlackwell civilian Conservation
) Center
Dayton Job Corps Center
‘ Joliet Job Corps Center 4'
The center reviews were postponed due to internal staffing
problems, fnelad N9 the long-term illness of a project

manager and difficuities in filling a vacant contract

spaecialist position.
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Region X (Seattle): Angell civilian Conservation
Center
Ft. Simcoe Civilian Conwervation

Center

M -

Timbarlake Civilian Conservation
s

enter
The reviews of these centers-wre hostpéned until after
October 1, 1984, due to a teqmporary shortage of staff.
Seattle is one of the smaller Job Corps Ragional offices,
and several of the staff wore injured in an sutomobile
accident while on their way to another center review,

with a substantial amoun- of work .imo lost as a result.
-

Review of all eight of these centers will be done in early

Fiscal Year 1985.

Mr. SeraTT. Have ygu cut the size of your review teams?

Mr. Casiras. As Ifhdicated in my testimony, the number of ap-
proximately five pegble is a normal number that goes out for the
review, and this has been in place—the same number—for the past
3 or 4 years. -

Mr. Seratr. How about prior to that time? Weren't there at one

"time teams as large as eight and didn’t they once all come from the
regional staffs? -

Mr. Casirias. I am-not sure, but I will check and let you know.

Mr. SeraTtT Without objection, the record wiil remain open to pe-
ceive that material. . '

[The material follows:]

¢ Review teams vary-in size depending on the type and size of Job Corps center, but

' typically include 5-8 staff. This number has remained constant over the last several
years. Review teams are generally composed entirely of Regional Office staff, howev-

er, when special expertise is required because of a specific lem or unique situa-

tion. National Office staff or staff from ancther Regional Office purticipate iy center

reviews. Federal staff from civilian conservation centers operated by the Depart-

ments of Agriculture and Interior are occasionally used as review team members, as

are contract center staff. These instances are relatively infrequent. and since they

are an exception rather than the norm, we do not } there has been any

“drain” on center tors. These few instances have, in fact, provided an opportu-
nity for sharing and cross-fertilization of ideas between experienced center stafl.

Mr. SeraTT. It has also been said that what you are doing to put
together a team is borrowing from other Job Corps centers so that,
one, you kind of canabalize the staff of these other job centers and,
two, you bring in people who don't have the oversight ability or the
management akility of your vagional office people.
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Mr. CasiLLas. It is my understanding that we attempt to put the
best type of people together for the reviews, people with special
skills. I know of no cases like what you have indicated. Maybe
Peter can speak to this.

Mr. ReLL. On occasion, Mr. Spratt, we utilize Federal staff from
the Departments of Agriculture and Intecior to su plement our
review teams wherever we are able to use such staff with special-
ized expertise in order to enhance our resources and provide the
kind of expertise that is necessary in particular situations, depend-
ing on the centers.

Those review teams will vary in size, ;Mr. Spratt, and always
have, depending on the size of the center, the complexity of the op-
eration, the types of enrollees, and the kinds of vocational training
offered at the center. They have generally varied between five and
eigﬁt staff, and I don’t believe there has been any change in that.

r. CasiLLas. However, I think your question related to other
people from other Job Corps centers. I don't think that is the case.
I think we are talking about the specialist that——

Mr. SprATT. That was the testimony of the three witnesses from
the Job Corps centers who—— -

Mr. CasiLias [continuing]. I think the—I am not aware of that,
but 1 will say that. perhaps, there was a misunderstanding. We do
bring in other experts from other agencies and departments.

Mr. SpraTT. Would you agreg that with just 1.5 regional office
staffer per center that they are stretched rather thin in their man-
agement responsibilities? :

Mr. CasiLLas. No, sir. As I indicated in my testimony and as I
have said here today, I have sat down wi- - staff here at headquar-
ters and at the regions. I have visited eight ou. of the tén regions
so far. I met individually with them. I talked to every individual in
those regions. I gave them the opportunity to bring up issues, any
issues they have. Not on one single oceasion have I been broached
with an issue that has to do with shortage of staffing.

Mr. SerATT. You are not aware of any internal memoranda from
responsible officials of the Job Corps——

Mr. CasiLLas. That is absolutely correct. I am not aware of any
memorandum, but I will say that I have talked to these people one
on gpe and have given them a complete opportunity to surface ang_
issues in 8 out of 10 regions, plus all of the national office sta
people here at Job Corps. Not gne time was the issue of——

Mr. Seratt. Do you know Mr. Frank Jones in your organization?

- Mr. CasiLLas. Who? )

Mr. SpraTT. Frank Jones.

Mr. CasiLeas. I do not know Frank Jores. e

Mr. Seratr. He is the Administrator, Office of Job Training Pro-
grams.,

I beg your pardon—Robert T. Jones. My mistake.

Mr. CasiLLas. Bob Jones, I do know.

‘Mr. SpraTT. You do know him?

Mr. CasiLras. [ do know Bob Jones.

Mr. SPRATT. Are you aware of any recommendations he has
made about the insufficiency of management staffing for the re-
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Mr. Casinras. 1 meet almost on a regular basis with Bob Jones.

Bob Jones has not indicated to me any situation concerning the

question that you are addressing on staffing.

Mr. Seratt. He has never told you that he has inadequate staff
to do the job?:

Mr. CasiLLas. Bob Jones has never told me that he has inad-
equate staffing for Job Corps.

Mr. Seratt. When did ym: come to work”

Mr. CasiLas. In May. .

Mr. SeratT. You are not aware of a memorandum then that he

~ wyote)Mr. O'Keefe saying that more people were needed in the re-
gions’

Mr. CasiLiAs. 1 am not aware of any memorandum——

Mr. SpraTT. Specifically that some 27 positions ought to be added
to the regions?

Mr. CasinLas, No, sir.

But that doesn’t surprise me. | have not seen it; I am not aware
of it. But that doesn’t surprise me.

Mr. SrrRATT. You haven't seen it, but you say you meet with him
everyday and——

Mr. Casinras. I didn't say everyday, sir.

Mr. SeratT. OK—frequently. .

Mr. CasiLLas, 1 have been on the road % percent of my time
since 1 came on board in May.

Mr. SeratT. But there has been, to your knowledge. no internal
recommendations?

Mr. Casinras. That is correct.

Mr. Seratt. Going on with this question about the rearrange-
ment within Job Corps, the American Federation of Government
Employees makes a critical point. It seemetd critical to me, anyway.
They said that we should not just look at the nunrs. Jjust as you
were saying. They say: ““While the employment ceiling for the na-
tional office was reduced by 10 positions, from 56 to 16, there was

. an actual loss of 20 experienced employees.” .

I have run a small business before myself, several of tiuem. and 1
would be very much hampered, [ think, if I lost 35 percent of my
experienced personnel. top management personnel.

As I understand it. out of 46 people who were there. 56 people
then on board. 20 of them now are inexperienced people as a result
of this rearrangement.

Is that a correct number?

Mr. Casiias. Eighteen,

Mr. Seratt. Is this not creating problems in the operation of the
agency”’

Mr. CasirLas. Let me go buck to your experience in a small com-
pany. which I am familiar with as well.

It I lost in my financial department the kind of people we are
talking about and the kind of numbers we are talking about- -ard
i 1 replaced those people. which we have done in the reorganiza-

. tion. with people who came in qualified—C.P.A 's—1 would have. as

\d I indicated eartier. a spike in performuance. But they are {inancial
people They are qualified CP.As

By definition in thv'rm‘vrmnmu when we RIF and we post o o,

those people coming i to the jobs must be gualified. Let's heep

o J1
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that in mind. They are not familiar with the methodology and the
contracting procedures and other policies within Job Corps, but we
do have a training program. Let me tell you that that spike is only
temporary. Those people can be qualified quickly.

Mr. SpraTT. 90 days?

Mr. Casivias. 90 days, ves. '

Mr. SeratT. They can learn what the Job Corps took 15 vears to
learn in 90 days? .

Mr. Casiteas. Let me say between 3 and 6 months, if I may Mr.
Spratt.

Mr. Sprart. Well, let me ask you some specific questions.

There were orginally some center coordinating units and trouble-
shooters. as 1 understand it, some people who handled ad hoc prob-
lems. The regional centers, the Job Corps centers would call in on
the ghone. and there were seven or eight people there who could
answer questions, take action, do something for these people.

Yo you know what happened to those people? 1 understand they
have been replaced with desk officers. Could you tell me how many
of those troubleshooters, those ad hoc personnel who handle the
problems have had any experience doing it before, any experience
in the Job Corps at all?

Mr. Casineas. Nooyir: but T would like to submit that.

Me. Spratt. Without objection, the record will remain open to re-
ceive that material.

['The material follows:|
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| 4 uuuid !i;e to respond to the issue regarding
“trauble-hooter-.;
Immediately prior to the Fys'SG reorganization, Job Corps
- had four full-time “desk officers” and one assistant desk
Jofficet in the Center Program Coordination and'Administration
Unit. Theée positions were aestablished in the late 1970's
when efforts were underway to double the size of the Job Corps
proqram.r The positions were created to provide overall
coordination for site search efforts, utilization studies of
facilities, and tracking facility cofistruction/rehabilitation
« progress., and to respond to infuiries regarding these activities
due to the extremely large volume of work associated with the
expansion of the Job Corps program.

As the expansion neared cOmpletianf efforts related to the
identification and establishment of new centeréﬁuare concluded,
and the function of the desk officers .changed. Over a period of

'time. staff in these positions devoted more and more time to f
to{lowing up on Regional Office assignments and requests for
information and providing assistance to regional staff in
procressing paperwork.

Prior to the recent reorganization, we reassessed the K

functions of the Job Corps National O0ffice to determine how

the program could be administered most effirciently, As a
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rgsult of this assessment, we determined that full-time desk
officer positions were supeéfluous: the type of expertise
required for work which was ongoing at the time the positions
were established was simply no longer required. The national
0ffice was reorganized along functional lines, with staff
assigned responsibility for epecific programmatic areas in
place of the “éenera!ist' type duties the desk cfficers

had becn performing.

Job Corps National 0Office staff in the newly establisghed
Division of Program Planning and Development are assigned
rasponsiblity for gpecific functional areas such as outreach
and screening, placement, national training efograns.
construction/rehabilitation, {nnovative programs, civilian
conservation centers, basic eduéation. vocational tralining,
world of work, and residential living. Ffour of the senior
specialists in the Division wert assigned additipnar part-
time desk officer duties so that the Regional offices would
have a contact point for prohlems or issues which cross-cut
programmatic areas. Two of these individuals have been with
Job Corps for an extended period of time: the other two
part-time desk officers have extensive direct program
experience in other components of the Office of Job Training
Prqqrams and have begen participating in training sessions

designed specifically for Job Corps staff.
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Mr. CasiLras. I will answer that for the record. Again, I have
Jjust gotten into what the quality of the centers is today in terms of
facilities. There are incidents that occur at the various centers. 1
can assure you that those incidents are being taken,care of, v
satisfaction. as quickly as possible. Any incidents Wwith regard to
the facilities or.equipment are being taken care of. So, I am satis-
fied that the certers are adequately being taken care of either in
terms of incidents or m terms of facilities. '

Mr. SeratT. May [ put that question to Mr. Rell?

Mr. Casiras. | would like to submit for the record the answer to
your question about the numbers that you asked for.

Mr. SprarT. There are only 44 people in the office.

I understand there were seven to eight people originally in the
center coordination units and today there are six or seven Lft who
handle similar functions. Six or seven of those who are left have
‘hgd no previous experience in Job Corps. And yet they are han-

ing troubleshooting and ad hoc problems that come in on the
wleph%\e. _

Mr. Reui. There must be some confusion, Mr. Spratt. I don't rec-
ognize any of those numbers. There has not been a center coordina-
tion unit. What we have had is what has been referred to as desk
officers who have acted as points of contact for regional offices in
order to coordinate activities of the national office, that is, resolve
a problem that might take input from more than one function area
within the national office. ,

Those positions still exist in the sense that those duties have
been assigned to staff in one of my divisions, and each regional
office in the counsry has the specific name of a staft member, as
they have in the past. whom they can call and who can provide
that kind of service.

Mr. SeratTr. Are vou familiar.. Mr. Rell, with récommendations
that Mr. Jones has made regarding augmenting the staffs of the re-
gional offices? .

Mr. RELL. Yes, sir.

Mr. SeratT. Do you specifically recall if he asked for at least 26
mare people in the regional offices”

Mr. Rewn. 1 don't recall the numbers, Mr. Spratt.

Mr. Ser ... Lloing back te your point that oversight has been de-
ficient. 1 :. . ~~tand that vou now have a Division of Program
Monitoring . . Review. That is one of the two divisions in the Job
Corps. Is that correct? ’

Mr. CasiLras, That is correct. )

Mr. SeraTT. In that particular office how many of the people who
are responsible for monitoring operations have had previous Job
Corps experience”

N{r. Casinias. In terms of what? Experience in what”

Mr. SeraTT. Experience. period.

Have been in the Job Corps pefore,

Mr. CasiLLAs. Before?

Mr. SPRATT Yes.

Mr. Rrui. I don't know.

Mr. Casiras. We will submit that for the record.

Mr. SrraT1. Without objection. the record will remain open to re-
ceive that answer.
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- [The material follows:]

The Division of Program Management and Review has a ceiling of 19 positions.
@ith I8 staft on board. We are Iy recruiting to fill the one vacancy, which is a
Computer Systems Analyst.

Of the I¥ staff on board, 6 individuals five professional and one secretary) are '
new to dub Corps. Two of the “new’” stafl are assigned to the Program Review Unit,
which has responsibility for monitoring program performance and conducting Re-
giotal Office and center reviews,

All o the staff who were assigned to the Division of. Program gnanagement and
Review as i result of the RIF have extensive experience in other gn
ETA national office. and their skills and background fully qualify’them for the posi-
tions they now occupy Each of them has participated in Job Corps spevific training
and is also receiving on-thejob training through observation and participation in
uti-site Repional (MTice and centes reviews.,

Mr. SpratT. Just 44 people in the office. Can vou think quickly
about who your people ure monitoring?

Mr. Rews. [ am trying to remember which ones are in which divi-
sion. Mr. Spratt.

Mr. SeratT. Oh. I am sorry. OK. « M

Were you here for any of the testimony of the three gentleen
who came from RCA, Teledvne, and Singer

Mr. Casiras, Negative.

Mr. SprATT. I see. <’

I think it wodld be good. if you had an opportunity. to respond to
what thew said, since you didn't get to hear what they said. [ would
like to read it off quickly because it bothers me. It runs at odds
with what you are saying.

Basically the bottom line of what they are saving is that here is '
a successful program. but two of the three witngsses said its ongo-
ing effectiveness is impaired by RIF's that have been pennywise
and pound foolish, -

Mr Casiess. It js kind of surprising because. as I indicated.
even though the four centers 1 have visited is a small segment of
the total 105, 1 have also talked to the contractors. 1 have talked to
the Singer people, who run the Sacramento center. Again, [ will
witit until you give me what they said, but it is surprising. 1 would
have thought, from what they told me. that they were very. pleased
with the ongoing operation and the results, )

Mr. SegatT. It is surprising. too, as Chairman. Frank said be-
cause here are some contractors who come in, first of all. and. they
have to get along with you and [ understand that. I used to work in

" DOD in procurement. | understand the risks they take. [Laughter.]

Second. they say that they want the Government to participate.
They wiant the Government to hold up their end of the partnership
a little bit hetter than they are doing right now, :

I think it is constructive criticism. ["think evervthing they said
was in the best spirit possible of seeing the program work. Thev
don’t want to be associated with it if it doesn’t work.

Mr. Casinias. And coming from private industry. it i mv intent
to improve wherever | ean.

Mr. Seratt. | understand. that,

Mr. Caspras. | want to hear comments, particularly trom corpo-
rations such s these .

at
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Mr. Seratt. Well, this was from Mr. Andrglewicz. If T mispro.
nounced your name. | apologize for that. Weare dning the best we
can. “’

Mr. CasiLLAS. Juft remember the two I's are Spanish.
\1:‘ SerATT. “Each center we operate is reviewed annually. The
review teams use comprehensive reyiew guides and conduct follow-
up reviews. However, over the past few vears the staffs of the re-
gional offices have been depleted bw a series of reductions in force.

As a'result, fewer members of witw teams have Job Corps ex-
perience necessary to conduct ffective review. Assistance in

correcting deficiencies is often not available, and in some instances
staff members from one center are ‘aken away from their training
duties to assist review at mmother .raining center. Center stafl ~
members are now required to perform administrative duties tbat
used to be performed by regional offices such as arranging initial
assignments amd trunspormtmn and maintaining rewrds and dis-
closure and so forth.”

That was the guestion I was getting at in asking vou the same
question. These are people down here at the \wrkmg level. 1 think
one ¢haragteristic of private sector businessmen is that they re
spect what people at the working level.tell you.

Mr. CasinLias. Absolutely And, I would like to take your sugges-
tion and respond to those comments, if 1 could. either to you or
through you or to them directly. I go back to looking at the num-

. bers. Being from business, I look at the bottom line. I am seeing

the placement rate, the progress of it; the corps.membership. and |
think the program ir ‘)ing well. | would say excellent, super excel-
lent, as a matter of fact.

So, 1 would like to respond specifically to those and see if per-
haps we can improve the%program, but overall Ithink the program
is on target, /

Mr. SeratT. Without objection, the record will remain open to re- »
ceive that material.

[To material follows:]

,. | / : \‘_ - \9?
40-068 0 - 84 - 7

BESI uLPY

oL



ERIC

Aruitoxt provided by Eic:

va
P

94

-

§

-
Mr. Androlewicz exg;gpsed concern that there were fewer

Job Corps staff with less expertence to provide technical
assistance and perform center review activities. ¥ He also
stated that center staff were uséa to review other centers in
some instances, and that center staff were requiéed to perform .
administrative duties that used to be done by Regional Offices,

including initial assignments and transportation, maintenance

of terminated corpsmember records, and disclosure of inforgation

on corps?emb rs.

It is true that there are fewer staff in Job Corps regional
offices, and that some of the staff who were assigned to these
offices during the RIF do not have extensive Job Corps experienca.
;e do not believe, however, th#t this will cause any negative
impact on the operation of the Jsb Corps proqram; staff who
were feassigned to Job Corps have experience ir the administration
of other employment and training programs o£ in ETA admimistrative
functions. Their experience and backgrounds'clearly qualify them

under thiapersonnel requlations fo. the positions they assumed.

We are providing Job Corps specific training tg these individuals

-in areas such as proposal review, business management proposal

analysis, contract administration, and propertx ganageuent to
augment their prior skills and knowledge. Through formal
training and workirg on 'a daily basis with experienced Job Corps
s::ff, these individuals will quickly be in a position to perform

the duties assigned to them in an effective manner.
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In reference to Mr. Androlewicz' concerns with

.

admin#strative"dpties, 23 of the 107 Job Corps centers have

been assign;d responsi ty for a po:tien of theé center's -
recruitment, and most centers are now handling Lnicial
transportation ¥f corpsmembers. It is important tomote the
centers which are performing these functions were. provideds
additional staff and funding-under their contracts to cover

the expaided scoée of work. These requirements are incorporated
into center Reguests for Pfoposala‘(RPPs) so that all offerors

are fully aware of the work requirements prior to submission of

proposals.

Assignment of these duties toqcenters was not a direct
result of Regional Office staff .eductions; fathér, they are a
part of our effort to test various approaches to iﬂprové.the
efficiency and cosc effectiveness of services provided. We are
currently pxlot testing an approach in Ragion Iv wheruby a
compsny whxch is subsidized by Trailuays and Greyhound is
handling all inici§1 cogpsnember travel ;hropgh an sutomated
system, at no cost to the Government. 1If this pilot proves
effective, we will expand it to other regicns. He .are trying
8. aral different approaches in tha araa of re:ruitneut nngJ'
assignment of corpsmambers to improve accountability and reduce
the amount of time between screening and actual assignment of‘
youth to Job Corps centers. Having Joj Corps centers handle

flocal recruitment,at selected centers is one approach; increasing
the number of cospetitively awarded:contracts for recruitment and
sc.eening {s another. We are also planning to continue the pilot

-~
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projects in two Regional Offices during FY 1985 to test

e effectiveness of automdted selection and assignment.

¢ done after a successful pilot project demonstrated
a mté cost effective approach due to reduced postage

a reduction in the number of staff (both contractor
al) 1nvol\;ed in tracking, handling and storing records.
ge in responsibility was incorporated in revisions to_ -
-the Job Corps regulations which ware publ}shed october 20, 1983.

These Yegulatory revisions also addressed disclosure of'
info;'mat'ion. Job Corps centers have always been‘responéible
for respond;ng \tif‘all requests fo;- information or records
. during a corpsmember's enrollment. In accordance with the
revised regulations, they must also respond to inquirigs regarding
terminated corpsmembers if they have been assigned responsibility®
for-maintenance of terminated corpsmember records. ‘mere. were
{ rfé:l%s,t’;onq objections to this approach from center operators when v
the revised regulations were published for comment prior to’
melementation, and we do not belim this shift in responsibility

has placed an unreasonable workload on Job Corps center staff.

As indicatdd previously, Job Corps contract center staff
have been involved in reviewing the operations of other centers
infrequently, _and we do not believe this has caused a "drain”

- on any center aperato;.' only four of the ten Beqionai Offices
_:xse canter staff (contract or'?ederal) at all on m.ional reviews
) o of centers, and:then they are only used for specialized ams{.
LI . © .
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‘M. Seratr. | .nppreclate your gespondmg to,that.
. Also. when [ was in DOD, I used to write these responses. so I, _
am guilty of the same crime that every bureaucrat in this city com- .
mits and this is being totally unresponsive. If you would be respon-
sive. we really would appreciate it. I am serious. The art of answer-
ényg these. things is ‘much maligned in this town. If ‘\‘vou could give
us candid responses in the spirit of makihg this thing work, we
would appreciate it. - )
One of the criticisms voiced by all three panelists who testified
earlier was that screening has definitely been impaired. That* re-
lates tg the deficient staffing levels at the reglonal level. .
Do vou disagree with that, Mr. Rell" N
Mr. ReLL. Absolutely.
Mr. CasiLras. I not only dxsagree but I haven't heard of it. It has
not arisen as an issue with me, so | disagree on that basis. But per-
haps Peter can respond from a different aspect.
Mr®Reu.. § disagree, Mr. Spratt.-What we have done is that we
have looked¥for alternative’ ways to conduct screening more effi-
(_ cieml{' so that corpsmembersdo not wait on waiting lists as long as
they have in the past. We -have had backlogs of from 6 to 12
' months for males and 1 to 3 months for females. What we have
done is experimented with varieus alternatives, trying to cut out as -
. much paperwork and procedure as possible. We have three or four d
expenment*gomg on in different ions.
One of tHose is to retain the full activity in the reglonal office .
but to automate the selectios and assxgnment process, and we have
an automated system operafing presently in Kansas Cityyand in
Atlanta. We have other experiments.whereby those foldeys where-
the screeners find no questior as to the eligibility or suitability of
the enrollee, they are referred directly to the center so that they
don’t have to travel through the regional offices and these young
" people have to wait less time in order to be assigned to the centers.
. It is quite true that we are experimenting in ways rove the
selection and assignment process. I have hot luné am not
aware of any deficiencies and, in any case, those experiments have
nothm o docvxth any reglonal office staffing levels. r
gPRA'r'r u saw the testimony. Mr: Androlewicz said: “As a .
. result df these dhanges, many of our centers are operating signifi-
cantly below capacxt{ and the changes that have beén made have ~

disrupted the networ
Mr. Cr fact that ‘weare tsllung abdut 107 operations

and centers means ere might be such situations—I always look

at something as to.why it's not able to’achieve compiete perfection.

I would like to look mpre in detail into that ﬁc issue gnd, per-

haps, see what thie incidents were and get back to you and respond

for the record. *r .
K Mr. SpraTT. Fine. Without ob)ectmn, the record will remain open

to receive that res

[The materiaMq}lows:] .~ - - .
° We do not share Mr. Androlewicz's view that there has been & significant decline
- in center enrollment due tg deficient regional office staffing levels. There have
S always been slight seasonal Nuctuations in enroliment levels. example, there s

generally a slight dip in enrollment levels over the summer months. During the
early summer, we are, in essence, competing with the Summer Youth Employment .« "

i';EKC' Bbbl bUPY’O,z o
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Program, which offers immediate employment (with no fraining involved) andg
¢ witges: there are more outdoor/comstruction-related jobs for unskilled workers; other
. young people are out of school, and youth are more reluctant to leave home, ete. In
~ additioh, cGuring periods when the economy is on the upswing and unemployment
drops, the “pipeline” of Job Corps applirants dwindles. Fluctuations in enrollment

levels are always temporary phenomena = N\ ¢ S
o There is an estublished itment nd screening network; it is not affected by
‘ederal wtafTing levels, Ap%iemamly two-thirds of ,Job Corps recruitment is cur-
rentlv done by State Employment Security Agencies which have been performing
this function for many: years. To control costs and improve services, we have begun
to competitively uwa& all other recruitment and placement contracts instead of
awarding them on a sgle source basis. We have, at the same time, igstituted proce-
. . dures to make recruitment contractors more accountable in terms of documenting
the -eligibiljty of applicants a:&dﬂermining which youth are mast in need of the
intensive type of services offered hy Job Corps. We previously menticned initiatives
we have underway in automated selection and assignment bf youth, and direct re
» . ferrals and assignments by scréening agencies for youth whose applications indicate
there are e problems which-would hinder their participation in the program. We
believe that thése initiatives will improve, not disrupt. the recruiiment process, and
reduce the amount of time between recruitment and assignment of applicants to Job

- Corps centers. .

Mr. SeraTr. Mr. Watkins said;

“’Rhe contructar’s job has been made more difTicult in light of the lack of regional
offive knowledge and continuity for evaluating propesals. selecting contractors, con-
ducting center reviews, and acting on rejuests for approval. Such a situation obvi-
ously lessens the amount and quality of managemefit and support performed by the
Covernment. ’ -

Mr. CasiLLas. | think there again I have got to respond the same -
way. It could be an isplated case, which I have got to suspect it is,
. and I’woulg likejto get back to you on that situation. Overall 1
: would say that it Is not co :
Mr. SprRATT. Without objection, the record will remain open to re-
ceive that response. )
. [The material folf8ws:]
I do not agree with“sMr. Watkir-" statement. As | pfeviou-ly indicated. we may .

‘ experience a termporary dip in productivity due to stafl changes, we do not expect
. this to last long because newer stafl have compatible skills, and we are provid-

“ing specific Job Corps ori training in areas such as p | analysi# and con-
tract administration. In ion, Regional Offites use established, written guide-

lines and criteria in reviewing Job Corps tenters, and the stafl recently assigned to
Job Corps are parficipating as review team members under the direction of experi-

enced Job Corps staff. Similarly. approval levels for center ngg:i&ies qsd requests
?rt' esu:blif;“l:d so that responsibilities and authority of various are clear-
~ uﬂderﬂ . . 4
yl do net belizve that there will be any lessening of thg amount or quality of man-
agement and support provided by the Government.
Mr: -SpraTT. Mr. Androlewicz makes five recommendations or
four recommendations, and we would like yeur response fo those. 1
- think all of the three earlier witnesses concurred with them—no
.more reductions in force in the national and regional offices, resto-_
ration of staffing .1 the national and regional offices to levels

+ = of .
. &,Casu.ms. What is the second one, again?
- SpraTT. It is written down. We will give you copies of it. ,
second is restoration of staffing in the national and regional

F:

»

., eoffieess _ -
*  Mr. Casiuas. Right. « (. ,
A
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Mr. SPRATT. The third is necessary steps to maintain stability in
the recruitment network and, fourth, providing the program with
sufficient moneys for capital improvements. .

All three witnesses mentioned the problem of capital improve-
ments, and one of the things that concerns me is that recognizing
your budget bind, you have said that one way you intend to live
within your budget is to cut back on capital improvements., |

Mr. CasiLrLas. Mr. Spratt, I would like to address that about the
capital improvements. ‘ . )

Mr. SeratT. | would like for you to. ' L ,

Mr. CasiLias, I came in and sat down immediately with our
bu and financial people in the agency, and 1 was kind of taken
aback that we didn’t have a separate line item for capital expendi-
tl;l'?hs. along with the normal depreciation schedules and that sort
of thing. , -

So, I suy that we have got to do that. I am currently asking that

we start to prepare that kind of a procedure in the budgeting proc-

ess for Job Corps. . ‘.

If I may, I would like to submit for the record what.we are doing
at this stage, trying to get spg%‘:;s and line items for capital ex-
penditures with depreciation ules, so that we can really be,
sure of ourselves, not for a yearly basis but for a 5-year and longer
term basis as to what the capital requirements are going to be.
Then can start to implement and perhaps get a more stabiljzed ap-
proach to the question of buildings and capital. P

I would like to do that, Mr. Spratt, if I.may. S N

Mr. SeraTT. OK. ( -

Without objéection, the record will remain Open to receive that
material. . *

[The material follows:] ‘ .
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’ . Androlewics made four speciﬂc mcomendn:ions

tegn.rdlnq the, management and operat.tcm of t:he Job Corps L
program, and we will address each am separqtely.

-~ ‘ .

Roecommendation #1: Apply no more RIFS to

‘

< the national or rvegional offices.

As indicated previously.‘hwe do not “contemplate 3ny RIFS .
in the Employment and Training néhini;strat‘_ion ir Fiscal Yoag 1985.

-

“-Recommendaticn $2: Restore the staffing of *both

the national and.regifnal offjices to . ‘\
. ' lgvels that will allow them :;o perform
without depending on center operazing
s.'t.aff. : .

We believe that the current staffing levels for the Job ,
L Corps national office and regional offices are adequate for
oversight and administ‘ratian of the Job Corps program. Job
Corps Federal staffing levels peaked in the late 1970's when
v"larqer number of positions were required to carry out the large -
expansion & f the Job Corps program. Soth the National and
Regional otfices had duties ns‘iated with identification and
gc:\;uisition of sftes, rehabilitation of'facnities, selection ox
vocational offerings for new centers, and numerous activities

.relating to readiness and‘openinq of new ers and the need for

increasing numbers of applicants. These were over and

b
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above those associatod with maintenance of the ongoing program
at efisttng centers. Once the expansion was completed and the
program reached a relatively "stfady stdte" of operations, the
number of staff needed for oversight and administra.ion of the

program decrcased,

-
We have initiated action to automate routini;*repetitive

functions and strqamldne the multitude of approval and paperwork
requirements. BiSed on our assessment of remajning critical
functions,we believe the current staffiny levels are appropriate
for all rederal management, review, monitoring, procurement

and oversight responsibilities. We will, of course, examine
staffing levels and needs in Job Corps as in @ll other programs,

on an annual basis as part of our annudl budgeting process.
» ” ‘ . .
Recommendatfon #3: Take steps to maintain

the quality of the recruitment

network.

As we have indicated, we believe that the actions we
have initiated to strengthen the recruitment and screening proce;s
and increase the atcountabi;}ty of recruitment contractors will
not only maintain, but improve, the quality of the recruisment

network.
€

Recommendation #4: Provide.suffiqient funds for

) cap%tal improvenent and re¢habilitation.

-~B
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W aqiée that it {a essential to provide suffieieﬁt )
funding levels éor maintenance ;f Job Cotﬁs‘facilities. Undey
the original 21-month appropriatfon for the 1984 transition .
period and program year, $77.9 million was budqete; for
construction and rehabilitation of Job Corps facilities. Of
this amount, $50.1 million is devoted to remedying deficiencies
whlch pos% a threat to the safety and health of corpsmembers.
The remaining $27.8 million {s for facility acquisition and
' center relocation expenses; and ather prtoritt&s.Thts level

represents a sharp increase over prior year obhligations for

construction, T | {1lustrated bolow:

Period Construétton Obligations(in million)
FY 1982 ' 521.0 . .
FY 1983 $26.7
FY 1984 ‘ $77.9

({21 month appropriation)

[}
b

We budgeted arn additional $15.6 million for capital
equipment and $24.9 million for vocational skills training '
materials and supplies under the Fiscal kear 1984 appropyiation.
Of this amount, §7 million has been set aside for the pulghase
of new vocational equipment when changes of dﬁcattonal offerings

are implemented as a result of our recently completed review.

In addition to the amounts already budgeted, the”FY 1984
supplemental appropriation of $21,7 million will be utilized
for other prioxity facility and equipment needs.
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We believe that the over $100 million which will be utilized
in FY 1984 for comstruction and equipqent needs is sufficient to
corsect }he baékl9g of center deficiencies and will bring all
centcu“up 'f.o_ ) nmtablo condition.  Since all major defi-
ciencies and needed repairs will be addressed in.1984, we sntici-
pa:;' that less elpitaf funds.will be required to maintain Job

Co:pi'faciligtesAAE an acceptable level in 198s.

we are Nanninq to develcp future Job Corps budgct. requests
as two -apa:qce line xtumu--ono for program cperutsona, and one
for capltal. The basis of & sesparate capital budget request will
be a new capital planning systes which 1- cur:ently under dqvalcﬂ-
no7t The key to this lyltem is the !o:nulltion of architectural
and cnqinegrinq lt&ﬂdards for existing stﬁuetural, as well as for
new construction. Thess standards will provide a uniform base for
ideantifying and assessing facility deficiencies through blennﬁal
sacility surveys of each Job Corps center. The !acilit?;sutv'ys
will chav;;:ortio deficiencies against the standards in terms of
predefined categories (such as those po-tgg danger to the ssfety
and health of corpnaatser-); yr&iuu funding needs accordingly,
and cOnttnually update I'B-y.ar facility plan and blidget for each
c'ntc:. AThis procedure wtlx tnko into account normal depreciation
of facilities, Decisions as to whether to repair or rgslaeo \
deficient facilities with new coneiruction will be based on life
cycle cost analysis. We expect to have our new capital planning

o .
ly-tes‘iflplaco in time to support Fiecal Year 1987 bdudget

formulation.

-
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Mr. Segatr. Are you fumiliar with the consulting studies ot the
Job Corps that have been made? &

Mr. CasiLrtas. The Mathematica study”?

Mr. Spratr. Mathematica and ather studies that have been made
to review the findings made.by Mathematica?

Mr. CasiLias. Yes, sir; | am. :

Mr. Serarr. Do you have any plans for further consulting stud-
ies”? Do you have any ongoing at this present time?

Mr. CasiLiLas. We have just signed a contract for a new one to
beg;n apain with Mathematica.

r. SPRATT. Aren’t you spending more—I used to be in the real

- estate business, too, and we used to refer to coste like this as “soft

-costs.” Aren’t you spending more on soft costs than vou are on

hard costs” Why keep having these studies if they keep telling vou
the same thing”

Mr. CasiLias. Let me tell you. Wher I come from—private in-
dustry—] am a great, believer in outside studies, for one reascn
only: How to improve what I am doing. ,

The charge we have given Mathematica is to come in with their
findings so we can improve Job Corps. | am a great believer in
that, and that is the way I operate. | have used the auditing firms

“on the outside and people like ADL, and 1 am a great believer.
These people come in with source information that 1 use to im-
prove the system. That is the whole intent of this study: how to
find out and improve.

Mr. SpraTT. Looking at it in terms of tradeoffs, it would seem to

- me that you have spent more on these studies than y.u have saved
by your RIF's, and that looking at the bottom line—output—you
would have had more output by forgoing the RIF's and also forgo-
ing the studies.-

Mr. CasiLiLas. Perhaps, but | don't want to do anything blindly. |
like to do something where I have some good data and a good data
base and'I feel I am going to get a good data base through the
study. I think in the long run you will {ind that the net results pay
off. There is no question about it——

Mr. SpraTT. [ agree with you about outside——

Mr. CasiLias. | am suré you do, coming from the private sector.

Mr. SrraTT. I thought, ‘as | said earlier, that the Mathematica
study is money well spent in developing a methodol for looking
at and appraising this grogram. It gave attention to different bene-
fit streams that probably wouldn't have been perceived had they .
not looked at it closelfr..ﬁ

Mr. CasiLias. Absolutely. . - _

Mr. SeraTT. But there comes a point when you say, “Dowe want
to spend more money like this or do we want to keep in tact a staff
that we have built up at great expense, expertise and an ethos
within " our ma ment t we have uired over 8 15-year
period of time?"" There is a tradeoff there and—— ) , ;

Mr. CasiLias, AMolutelf'.- R

) . __And, by the way, I am looking at that. I mentioned earlier when, > .

E Mr. Mcﬁérnan asked the question—that I see othe: avepues and I

*  am trying to tie into the title II-A program of JTPA. I am looking

at that kind of approach. We have got fixed assets, you know, we

have vgriables that we can take advantage of. We have 20 years of

-

b -
¢
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. experience in Jub Corps. Why not foster that and implement some

of those techniques using some of the title JI-A requirements and
opportunities?

Those are the kinds of things I am looking at. And I am®using
the Mathematica study as a data base. These are the people who
‘are going to give me tie input. I think jn relationship to the total
numbers of dollars—$600 million—that I am in charge of for the
year of 1985 in Job Corps, I don't think the amount we are spend-
ing for Mathematica for software, or soft costs, as you indicate, is a
great deal. I don't think it takes away from what I am trying to do.

;- Again, 1 would like to say this. Job Corps is an excellent pro-

gram. | am going to do everything I can, drawing from my experi-
ence in private industry, to' improve it. .
Mr. SematT. | would make the same argument to you with/re-
spect to your staff. ] don't think the amount of money you have
saved from your RIf’s is a great deal of money, as a percentdge of
f&oo million annual operating costs. You have to ask yourself
ether the marginal costs is exceeded by the marginal benefits
that are gained. «
d’l really think-we shoyld ask that question as a matter of man-
ate. - .
Could you give us for the record what has been saved in dollars
to the Job Corps by the management ‘RIF's that have been made
from 56 dowh to 44 in the regions?
Mr. CasiLras. [ will be happy to.

Mr. SeraTT. And 2!s a statement ¢f what has been spent for ~

consulting studies?
Mr. CasiLLas. Absoi “ -iy, Mr. Sprétt/ I will do that.

Mr. SpratT. Without objection, rd will remain oper to re- ¥

ceive that material. ~ /
[The material follgfs:] -\

s
The staffing changes andg@ductions ETA undertook during 1984, through efforts
to accelerate .valuntary attrition as well as the management RIF, were not made
with thegim of reducing FY 1984 operating costs, nor were they projected to do so.
They were made to bring our on-board into line with our current assessment of
Federal yorklosd and number of staff required to accomplish that workload.*
This imgpacts on our future opersting costs, of course. Our 18K5 submission indicated
that our request would have been $12.2 million higher, ETA wide, had we not re-
duced our staffing levels during 1984. Approximately $0.5 million of this would
relate to the Job Corps staffing reductions in the National Office and the Regjons. I
would like to note, however, that the Job Corps reductions were accomplished
through attrition and reassignment.
jor ting Study” of the Job Corpt was conducted by Mathematica
(MPR) of Princeton, New Jersey between August 1976 and
gost of $2,998.467. Mathematica uced a series of reports
of the Job Corps program. current, ongoing evalua-
ucted by: Mathematica is entitled “Job Corps Component
Process Analysis” and is being funded at $592,673. :
In addition. in 1982 another contractor, Educational Testing Service of Prince-
ton, New Jersey, developed a vocational educhtion program and benchmark job com-
petencies for the Job Corps. This project cost $105,938.

Mr. SrraTT. There was a referende last year in testimony before
:xlof the appropriations subcommittees, Mr. Natcher’s apgl"o‘{:ria-

April 1982 at a total
evaluating different
tion study being

i subcomniittee, to a managament study made Within In
effect, in the course of considering the Labor, HHS,\Educatiofi ap-
propriations bill, the questign of RIF's and manageme els, per-: __

L
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sonnel levels within the Employment and Training Administration,
came up. *

The witness was Mr. Agrisani, and he testified to the effect that
an internal management study had been done looking at ETA out
over 10 years into the future. And he said that that study had rec-
ommended a management level of 2,000 personnel and that they
had cut internally from 2,300 members down to 2,000 in accordance
with -this management studi. :

First of all, is there such a study? Are there memoranda tlhlt
embody the study? If so, could you submit those for the record so
that we could understand the methods and purposes of the study?

Mr. CasiLras. No. 1, I will find out if there is such a study and,
No. 2, if such a study exists, I will submit it.

Mr. SpratTt. Without objection, the record will remain open to re-
ceive that response. . ‘

[The material follows:]

- 110 BEST COPY
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-
The "management study” referenced by Mr. Angrisani before

the House Appropriations Subcommittoe was actually a saries of -
informal reviews conducted by several internal ETA work groups.
The purpose of these reviews was to assess the impact of the
Joh Training Partnership Act and the new Wagner-Peyser
Amendments on workloads and assopiated staffing needs. The

work groups’ informal recommendations were made prior to the
development of ehc‘qdverning Federal: - Regulatjons.
. =
Atter the regulations were completed and put in place, it
was clear thaé the Pederal Role envisioned by the work gr?up-
was dimin‘tsh.d and further reductions in staffing levels .vouxd *
be appropriate to align staffing with expected mrklmdﬁ’. It

was also clear that a restructuring of ETA to reflect tle reduced

-

Federal Role and to achieve management economies and
efficiencies was required. As identified in the 1985 budget

-

~submission, the current assessment is that staffing requirements

for ETA as a vhole will decrease to 1,732 by the end of FY 1985.

.
t t

Attached is a paper which Deputy Assistant Secretary" N,
O'Kesfea provided to the Senate Appropriations Subcommittee )
at the apporiations hearings in March 1984. The paper
explains where changes were made, what functions are baing

retained and the basis ¥or the changes.
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_INTRODUCTION
The Eoployment and Training Adulniqtrltlcn (ETA) plans to conduct
sn ageucy reorganiyftion and reduction during Fiscal Yesr (FY)
1984. While the eacy's appropriation for FY 1984 antictpated s
reduction, the curren{Xy planned reduction~in~forre will bde
sox«aha{ larger than projecg;d in the submission to Congress early
in 1983, It {s the purpbse of this paper to outline the proposed
reorganization and rediction so thlt.those concerned with ETA's

. accomplishoent of {ts mission can bde assured that thig will be

done effectively, while avoliding unnecessary costs sssociated with

cxcess scaffing--4t s fmportant to recognize that, on avera .,
a3ch stafl posfition {n ETA costs $60,000 per yesr {n salary,

e . P
" fringe henefits, space and other support costs.

}

As noted above, in fte FY 1984 budget request, ETA planned a
reorgant{zation and reduction. In reviewving the experf{ence of the
year since that hudget vas formulated, taking further accouaat of
the sfgnificant shifts in the Federal role a8 a result of’ ‘ @
" legislative actions and in assessing adninf{strative and manageament
efficiencies, it'ans recognize ! that sdditfonal ?tresnXSning would
- " be pos:i§ke. while sgsuring that the agency's fesources whie
adequate to meel {ts basic mission and sssuring thst the programs
. -
within {ts purview are ;oniucted in c-nformity with Federal

requiresents and are responsive to the goasls and objectives thar

have been estadblished for then.

[

Pl
v
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]

Aoong the changas that place ETA (n the posture ‘of having more
staff than s necessary to its basic nisifion ares .

o The enactaent of the Job Training Pnrtuurs'tp ARE (JTFA) to
L -
replace CETA., The nev program expands afignificantly the role

of the States in the administration aad oversight of trafining ¢
and éﬁploymeut services; {t also crcatél. st the local level,
a public/priv-te_psﬁfncrshtp with @ansiderable responsibilicy

for ‘sssessing the adequscy of prograns,

The enactment and lnp}e-enta:ion of JTHA: .-
" h

- Reduced ;he‘nuuhcr §s ETA grentees (from about 475 to 57);
+ *

-

~ - Reduced detailed Federsl requirements (.8, ragnlétl;ns -
were cut by more tian,752) as the States assused an expanded -

leadegship role ‘and ad-ln(lt}nctve tqtﬁoui!bt!ittes;

v

- Redefined the Efderal role to esphasize the accountabilicy

of the systea, R

A1l of these changes reduce the nesd for Federal level stdff,. !

. .
- . ' . . . .
[

"¢ o The 1982 tmendmepts to the Wagner-Feyser Act, passed as Title
Vv af JTPA, qy(::fd the planning and adu!nt,’rlt!on of
. ' b [}
federslly supported lsbor exchange activities, Thense .
3 v LY

-

ssendmsents: .
- .

- {rpesed a's:atutorllyldefined foraula for al!otg}ug

rl&onrgks smong the Ststes, shifting svway fros a cowplex, .
nd;&nia:r-t!ve ;oénélu.tgcc requirad considerabdle dats -~
. coll.cfyon, lnliylsfup?§'uantpulltton; -
b
- . - ’

+ 1
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. »

- Revised the p.aaning process to give the local service’

we

delivery areas s role i planning, ;i}h the State agency, " .

i the types of lador exchange services to.be delivered; snd i

expanding th hin-State review of the Scate sge¥icy plans
and coasfderation slternatives to {t; . .

-~ Setting aside 10T of thf Stste's allatment for use by the
Go:qrnorg in x-ppoving performsance, meeting special needs
and testing different approachés;

- Cr ating & new asthority for 'fundiang, through reimbursabdle

‘. ) agrecments, those needed activities that are not basic
Pl

L)
l1abor exchange services.'

These utatutory'chiages ’nd the implementatiaon of them fidrther

-

reduce the agency's staff needs. .
o "Lestnlattve changes tf 198] authorized llt:rnltive approaches
to the sdminfscration of the Work lncegtltq (HIH),progrln.
. One of these sctivities, the "VIN Demonstratigns,” lnvolJes
cpp;g:lu-tely 20) States and Treduces the ETA rele fin the

progras In those States. These changes, coupled with

«~ administrative stresntining {a reporting and elfevhere,

have reduced staffing nrveds ia this srea.

) Ieduétlong in the Federal role generally and reductlﬁrs in
the smounts af nationally adoinfstered rcocarcb,ﬁ.pcczll
satfonal progrsm snd similsr !;ndl translate directly iato
reduced :t-ff nebds {n the ccmponents responsible for those

Ly

functions.,

% . 5

L
s
*




R . . * . :
. . . '
o lll' S *
d . o Managesent {n{tistives heve furcher reduced atalfing ne‘du. *
. I; rempving unnecessary layere of as through the
11 . move efticient uaa o;_lur,vtt lt:i{, through the consolidatfan - - . °

of administratfve fugecrtfons, staffing requirements have been
-

. . - . ’
by lensendd ;hrg«.h tacreased efficiency. _ »

-

o There ‘has also been a shift in functions to other comperents Y

of the naplr;ucn; (e.5., tqc{eallng the rola-of SLS 1n labor
larkct‘!ntot;atlon. the ::y;nclon et the tesponsibility o.
:;1 Office qf the ;-tlntnnc Secretary for Veterans' Eaploynent ,{
‘ and Tralning) aud‘fhe expansion of the capacity ?f hther; £ .
‘ q ‘ {e.g., the 0IG) has further reduced soxe of the demands placed
an ETA. . - . .
It ts in this contaxt that ETA reconlldercd ite staffing needs and
proposes reductions bcydﬁd those ‘aplclpl:ed late in 1982, when

the FY 1984 budget rcquec: wvas formulated.

-

-
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7 APPROACH ' . ) . -

Over the past decade, with one exception, EXA has been lﬁ'a . e

s

poature of reducing its staffing levels. For most of this

. veriad, the probles was addressed throdgh hiring freezeg and \v .
- 'l . . R
sicilar ttltrsctlogr. As a rasult, isbalances occurred in.the )

B staffing pattcrn.‘ By lchlevlng a auntaiua;lo. atable level of
. employment i; FY 1984, the agency will return to' a more normal’
personnel policy tor~§h¢\eong torn.' ' . N
To limit, to the maximum extent possible, the consequence of
the reduction qn ETA's ?nplcyeef. sevewal actidhs h9;'_bacn .
taken, including: o '% .
¢ A freeze on a{l hiring from outdide DOL and a s;quirtaent
that other DOL agencies hire ETA employees for jobs for
shich they qualify: ’ s ‘
o ‘An extensive out-placement effort has been initiatﬁd:
© Authority for early reéirﬁnsnts haa bean roqnpntcd‘

. © A progoram of retraining and relocation is in place. ¢

To minimize the disruption to agency opcrction# and to permit
the organization to attsin atabidify as scon';a possible, it
was decided to accomplish the reorganization and the rcductlsn
in one action. It is planned that, {n I1te H;y 1984, the

K]

reotgarization and separation of employees wiil oecur.

. . ' ¢
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. In combining the rearganization and full reduction into one

. 1+ action, ETA will achieve l:ablli;y rapldl7£ Any slternatives -
to this approach would mean retaining btaff abovl lévels
. justified By workloc;hs conducting noéq.thnn one -.pnrnti;?
| action in a brief apan of time; and extendipg tha logﬂle pro-
blems {and :onseq&éﬂt productivity effects) allocgpé’i with

"

any staff reduction. 5, .
\.

-

-

Includ'd in this docq\‘nt is a bricf discusaion of the agsncy s

overuight pln‘a for training and enploynnnt services. The

agency's quality control efforts in unesploym-nt insurance are
reviewed also. *
‘ . -
¢ ' 1
-
O
v J
-
' L) .
L
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FEDERAL OVERSIGHT OF JTPA

' L
U.S. Department of Labor )
. Brployment and Training Administration

v February, 1984,

Background .

The Job Training Partnership Act, signed by the President on
October 13, 1982, is rapidly approaching. the gnd of its initlal °

jpe:.'sod of implementation and State md l16cal planning has ;lrudy

begun for Frogram Year 1964, -

4
puring . .- H:st nxne montAs of 1983, the employment and training
s/sten nauonwxé\tocued completing and clolinq ouj activities
under CETA, the sstablishment of Service Delivery Areas (SDA's)
and appointment of Private Industry Councils (PIC's) at the local
level, the formation of new administrative structures at the State
level, the appointment of State Job Training Coordinating
C?uncus. and the initiation of joint planning at the local level
between State Employment Security Agencies and local c'lccgzed
officials and PIC's. '

&
\

Once the now entities authorizad by JTPA were established, the
startup date of Octodber 1, 1983 rrqutted a ‘telescoped planning
process for initial operations through June 30, 1984. This Transi-
tign Period hes served as a shaka - down period for the States,
uiowing them to implement and modify State administrative sys-
tleaa. and it has provided opportunity for State any local institu-

tions to work out’new relationships and partnerships by planning

and operating Mx;m. .

f

'
'

By Program Year 1984, commencing for twelve nonths starting
July I, XQN.' the structural aspects of the new systes should be

4
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largely established, and progr+ delivery l.hould take place in o ' .
more stable institutional environment. - '

As State and local partners sove through t'aplment;um issues to
ranagement of on-going activities, the exercise of mr:t{i;:.
responsibilities at the local, State, and Federal levels will

asgsess how' the rm’-ynen is nﬁmmg and the extent to which it b
conforms to the nuu'tc.

A

Multiple lLevels of Oversight

J;PA grovtdu for concurrent oversight c;gtvtztcs iniciated by
.lacal: State and Fedaral entitles in the ’job training system. TRe
folloving is a brief reviev of tie JTPA oversight process as set
forth in various provisions of the Act.

Y
Local
Sectiqp 103 provides for Private Industry Councils to ex&ue
oversight of SDA administration and operations, i.n' partnership
yith units of local government, .Sectdon 103 defines oversight to
include reviey, monitoring, and evalustion. Also, Title V JTPA
Amendments to Section 8 of the Wagner—Peyser Act establish a
planning oversight role for local electsd officials and PIC's with 3
respect to local State Bwploywment Service operations.
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Stlt!
_ The State has overall :eg,?nnbuuy for management and adminiilra-

*

tion of the job training system within the _sg.nto, including over-

Sight. State-level responsibilities for oversight are assigned to

the Governor and State Job Training Coordinating Cgunctl‘ "In many o
Stateg, the legislature is taking an active oversight role.

Section 1212 gives the séate council brosd authority to review

operations in each SDA and to review State services, making recom-
nendations of ways to improve program eé&ectiveness to appropriate P I
ottxcxalglnnd to the general public. Also, Section B(a) of the .
Haqner-);yser Act, as amended by JTPA, pwévides the State Council o
with authority to revisw and éert’uy the S:ate plan developed for

the State Boployment Security Agency.

Séction 105 translates the Governor's responsibility for review
and approval of SDA plans into oversight of local planning and
performance goal metting, and oversight of compliance and adequacy
of SDA-level management systems. Section 105 4180 provides for
review of, and commant on, State plans by State legislatures.,
Section 106 extends the Governcr's évorstght role into measurewent
of SDA program cutcomes against performance standards, and review
of local ix:plement;nm of State-required corrections for . .
inadequate performance., Section 164 directs the State to

estadblish financial controls, and independent financial and

Program compliance audits with its subrecipients, and to take
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‘; ! ' .
action to efsure correction of identified deficfencies and

’vwlnzm. tncluding, if ssary, revoking authority to ! ) \“"‘. .
operate. - ‘ ' :

'y A
Federal .
Under Section 163 of the Act, the Secretary is authorized to )
monitor JTPA programs to determine their compliance with the Act. ’

The Secretary of Labor is directed under Section 165 to gonduct )
investigations of the use of funds mco_tvod'by States and otner

recipients each fiscal year in order eo evaluate compliance with .
provisions of the Act. 3

Sectioff 164 contains special authority for Federal oversigh’ of :
anti~discrimination provisions, ‘teh, under Department-wide
regulations, the See‘renry of Labor has delegated to the DOL
office of Civil Rights (OCR). Section 164 also recognizes the
tndepenaen't function of the DOL Office -d the §nspoceor General
}oxc: under the Inspector General Act, in conducting invéstiga~
tions to prevent fraud and misuse of funds. Finally, both Section
164 and 165 discuss oversight by the Office of the Comptroller
General to evaluate expenditugss to assure gonsistency with the
nquir;tenu of JTPA. v

Section 454 requires the Secretary tofevaluate Qm ct!ec'.v'venen
of all JTPA prograxs on a egittnumg basis. Bu‘huum are to

s
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assess ftatutory goals, performance, impact snd service delivery
- of prograss. ' -

Oversight Policy

The Employment and Training Awiniscration (ETA) intends to éarry
out its oversight responsibilities in recognition of the multi-
level ovenigr;z environment provided for n;.m Act.

:
The ETA is committed to assuring that programs under JTPA, includ-
ing Title v, are conducted consistent with Pedersl lsw and regula-
tion. In effecting its oversight responsibilities, the ETA will
monitor recipients with particular attention to those areas where ‘ .
the Secretary has a direct tole, for example, ensuring program
iftegrity, equal sccess, anll assessing performance, The ETA's
policy recognizes the significant responsibility of the Str.. s,
and of the PIC's apd local oucted.of!icnh in sonitoring JTPA,
and consegquently dows not intentd for ith oversight system to
supplant or duplicate State or local systema. It is the policy of
the ETA td cdnduct oversight that verifies the development, utili-

sation, and effectivensss of State oversight and follow-up

processes.

. N

. -tTA'l oversight system will inciude review of State level activi-
“

ties as well an local level programs in i sanple of SDA’s toO

.

v

i

.
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verify and validate that State systems are operating accurately

and appropriately. Verificatfon will confirm whether State ) Q
° systems conform in operation to design, and to statutory and

regulatory requirements. Validation will confirm accuracy of

State systems by corroborating with the system designs the data s

bases generated in operation.

ETA will coordinate its oversight sctivities with those of the OIG

and the OCR within the Dppartment, and will confult with the v
Office of the Comptroller General in the exercise of its responsi-

bilities. * o
%

* initial Oversight Activities

Oversight was initiated before program operations began, when ETA

-

staff joined field review teams with OIG staff and private CPA .
firms to complete pre-award surveys in all 57 States and territor-

ies serving--as grantees for Title II and Il JTPA programs.

This first phase was completed in September, 1983, and resulted in
the identification of those Ststes having latxl!nctoty"yutens in
place to bring JTPA on line as of October 1, 1981, and those
States needing ad!jtional development in order to estabiish
systems meeting statutory tequirements. Findings of these pre-

award surveys were shared with Governors and State officials
-~ - .

¢ ’ R
- : ¢
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g
. promptly following field review, so that the States could begin to

address system readiness prodlems.

During the second phase of ETA's oversight activity, ETA staff
were dispstched in a nationally ~ directed =ffort to follow-up
with each St:te to detem.im actions taken to address any problem
findings from the pre-award surveys, and to assess whether steps”
had yet been effective in meeting deficiencies. Oversight work
was li.nxed with the offer of technical assistance from Federal
resources and from organizations under contract with ETA to help
434:: JTPA implementation. pteld work for the follow-up surveys took
place in January and nbzuary,\s’u. Formal final reports of
findings will be available to the States in March. ..
4o,
. rs
*  The ETA also moved ahead with Plans to begin selective oveniqh:‘
during the remainder of th® October 1983-June 1984 Transition
Period, covering initially three priority areas: Cash Msnagement
practices ot the State and subrecipient levels; discretionary
Title III Displaced Worker Programs, and State operations under
cost reimbursable agreements for specislizied Wagner-Peyser Act
programs. These three i?rog:u areas will be the focus of ETA's
! on-site review activitied during March-June 1984.

Planning and developmental work for the next phase of oversight --

to begin early in Program Year 1984 — is now underway. This
L

4

.
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requires formulation of the overall oversight design, selection of
elenents for the total lyat.e;s. and preparation and field tésnnq

of review instruments for the elements identifjed. .

M major evaluations that are currently beinq nducted by the
E‘rA under Section 454 are the Job Training Longitulinal Survey )
- (JTLS) and the JTPA Process Evaluation. The JTLS collects data
fran a sample of 189 SDA.'s and from periodic surveys of partici- .
pants. The JTPA process evaluation includes periodic studies of
' implemen:nign in 20 States and 40 SDA's. A process evaluation \ ¢
will be started shortly to assess implementation of JTPA Title V

Amendsents to the Wagner-Peyser Act.

The Bwerging Oversight Design * )

While oversight may .develop across a broad spectrum gt activities,
‘or example, surveys- on selected program areas and evaluations
conducted under Section 454, ETA's present oversight focus is on
Federally conducted oa-lit.e reviews, The long=term design for
on-site reviews is being developed around three core systems:

Integrity Systems .

Employment and Training Systems

. Labor Exchange Systems
& <. ‘

/.,...J




12
Cach cors system will bs the subject of focused field wor® by ETA
staff teass during pre-scheduled State reviews in PY 1984.

- .

-

Fach of these three core, systems enconpqu the following elements:

hd Integrity Systems - ' Financial Nanagement f
; ‘ Cash Management ) ‘
3 State Audit T .

Ranagesent Information Systems
Cost Classification
Procurement Management
Crievance Procedures ‘ )

Employment and hrfem'-m.-a Standards
] an M <
Training Systems Eligibility Determination

State Monitoring
Services to Target Groups
State Job Training Coordinating Council
Certification of local ?xc'-.
Local Plan Approval ‘
‘ Progran Lisitations \
Other Statswide JTPA Programs
Summer Youth Activities
Title III Dislocated Worker Activities

Labor Exchange Wagner-Peyser Grant Plan and Compliance
©
Systess Reimbursable Grants o
3
« .




The Review PFrocess .

ETA has established the following sequence for Fédenlly-cmﬂueted
on-gite reviews: . . - o~
0 . . .
(1) The Statejl provided advance mr.icc of ETA's schedule for
on-sight review visits, and sdnt informational copiss of the - ‘ y

review instruments. . :

(2) Advanc{_ notice will also be provided to those SDA's, to be

.

reviewed on a sample basis. N ‘ w
; T
{3) The State is ou;m a briefing in advance of actual visits on
the scope of on-site work, reviewers' data/information needs,
and the approximate length of tims necded to complete the ¢
oversight segment. -

\
- A Y

{4) At se of the review, the St,te is offered an informal
briefW§ on findings. ¢ :
E4
(5) A written report of findings and recommendations, as appropri-
ate, will be transmitted to the State. !

[ 4

(6} Poriodic follow-up rxeviews will be conducted.

-~




Ty

[ .

Y P ©
phasing-1n the ovbraight Degign C-
Plans call for phasing-in fie)d review work for. the balance of the
mnxght. system starting is July 1984. \ e/

Core systems will be reviewed in each State at least once per
ynr.but!mmnéinﬂ«p&vtu vary depending upon the o
elenents to be revieved. For exawple, the importsnce of Cash
Management will require, initially, msonthly review of State T .
ba'lences and some sampling at :he SDA level. Wagner-Peyser Cost
Reimbursable Grants are being scheduled -for quarterly review.  The
reviev of -State Job ,rntnxng Coordinating Councils, howeper, may
be conducted on an a&-neod.d basis following the initial ovenlght

year. )
The ETA will complete initial reviews in each core system by the
end of Program Year 1984.° Follow-up reviews will take place in
Progras Year 1984 md continoe into Program Year 1985, during
which a continuing cycle of core systesms reviews will be
scheduled. overall approach to mpititoring and the specific
reviews cond lnucbman;vuxbeus«ndoua
continuing bnis to assure that they respond to the agency's
responsibilities gpd needs. °

The following matrix susmarizes the frequency w'um targets
sround which on-site review sctivities are beiny developed for
Program Year 1984. It is estimated that about 70 to 85 percent of
statf resqurces abailable for JTPA oversight in nwm Yoar 1984
would oe utilized to carry out plans described above.  *

. ’ :

¢
‘
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;. . .. -
J .
FREQUENCY/DEPTH OF ON-SITR REVIEW ACTIVITIES Y .
. — R Eg 'gzi.;ij_‘-__-_ ﬁﬁ!ﬁi
SAMPLE] ALL | SANPLE | ALL | SANPLE
X
X
‘;
—%— X X .
X X_ £
— X X i E
X - X R.
. X z '
X —X - -
S
. i X X
uortur Activitios 2 X x x__
3
Hawer-mm Grant ' .
Plan and ance R X _ X .
RelnGarebiE . Orants T — it
- - ' - ‘e -
: * o~
m. 1/ This matris escliudes evalustions conducted pursusat to Roction 454 of the Act. . .
2/ A1l Staves will receive initial review, .

“elc - . 23 BEST COPY
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Aruitoxt provided by Eic:

-

UNENFLOYNENT INBURANCE

-No msjor changes sre anticipstad {n'ths adsinistrstion of

- "

the Unemployment Insurence (UI) progrem which ftuvolvas:
= lesderahip snd ‘policy guidance to Scate agencies in the
operstion of the Federal~State UI progras; ‘ .
- providau‘ direction s tﬁc i‘linilt!ltlon of ather
wage~loss and adjusteent n;clitqac. ;tnsrann'lueh as

Trede Adjustment, Disaster Unc-pieynclt Assfstance,
unemployment benefits to Ql-llt'le..,l and Vsdaral
civilian workers; .

~ sssesscent of interprststion srd aéplleltlon of Federal

requirements for Stste eenfer-}ey and cosplisncs; n;d.
- faading snd ovcr-l'hk of the adainigtrstion of Scat;‘:}d
Yederal progrsus. .

However, with expsnded stoaff resources fin bath.!hc Netiousl and

Regional 0ffices, ETA plans to ugdertake s msjor new tnitiative,

bcli;n!ng developmental work this year,

This infctistive fa colled the UY Quslity Control prJ'ra-
which (s s new vcé;urc to.l.provc progrsem quality add reduce
errors by the Ststes fn the paymest of unemployesnt compensstion
benefite and in the collections of tax revenses under the
Yedersl Uneaployment Tax Act. The progras fs ar outgrowth ef
the U! Rendos Audit progrss and other progras fstegrity
initiatives taplemanted by ETA. The Quslity Control progrsm
represents an enhsncement of the llﬂ‘f:’ﬁpﬂffd.!lt.l to dring
the UI gystes tnto,thc renks of other Faderal fncoms saintesance

prograsms which hsve fintroduced quality costrol progress over the

pest 20 years.

. -—'—“;_,'—/

. *




, 3
) * o :
&
LY

- ETA is curreacly o;;ntstn. the meny danign fasues vbieh‘:
quabity control effort pit-oitn. and expecte t; bave as
‘-pl;ncatthOH plan .G.tx.pxe soon. '

The followisg table jdeatifies the r nri::‘7t lat!:ipleo
daqatl-l to thc qualicty coatrol effore in’ i986 1985 bnlcd on
our cearreat pleas.
- t -
1 1984 1983 -
Pederil Staff - ‘ 87 82
" ofl1ers $19,689,000 923,352,600
National Activiciesp { 3.889,000) ' ( 6,652,400)
" State Administration (15,800,000) (16,700,000)
. S
s
¥
{ ,
. ™4
¥-
[
. ! ) -~
' .
. . .
. * N % ' )
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128 *
REORGANIZATION CNANGES

Hith the reduction im ETA's cefling ~ BTA has comsolr-
dated its componants so that there are now 52 formsil
organigacional unfts, 8 reduction of 19 from the
current structure. (This tg the net change, toking
sccount of the -additfion of 3 uaics in Ul for Quality
Control snd & in Offfce of Progren and Fiseal Intagricy
for thelr expsnded rales,)

Hith the eliminstion Bf che Office of the Associste
Assistant Secretsry, six msjor componeénts will report
directly tn the Asaistanc Secretary, which includes the
Deputy Assistent Secrelary.

—~

Unenployaent Insursnce Service (U1S)

~ = Increased emphssis on program accountsbility lad to &

Quslity Control initistTve for which & new office and
2 divisions were established, This vew group will bde
responsidle for the design snd faplementstion of s Ul
quality coatrol system for which 32 positions vere
added to U1, .

- gther offices 8nd divisipns 1in Ul remsin the saws.

United Statas ﬁlpléz!glt Service (URES)

The USES has reduced tts & offices end 10 divisions
to & divisions'to operate wmore effectively. This
will eliminate duplicative sduministrastive and support
pogitions, It slso reflects the reduced
responsibilities of this offfce (e.§. in the .
developsent of formuls alioteents, in the formulation
of detsiled planning fnstructions, ete.). The
functions retsined sre those esssntisl to operating
the Publie Employment Ssrvice system, with grester
rfelative asphasis in sress, such as the Dictionary of
Occupstional Titles, 10 which the Secretary hss
spacific respomsibdilicy.

0ffice of Trade Adjustasnt Assistancs

The basic orgenizstional structare of 2 divisions and
s reports -steff will vemaif\ghe same.

Office of Regioesl Managewent

Functions snd structure remain the ssue vith
responsibility for the 10 ETA Regious.

.
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o OCET (retitled Office of Job Yrefning Progrems - OJTP)

« QETP: With the phaseout of CETA and reduced FPederal
role for JIPA, a major reductfon in steff wae taken
fn the Office of Employment and Training Programs
which now has deen reduced from en of fice with &
diviafons to an office with 2 divisfions.

- OSTP: The Offfce of Special Targeted PFrograme,
however, will continue st spproximstely the sems
lavel abhd with the seme organizational structure for

\\\\ltn ] ans

o lodfsna snd Kativa Amerfcans
. o Older Wotkers ‘
o Farsvorkers

- Job Corps: A progrem for severely disadvantaged
youth, thias organization combines its ) divisions info
2 to schieve some managermant effficiencies, while retafning
dastc fuanctions. . '

- BAT: BAY has combined ite 2 forwal divieions in che
National Office end will aperete directly with the .
SAT Regional Offfces. 1In the field the BAT reduckione
will be schieved by sore efficient vtilization of
sdatnistyative and aupport stsff., Only one currently
staffed sres offfce will be closed end that £no a State
Apprent iceaship Committee (SAC) State.

Office of Progras and Fiecel lntegricy (OPFI)

Reflecting the continuing eephasis on progrem
sccouatability, OPFI has greetly expanded
responaidilities., The previoss Special Counesler
Staff fa comdined with the Audit sad Closeout
funcriona (44 stat! tremafervred frxom OFCHS) fnto
the new OFFI which 16 estadlished with & divisions.

offfce of' Finangial Control and Msnaggment Systems .

+ = This affice remains essantially the same except’ for
the tranafer of the Acdit sed Closeout functios to OFFl.
FPisancial pelicy remsine in the Comptroller’e efffce.

- 1n the Office of Nanagement Inforsstion Syatems, )
diviafons ware reduced to 2 divisfions with the
werging of sysiems design with reportiag operetionas.

]

Office of s:r-togjg‘r&n-usa‘_!gg_!glisx_!ggg;ggggg;

AruiToxt provided by ERIC

- Pudlic affafrs end correspendence functinas (ETACS)
ware added to thia office from other ereas 6f BYA. '

~ OSPPD will contimue to carry out ite primary
reeponaidilicties with fewer staff, The
responsidilitice of thie offfce Deve been reduced
significantly. With the reduction $5 the agency's
policy foreulations responsibdiifcion and the reduced
funding for resserch end nonatration sceivitiee,
there o o lassened doma for szteff L8 thie ares.
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N ol\&t" SPRATT We -are mtemsted in the denvatwn of the number
-« * Mr. CaSILLAS. Yes.lunderstand

Mr. SeratT. OK.

We would also like to have.any accomp: panying organizational
charts that would allow us to understand the method the reasons,
the underlying rationale. : *

Mr. CasiLLas. You mean our current charts?

Mr. SprarT. For your current charts, right.

Mr. CasiLras: I will go

Mr. Spratt. Withou ob;ectmn. the record will remain open to re-
ceive that. :

[The material follows:]

Organization charts for ETA prior to the May 1984 reorganization and RIF and
after the reorganization, are attached. . .

- L]
)
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Mr. Seratr. Of course, this the question. You were at 2,000
mwn.'l‘hatwasindicaﬁedtobe norm, to be the recommended
l. And since that testimony, ETA has cut back to 1,839, I be-
. I am ing off the top of my head.
@ Mr. CasiLLas. t is correct. .
B > Mr. Spratr. How do you justify cutting below the norm by that
ut ignifica.:t an extent? .
= Mr. CasiLias. | can’t respond to the study since I am not familiar
Ssitg it or that I have not even seen the study. I will check on the
u

y..
g;‘lnten.nso{the numberofl,&ﬂﬂ,thisiswhatmsubpﬁttedin

hearing.
here, but the hearing covered staffing. I think it was pretty
well covered as to that.

Mr. Spratr. I would like your response from ETA as to how you
reconcile personnel actions cutting from 2,000 down to 1,839 with
the language contained in House Report 98-357 and Senate Report
98-247, which appear to me to limit ETA cuts to a level of 2,000
and less without further congressional approval or at least commit-
tee concurrence. .

And if you could provide for the record also just an explanation
of—we have had two phenomena here. One is a quantity and the
other is a quality phenomenon in the reorganization. If you could
give us an organizational chart of your 44 members now and also
your regionals and show us where these people came from who
don’t have any other experience who now are filling essential Job
Corps positions, it would be interesting for us to see that. Maybe it
bears on RIF policy. Maybe it bears on further legislation about
RIF policies.

Without objection, the record will remain open to receive that re-
sponse.

{The material follows:] . v

£
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r
., F¥ 1984 Appropriations Committee rm:tl (Houss Report 98-3%7
and Senate Report 98-247) approved 2,009 positions for ETA. How
4o you reconcile the RIF with ﬂv language in these reports?
. L

The FY 1984 appropriation roqu'ut was prepared and diumtnod
vith the Congress shortly after JTPA was snacted, while implemen-
tation regulations were being vrtt.;.on. and before operations began.
This 1984 requast hwi.sicpod a RIF of 147 staff. After the Federal
Mqufhtton- ware put in place, At was clear that a further reduction
in staffing levels would be nseded align staffing with expected
uork!o&du.. It was alszo clear that a restructuring of ETA was
required to reflect the rsduced Federal role and to achieve
managestent economies and efficiencies.

" Reorganigations and reductions-in-force are by their nature
disruptive events. To minimize the disruption to ETA iéaf! and
to allow ETA to begin functioning in a stablized fashion, a
doci-ion was made to effect a single mansgement acu.on in v
1984. ratherxr tlum hav- two RIFs, one in 1984 and one in 1985.
The RIF action put into placg a comprehensive reorganiszation of
ETA staff and achieved the desired staffirig levels, which could
not be achieved through normal attrition.

¢
. I would also like Lo stress that in no way is the Department

changing iu programs, as approved in the 1984 appropristion.
Our plans, as we indicated to the appropriations’ committees,

would #till utiljisze all funds provided in the 1984 appropriation.



m -
.

Attachnent "A" includes organization charts for the Job Corps
national and regional offices reflecting stafff{ng as of October 15,

-/Aj%. Staff who bumped in as a redult of the May 1984 roduction-
n-Torce are dosignated as Status "2", vacancies are noted as
Status "3"; the remaining staff were in Job Gorps prior to the
RIF. b

It should be noted that the vast majority of staff who bumped into
the Job Corps national office during the RIF have extensive experxi-
2nce with other nationally administered programs (such as Migrant
and Seasonal Farmworkers and the Oldsr Worker Program) or the
Employment Service, thus their skills and background are very
similar to that of Job Corps staff. BStaff who bumped into the
regional offices in May 1984 gonerally reflect the same types of
background and experience. Although an additional 17 staff bumped
into Job Corps regional offices during the October 1983 reorgani-
zation, we do not consider them to be “"new" to the program since
they have been in their current positions for one full year and
are totally familiar with Job Corps procedures and requirements.

We are providing the newer national and regional office staff
with Job Corps-specific training, and thers has not been any
gignificant diminution in the quantity or quality of assistance
provided to Regions and conter cperators nor any negative impact
on the overall administration of the Job Coxps program.

We are actively recruiting to fill the two vacancies noted in
the National Office. Selections have been made for four of the
nine vacant positions in the Regional Offices, and we are
recruiting to fill the remaining five.

\

1}
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- ad Toalndiay Adeinistretion
affios of Xb Txainisg Programe
7 9 Offion of Xb Oxpe
Dadinte
w::w Secien/ Commante/Previous
- it — Bgecienon
mete |, ok cuny
orrict OF TR DIRECTOR Dixmctox S5-142-4 1 -
Secxutyry Q=310-08 1 -
Secxetary @E-318-07 1 - :
Frogoee Anlyet an-345-13 2 &-0142-13, M~
worker Progresy !
Rvision of Progras ’
Maming axd Developrant Dvision (hiaf Ge-0142-18 1/ -
Sacxetary aa-318-06 i -
Bemlth Services tnit  Medioal Director A-60219 ) -
Consulting Ruwe as-610~12 1 -
Mrution ad Sxolles :
Kpport it taic Chief . @-1T10-14 1 -
Secretary @S-318-05 A Riosd to FlL
* “vaomxy V4
Bkeation
Spacialist a5-1710-13 1 -\
s Bwgdion
Specialist B-~1710-13 i -
Dewelop-
mut Specialist a-142-13 1 -
Marpover Desedop-
et Gpacialist @-142-12 1 -
Pevalop- )
ment Specdalist S-142-12 b} -
arpoinr devalop- .
., mamt Spacialist B-142-12 1 -
] Marpower Demlip~
it Specdalist &-142-11 3° ployes bamped
- in Gring KOy
e siwageantly
geated o &
v position in an-
' other cEponeTE
of ER .
Blacation
Specialist as-1n0-11 1

O
'
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Flanning tait

R et 4

158 -
N o . Dmdiste
Secien/ mmants/Frevicos '
Rosition Gale ~~ Gatw _ . Sysriexe
it et arolad1t . 1 -
Secretasy @-8-05 1 - -
Mrpoar Develop- - N
wat Specialist S-162-13 2 G8-M2-1Y, Paro- ¢
: workes Progrese
Manpovmr Davelop-
ment Spacialist Gu-142-13 1 -
Program Analyst G8-343-12 a a-345-12, Indian
. “ NI' .
. Amxion Frogrens
Macpower Dwelop-
mt Specialigt 5-142-12 4 -
mt Specialisg &-142-12 1 -
Manpower Davelop-
mnt Specipligt. G8-142-12 2 @5-142-13, OlMdey .
wrker Progrese .
Progres Amalyst -M5-0v 1 -
[
Divikion Chia? Qr-345-15 2 G-343-15, United
. Statas
Swxvice, Plawing
Secrwtary G5-18-06 2 ¥laming, folicy *
and Legisistion
it Chiaf 34514 1 -
Secratary aa-318-905 1 -
Frogaes AnRlyot aS-345-13 1 -
Program Aralyst | GS~345-13 1 -
Progres Analyst G5M365-12 2 GS~0}42-13, wxk
: Incantive .
Frograns .
Omgrter ,
Amalywt 33412 T 3 Epicyee Snmped
w in &wiog KIFs
ws mbasgamtly
¢ . repeoted to &
position in an~
other Seponant
3 ¢« of B
L
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. .
Division/ . Sexies/
nde Fosition Grade Status ______ Bgerieww
Projren Beview Unit (Omt'd) Progees Amlyst a5-Ms-11 2, a5, mplop -
# md-’m
N ) Prograne
Statigtics Assist. as-1SR-0f 1 -
Statistios Assistr  QI-153)-04 31 -
. Program Msmagerant . .
tait ‘ Dt Chief 3iS-16 1 -
{ Secywtasy GB=-318-05 1 -
Ralget. Analyut E-560-13 1 -
Cost Accotmtant G9=510-13 1 -
Progeam Aalyst @-33-12 2 as-M5c12, U.5.
Enplopsnt
Sexvion
frogram Amalyst as-345-12 2 C5-142+13, Baploy- . .
mant and Txaindog
' Frograms
Piget. Aralyst 08-560-13 1 -
focunsnt Analyst  5-1102-09 1 -
»
Statun: '
) l: Inccedent was in Office of kb Corps pricr to RIF ~
2 Incousbant axped in during Moy 1984 RIV from another BIR ateponant e
3 Yaoaxy ' ’ .
8 -
o
N v
4
4 ) ‘
.-l ¢ ? .

: 143 - o
Tlxc BEST C@PY n .~ -

iod by ERIC -

-




- R4
: 140
Giftos of X Cepe .
Reglon T .
A N . . [
C« R Dmadiate Previcos '
fouition Seriea/orade Satus® Oxounte/ Position
Regioml Director a-0142-14 1 - . .
Daputy Regions] Director - -00i2-13 1 -
frojact Manager a-0142-12 1 ‘-
AMain, Offiom aa-0341-12 1 - «
Progzam Analyst a-034%-12 1 -
Selection/fesiguant S-12-11 1 -
Placwemnt. Spec. a-30-07 e 1° - . 4
Secretary a-318-06 1 - -
Progrem Assistant a8-30%-08 1 -
L]
”
']
’ .
*Status
13 Incmbent vas in Job Corps prios to May 1984 ker ’ .
2; Fomition filled by individual w0 "Dasped™ in from another conponent of ETR
X 3 vaownoy ’ ’
i . .
] . +
fe
:k" :
- L]
g . . . K
_ : . A ,
. ! '
] i
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141
office of Job Corps
LI Region 1T
»
Poai tion Serian/Grpde Status® Conments/Previous Fosition
Ssqgional Director -0142-15 1 -
Deputy Regional Directer MN=-0142~14 1 Incupbent resicgmed 8/84
Secretdry G5=-318-08 2 a5-341-06
Cntmact Spacialigt GS-1102-12 1 -
mmuwuus GS-341-03 2 S~341-09, Aduin. Sarvicas
Seqyetary .t GS5~318-05 3 Vacacy Advwertised -
Project Manager GS-0142-13 1 .
Project Manager GS-0142-12 b -
Project Manager as-0142-12 1 *
Project Nanager , CS-0142-12 2 G5-0142-12, JTPA
Supwr. Outreach,
. Scresning, Placemant G5~0142-12 2 GS=0142-12, JTPA
Progrem Assistant GS-303-07 1 -
Program Asalatant GS-303-06 1 -
Field Proqyan Specialist G5~0142-09 S -

'St;h-t

1: Incuwhent vas in Job Coups prior to RIF

*

2¢ vosition Filled by individual vho "humped” £n from another componest of BIR

3 vecant

. &

fote: Deputy is key position. Will be filled through resssigrment or repromotion,
it mast b sowone with strong procuresnt/oontmact adsinistration hackground.
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Aruitoxt provided by Eic:

Position

fugional Director

Acst. Segiomal Rirector
Asst. fegional Director
Secyetary

Contxact Specialist
Propecty Mgut. Spec.
Aduinistrative Officer
Manpover Development
m'
Records Clerk
Project Nanager
Project Managar
Project Mansger
Project Manager
Profect Manager
field Program Spec.
Field Program Spec.
rield Program Spoc.,

*Status

142

Offiom of Job Oxpe
fagion 1IX

-0142-15
=-0142-24
e-0142-13
GS=03* 808
B-0318+05 .
GS-0318-08
G5~1102-12
GS-1103-12
GS~0341-07

b e e s s ps P e P

GS-0142-11
G5~0303-0%
G5-0142-13
GS-0142-12
GS-0142-12
Gs-0142-12
GS-0142-12
GS-0142-1)
@S-0142-11
Gs-0142-11

P N N k")

Ny

1t Inombant was in Job Coxpe pricr to May 19§6-RIP™

Twadizte Frwics

Series/irade Status® Commnts/ _ Fosition

LI BT B BN B DN I R |

5

Vaasney amnowxed; salsction
has been made, but esployse
has not yet reported

21 Position filled bv individml who "bumped® in fram another oomponent of ETR

3 Vaoancy

146
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Offiow of Jub QP

Region IV
¢ Dmediste Previous
Poui tion Series/Crade Statw? . Oowents/ Position
fagional Director Qe-0142-15 -
Daguty Regionel Director a-0142-14 S * -
Asst. Regional Director ae-0142-19 1 -
Secretary GS~-318-06 1 -
Secretary a5-316-05 1 -
CGontrect Specialist | &-1102-12 1 -
CGntract Specialist GS=1102-12 1 -
Program Analyst as~345-12 1 -
Progoam Specialist G5-0142-11 1 -
Progres Specialist S5-0142-11 1 -
nit Supsrvisor aS-307-07 1 -
focords Clerk S-303-05 1 -
Recoxds Clerk G5~303-05 1 - N
Racords Clexk G~303-05 1 - .
Secretary GS~318-05 k Y Foaition postad; selection
N . has been madn; employes has
ot yet regprted
File Clark G5~ 305-0% . 1 -~
Fils Claxk GS-305-05 1 -
Acoounting Tech, 0S-525~05 1 -
Clark Typist as-322-04 i -
_ Aojact Manager S~0142-13 1 -
Project Nanager 0s-0142-13 1 -
frofect Menager as~01462-13 1 -
Project Nanager GS-0142-13 1 -
Projact Managec as-0142-12 1 -
Profect Nensger S-0142-12 1 -
Froject Manager S5~0142-12 2 a5-0142-12, JTPA
Project Manager a5-0142-12 1 -
Project Xanager GS-0142-11 1 -
2 G5-0142-12 2 5-0142-12, Bwploysmnt
Saxviom
Clask Typist a5~ 32204 3 fosition posted; salection

O

.

has been made; esployee
has ot yat reported

*Sgntus:

t vas in Job Coxps prior to May 1984 RIF
21 Poaition filled by individusl who “butpad™ in from another eamponent of ETA
3 Vaomnwy
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. Qffiom of Sob Coxps .
fagion V
. Desndiste Previcus
Position Seriss/Grade Statim® Coments/  Position
Regional Director aN-0142-15 1 -
Daputy Ragional Directar 4-0142-14 1 T .
Project Manager aS-0142-1) 1 -
Project Manager as-0142-13 1 -
Project Manager G5-0142-13 1 -
ijct‘ MNanagar &-0142-12 1 -
AMain/Fiscel officer GS-0142-12 1 -
Fiald Progsis Spec. aS-0142-11 1 -
Feld Program Spec. GS-0142-11 1 -
Selection/Assigrrent as-0142~13 1 -
Frogram Assistant G5~-303-G7 1 -
Program Assistant S-30307 1 -
Secrataty oS-318-07 1 -
Secretary GS-318-05 1 -
Secyetary GS~318-05 1 -
= L]
T
R
4
Status:

1: Incument was in Job Owpe Rricr to Mxy 1984 RIF

1; Pomition fillad by individual who “busped” in from another cponent of ETA

- 3t Vacancy

o
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offiom of Job Gupe

Ragion VX
Dyadiste Previous
Poaition Seriss/Grade Statim® Qwents/ Position
Regigal Director Ar012-15 L7 rosition wes fliled followin
. . retireant of inoumbent
Deputy Regional Director @-0LE2-14 1 -
Asst. Regional Director ae-0142-13 b -
Secretary GS~0318-06 1 , -
SecTetacy GS~0118-0% 1 . -
Secretaxy GS~-0118-05 1 -
Contiact Specialist G5~1102-12 1 -
Program Analyst . - GS-0345-12 3 Vacany advertissd
Indstrial Property
Mgt . Offionc as-1103-11 2 ‘ GS-142-13, Job Smvice
Records Clack B-303-0% 1 -
Project Manager GE-0142-13 1 -
Project Manager S-0142-12 1 -
Project Manager . G5-0142-12 1 -
Project Mawger GS-0142-12 1 -
Froject Mareger » @&-0142-12 1 -
Fiald Program Spec. 5-0142-11 1 -
Fiald Program Spec. cs5-0142-1) 1 -
Fleld Prgres Spec. Gs-0142-11 » -
fiald Progran Spec. aR-0142-1) 1 -
Placswent Assistant aS-103-07 1 -
Sel./Assigrent Asst. G8~303-07 k] Vacency advartised
*Statum:

1; Inasbent waa in JSob Corpe pricr to Mey 1984 RIF

§

2t Position nxmwxm&mmwmmmm«m

3 Vacaroy :

- 149
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fegton VII
Dumdiste Previous
Position Sarise/wde Statue® Coments/  Position
Ragional Director @-0142-14 3 -
Depty Regional Director ar0142-13 1 -
: Profact Manager GS-0142-12 1 -
Project Managor GS=-0M2-12" 1 -
Contract Specialist as-1102-12 1 -
Secrwtary GS=318-06 1 -
Enralles Procesaing Asst. G5-303-05 1 -
Enrollas Proowssing Asst. CE~X3=05 1 -
Secrwtary GS-318-05 1 -
\
" #Statuss

11 Incubent was in Job Zorps prior to Moy 1984 RIF

21 rosition fillad by indivicual who "bhurped” in from anothor oomponent of ETA

31 vacexy

-
-

O
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Roeition

Regicnal pirector
Financial Advisar

Project Nanager
Project Kanager

etary
Fiald Program Spec,

Fleld Program Spec.
Bahav. Review Spec.

*Status:

147

Offioe of Job Corpe

fegion VIII
Seri ado Status®
-0142-14 1
GSe0501-12 1
S-0142-12 1
G5~0142-12 1
GS-0142-12 1
G5-318-06 1
S-0142-11 1
G5~0142-11 1
£G5-0142~09 3

1  Incumbent was in Job Corps prior to May 1984 RIF

Immediate Prvwious
Camwments/ Poes tion

Vacancy anmouncex); selection ,
has been made, but esployoe
has not yot reported

2: Position filled by individual who "bunped” in from another component of ETA

3; Vacancy

ERI!

Aruitoxt provided by Eic:
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Offiom of Job Coxye
Begion IX
i Tediste Previcus
R tion Secies/made  Statw® Coments/ _Posttion
Regicnal director - Qe-0142-1% 1 -
Deputy Regional Directos @-0142-14 1 -
SecTwtary G8-0318-05 1 .
Contract Specialist G5-1302-12 1 i
Progran Namger GS-0142-13 1 -
Progran Menagex GS-0142-13 1 -
Progras Menager Gs-0142-13 1 .
Program Managoer as-0142-12 2 Bl was ot of
’ Job Corpe in an earliar RIPF,

and reassigned to Job Corps

in May 1984
Field Program Spec. GS-0142-11 1 _
Field Program Spec. GS~-0142-11 1 -
Fiold Progras Spec. aS-0142-11 X -
selaection/Assiqresnt G5-0142-11 1 i
Selection/Assigrrmant Asst. G5~30306 1 '
Clark -372-04 1 .
Placxment/Transp . G5-0142-09 1 _
Clark &-303-04 : -

*htatua:
1: Incumbent was in Job Corps prior to May 1984 RIF
2: Position filled !v {ndividusl who "tumped™ in from another cawpanent of ETR

3; Vacancy
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Aruitoxt provided by Eic:

Poaition

Rgiomal E)imcto

Deputy Rogilonal Birector
Contract Specialist
Project Mameqger

Project Manager

Field Program Spec.

Selection/Aseiqment/
Placsent

Secretary

Secretary

*Status:

Office of Jab Corpe -

fogion X

Sarjes/Grade

Status®

M-0142-14
(-0142-13
H-1102-12
GS-0142-12

S-0142-12
GS-0142-11
GS-0142-11

G5-118-06
Gs- 318005

(SRR

1: Incumbent was in Job Qorpe priox t0 May 1984 RIF

"
Inmediate Previous
Commenits,/ Positior

&-01482-13, Bwloyment
Servioe

(S~0142-13, Bploysent
Service

2: sosition fillod by individual sho "hausped™ in from another corponent of PTA

¥; vacancy
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Mr. Seratr. Mr. Casillas, in 1968, going way back in the Job *
Corps, Congress directed the Secretary to take steps to achieve an
gsrollment of women in the Job Corps at a percentage level of 50-

Mr. CasiLLas. Yes, yr.

Mr. SprRATT. Sixteen vears have passed. I don’t think that goal
has ever been achieved, and I believe today the split is 63-37—37
percent women in the Job Corps.

Why is that and what are you doing to correct it?

Mr. CasiLLas. We have had several meetings with regard to that
particular issue within the national office with Peter and his
people. They have issued notices out to the regions to try to correct
this situation, and all I can say is that an attempt is being made to
get to the 50/50 level. I just think it has been difficult to do that
personally, as I visit the centers themselves.

Mr. Seratr. When you say “an attempt,” can you detail what
you mean by the attempt?

Mr. CasiLLas. Peter can because he is the one that sent it out.
Peter, do you want to tell them what you did?

ReLL. There are two difficulties with increasing the enroll-
mefit of women that the staff keep telling me about. It is sort of a
chicken-and-egg situation. I am not sure which obtains.

One is the difficulty in recruitment of females. Previous studies
have shown and consultants have told us that it is more difficult to

rsuade young females particularly of minority age, to leave their

omes and go reside some distance away at a Job Corps center and
that poses a difficulty in the inflow.

The other train of thought is that the training opportunities that
are present” at the Job Corps centers are not sufficiently mixed to
be attractive to potential female enrollment.

‘We have done two things. No. 1, we have increased the goals for
female recruitment in all of our recruitment contracts. We have
put a premium c;m ment on the recruitment of females, recognizing
that it is more iﬂzx'cu}t to seek them out and to recruit them.

That is to add the inflow area.

At the other end” the vocational area on the centers, we recently
completed a comprehensive vocational review to see which occupa-
tions were faring better or worse and whether or not we are train-
ing for jobs in 1990. .

In the procéss of making changes to remove occupations that do
not appear to be doing well or have a great deal of future potential
and replacing them with new ones, we are paying close attention to
the nature of those occupations to increase the number of vocation-
al offerings at Job Corps centers which yould be more attractive to °
female applicants.

So, we are attacking both ends of that chicken-and-egg situation,
and I hope that we are successful. ,

The vocational chanﬁes will take some time to implement be-
cause we are now in the process of making those on.a center-by-
center basis, and it réquires new instructors, new.curricula, new
equipment. I would hope that by the end of program year 1985 that
weuwill see a substantial increase in the percentage of female en-
roliment. ' : '
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We have targeted that quite specifically, and that is one of my
high priority directives to my regional directors and other staff to
accomplish that. I don’t forecast, Mr. Spratt, that we will reach 50-
50 by the end of program year 1985, but I expect to see some im-,
provement. . )

Mr. SpratT. Thank you very much for that answer.

Yesterday, a continuing resolution, so-called, passed this House
with a number of additional provisions. One of them was a provi-
sion concerning the contracting out of the civilian conservations
centers. ]

What is your position with regard to the language contained in
fiscal year 1985 appropriations committee report amplified by collo--
quoy between the late Chairman Carl Perkins and appropriations
subcommittee Chairman Natcher that “Congress does nqt intend to
see the total ec:remﬁon of any civilian conservation cenfer turned
over by the Federal Government to private contractors”? .

Mr. CasiLias. Mr. Chairman, the data I have would indicate that
it is more expensive to run the civilian conservation corps centers
than those run by private contractors. We are talking about a dif-
ferehce, I think, per corps member of about $2,000. In total for the
30 conservation centers, we are talking about a difference of about
$14 million.
~ It is my approach—agaiq, going back to my experience in private
industry—to try and see if we can’t get a better return on our in-

vestment.
"It is my intent, under A-76—and we have been in contact wi -~
Interior and Agriculture—our Undersecretary Mr. Ford has con
. tacted their deputy secretary and there is agreement that we ought
to put together a team and then go out looking at what kind of
4 duties are required, what kind of roles and disciplines are required
to run a center and go out and have private industry contractors
come in and give us a bid and have and Interior also do the
same thing and take a hard look at it.
From where 1 am coming from, if we can provide the same serv-
ice, the same quality at a lower cost, then I think you would \
Mr. Spratt, that as far as the U.S. Government is concerned we
ought to take a look and see where we can best. provide that service
and quality—
Mr. SpraTT. But the premise is same service, same quality.
Mr. CasiLias. Absolutely. Without a doubt ] am talking about
service and quality being exactly the same and where can we get
the best return for our investment?
In A-76 all we are suggesting is that we do a feasibility study.
‘Let's take a look at it. Let’s have these people coma, in and tell us
what they are going te run it for and have Ag snd";nterior do the
same thing. That is all we are suggesting—a feasibility study in
. conjunction with a task force put together by Interior, Ag, and the
: Labor Department. .
q I find nothing wrong with that approach, coming from privat. in-
ustry.
M?Wmsmc. I trust that you will abide by the will of Congress.
" The continuing resolution passed by Congress has specific language
' that prohibits any additional contracting out.

155 o _
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Mr. CasiLiLas. It goes without saying that I always abide by Con-

Mr. WEisBerG. I am happy to hear that there will be no insubor-
dination. ~

Mr. CasiLras. | would never participate in insubordination.

Mr. WEisBERG. At present there are two vacancies in the nation-
- al office and nine vacancies in the regional offices in the Job Co
Program. You have -sponded to us that you are actively recruit-
ing to fill those slots. ’

Can you explain to me why the experienced people who have .
worked in the Job Corps previously and who have been RIF'd or -

downgraded and who, are working in other programs, why they
haven't beerf put in those positions? It would seem to make sense.

Mr. CasiLras. I wish somebody would explain the RIF process to
me and why it is the way it is.

First of all, I was kind of surprised at the way the U.S. Govern-
ment does a RIF.

What we are doing now is actually looking, and we are trying to
find the best people available to fill those slots. '

Obviously the only answer to that %\ﬁtion is that we didn't have
the right peogle to put in there. t has got to be the only
answer. We didn't have the qualified people to put in there.

Mr. WeisBeRG. Correct me if I am wrong——

Mr. CasiLrLas. But we are going to put good people in there.

Mr. WEeisBerG. Those gple are currently working in the ETA,
and why haven't they n selected? I know that the RIF has
taken place, but now you have positions that have not been filled
in the Job Corps Program.

Mr. CasiLLas. You are making an assumption that because they
are there that they have to be the best people. That is an assump-
tion. It is not necessarily correct.

Mr. WrisBERG. But it is based on experience. )

Mr. CasiLLas. I am running the show, and I can assure you that 1
am going to put the best people in those slots.

It doesn't mean because he is there that he is going to get the

job. That is not the way I work. Those slots are open for obvious :

reasons because we are looking for the best people to fill them.
Just because they are there, ] am not going to place them.

Mr. WeisBERG. Is experience a factor to be considered?

Mr. CasiLLas. Experience is a factor; it is not the total answer. I
would never hire somebody for a top slot only because he has expe-
rience. If he is the best qualified individual, then there are a lot of
other factors besides experience. How good is he? Not just because

he has experience. That is what we are gging to dg(;h:\fg;tmxl?g
can or .

to fill those slots with the best people w
the Job Corps.
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Mr. SpraTt. Thank you for your testimony. We have no further
questions.

Mr. CasiLLas. Thank you for inviting me, and I will provide all
the information you requested

Mr. SpraTt. Thank you very much.

This concludes the hearing. Thank you all for coming. We thank
all the witnesses who participated. Thank yeu much.

[Whereupon, at 12:20 p.m., the sulicéim miﬁee journed, to aeéon-
vene subject to the call of the Chair] © .. - "
-
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APPENDIX

MATERIAL SUBMITTED FOR THE HEARING RECORD

FEMORANRNDY POR: PATFICT J. O'KFEEFF
Deputy pruirtent Lecretery of Ladtor

FROY POREPTE T, JONET
Adrinistrator
Office Of Job Txeainine Procre-s

FURIFCT ¢ Job Corpe Ktepffinc Levelr

Thir i¢ & follow-ur to v recent converastior with yon reaarding
Jot Corpe rFteffinc levels.

The purpoee of thir cenorendir {7 to ask vou tn consider
t1locetinc additionr]l staff rercurcer te Job Corpe for incCreased
roritorine of Jo' Corrf center contracts ard outreach/screenirc
ané rlacerent contrectr.

It if evident that P2 {5 currently brlov {ts Fy 84 and FY BS
rtelf ceflirs level. GBefore auvthorizina the Lirine of sdditionsl
rtef{f maainsr existinc ceilinn fistributions for the verfouvs pro-
are~ 8rets, ] helieve » oot cere cAr he rads for PAjufting the
ellocatior of our ceflina preitione ir favor cf increasct
ronitorina {n Jot Corgs.

£8 you knov, we have inctituted & ruch nore sirinoent oversialht
rolicy to corcievent tre polficy or frcrezse” corpetitior for Jot
Corps contracte. Intensive follow-up conducted (roretirer with
the helr of Dave ¥Willferse! stoff) on probhleme rurfaced at »
nurber of Centerr (e.7., 01¢ Dovinion, Prestontburc, Woodstock,
Ceinesville, Fouth Pronx) indicater that the level of onooire
monitorina and covprehensive center reviews by the reaional
offices hee rot deen adecuvrte to identify protlems at sn esrly
staoe. This aszessrent §s complerented by 0IG andit findinns
which consistently recommend increaset monitorinc of centers of
well ar cutreach/screerihn end plecerent contracto. It seems
clerr fror al) Indicstions that we are not doing 8 fully afecuprte
doh of ronftorino,

The natural cvestion ir whether erirtino resources have been fro-
rerly prioritized an® sllocets” to the ronftorinc function or
vhetler the shortfell s dve to the limicationr or overall
resources. %¢ have carefully reviewsd thie sspect by £1) lookirr
st the overall level historically sozinst an essessvent of over-
211 workload pnd {2) conductine a deteiled worklosd stodv
fdentifying discrete functionn/tasks, associated workload ¥actore
amnd time recuiverents.

"
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Oversll Staffinc Llevsls and Worklosé¢

The history of Job Corps Recional and Nstionsl Office staff
levels is as followa:

. osp

Staffino Level Centers Slots Contracts

RO 1O -

rY 17 253 73 6} 22,225 65
T 238 " 66 25,021 65
7% 20% 17 0 33,997 65
80 226 6€ 99 36,672 &5
81 222 66 106 £2,4)4 €5
82 161 5% 106 40,675 T
83 16} 54 107 40,544 T2
84 151 4¢ 107 40,544 74

It is resdily aprorent that the staffing levels and workload
related fioures move ir oppocite éirections. Since 1977, .stoff
reductiong of aprroximetely -40% have taken place while the
nutber of centers has increased (+75¢) as well as slots (¢63C)
and Outeach/Screening/Placerent contractes (¢lde),

At this point, Job Corps Reojonal Offices have ont and half staff
per centenr to conoduct Frocurements, sonitor results, process
fnvoices, control property, screen and trsnsport Corpsmembers,
adrinister OSP contracts, complete reports, etc. and type ané
file #1] of the adove. In 1977, this figure was é.]1 regfonel
staff per center. In sddition to the pure steff/center or work-
lcad relationships, it is important to reslize that substantial
changdes in the nature of the work expected and perforred have
taken place.

* we have i{mplemented g policy of full corpetition versus sole
source procurement for centers

= corpetitive pProcurements represent 2 much higher work-
load

~ this has been accorpanied by a substentisl number of
protests and lawsuite (while we've won ther all, the
price har been sdditional time and effort)

~ the procurerent process itself hes become mOTE
sophisticated and eleborete

159 Doy UUPY.
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® . we have increased competition for outresch/screeninc,
let ané support contracts *

« we plan to fully compete 81] current sole source ¢one
tractr with FESAs when contract ortion yesrs grpire
which will sgé further to existino worklosds

*  we have sudstantinslly reduced (practicelly elimineted) tech-
nicel asristance sndt trainire suprort contracts vhich
! suprlemented Federwl staff resources

®*  rsupport fror ather Federal sovrcer iz declinina (e.c., OAFAY
; has notified us that dur to OASAM staff reductions they will
no loncer be able to conduct safety and health reviewn of

. centers at the present level and that Jah Corns reonfo. s rust

rick up the slack)

*  we have demander and have obtained closer finenciel ransae~
/ rent

/ we heve institute”? increase” scrutiny snd masnaosvent of
serjous inciéents

®*  we heve incresced puiit coverade rudbctantially resultine
in adéditionel vorkloa® for input to sntit resclutior

* we have Underwvay important and worklosé intensive national
inftiatives inclvding substentisl chanaes in vocationsl
offerinas, corprebensive revieion of all Jo» Corps fssusnces,
further refinerentz of the Procurerent rrocess, institutinc
a comprehensive facilities policy, strenathenino center
reviews, etec.

These are #ll leaitivate vorkload increames. Effortc have been
nade to achieve off-settino efficiencies incluline decentra-
1¢zation of more functfone to centers (e 0., recordkeening and
tetention, initial transportetion of corpsmerbers) and sutomation
of routine functions (n the regions. These, however, have not
been sufficient to offset 40+¢8 ataff reductions durine » period
of substantial fncrease in workload and cannot, in reality, be
expectesd to Compensate.

Detailed ¥Worklosd Sty

¥e conducted & detalled stuly of reaional office workiocsds anf
e {dentified 50 discrete functions/tasks, associsted worklosd
factors and tiwme yecquirements. This involved & close exarine-
tion of esch major recuired functior in the recions (e€.g., .
reviewine elicibility: selection and assforwent of epplicants to
specific centerss transportstion of enrollees; vrocurerent

160 ,
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« Panelling, selection, ete.s vontract sdrinistration (invoicer,
docurent approvels, rodificationn); sonitoring visits and onsite
Center reviews; report preparstion snd subeission (both internal
and externsl, e.c., minority business snd banking reports), etc.

. Every effort vas wmade €0 be thorouch and svoid ®wish 1ist®
estirates. The study showed that 208 staff are needed in the
reafons to handle current workload recvirerents. In any study of
professions] functions there is roor for varfstion fn estivater; !
however, the variatior cannot be fror 20Ff to 15]1. Sore sud-
stential, Jecftirste shortfall fs clesrly indiceted,

Both garors sssessments ané dectailed anelysis indicate thet
existinc reerourcer are fnsufficient. The shortfell g evidencina
fteelf in the wonitorina/reviev ares sr fndiceted earlfer. we
tion’t believe the proble® can be fully resolved throuvoh further
prioritization., Since Job Corps iz » Airectly Federal operated
proorév, there are no Governor or Mayor management and oversfaht
staff vho can be aske® to supplement our efforts. There are
certain "demand® functione which cannot he sssianed lower
rriorities. Reclona) offices rust process spplicents, review
elinfrility and assfon enrollees to centers to maintain proper
ceracity utilfzatfon (99.4% in PY 83). Procurerents pust be
conducted In strict corplience with contrart... ) “ocadvrer --
short cuts will result in lost protestt a'.d turnov'r of contract
avards. Close financial mansgerent -.st ke mafntained to fully
utflfize 2l) reacurces (rero DOL - «{nTstered Gollars lost on
Septerber 30, 1983) and avoid r erruns On contracts. Yet, an
fncrease in monitoring and ons: + veview activities is cleasrly
nesdec. Some of the small regi -n, eo. Bngton, Kaness City,
Denver, and feattle with o total ~1 9 ste , dor*t even have
enovah professionsl staff to rut . *othe: .n onsite revievw tesr
even {f almost.#l]l other recfonsl 01. oo “tivity is clazed Sown
for the duration of the reviev. Strone - ection, hio! expec~
tations, and demandls for performence have ean rade onf canhot be
# reslistic solution.

Before suthoriszina the fillino of exiatina ETA v:~ar.cied saainst
current ceiling distributions, we ask that you consider at least
& temporary (through FY 88) reallocation of ceflin~ to provide
additional steff for Jobd Corps monitoring. An increase of 0,25
staff per center represents 27 positions ant would represent »
sound investment. All but 3 or 4 of these wuld be assiconed o
reg al offices for incressed sonitorinc. This would supplement
the efforts of regionzl office project manssers who are currently
nesigned J=¢ centers each (for all center functions). Pete Rell
and T would de happy to discuss this subiect at your convenfence,

[
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FY 1980-84 JOR CORFS STAFFING LEVELS

4
SUNNARY
Y8 FY'81 FY 82 Ty'8} TY*'8¢
. ON BOARD OF BOAD  ON BOARD  ON NORRD o WD

National Office oY oY W oY CENLING 5EPT.'84 :
SES NA 1 1 1 } 1
cs-1% NA 8 s € ] ]
Gs-14 NA 12 12 9 (AN ]
Gs-13 NA 21 20 20 9 9
6s-12 NA > 5 5 1 10
Gs-11 NA 3 1 1 5 4
Gs-7-10 NA ] . e ] ] ]
Gs-5-6 " oma 10 10 7 7 7
G5-1-4 NA 2 1 A =3 A

TOTAL 66 - 59 54 13 ."
Regional Offices
G5~15 NA ' 8 11 $ $ 6
Gs-14 NA 14 10 10 10 9
Gs-13 NA 58 42 19 19 19
Gs-12 NA 48 33 4 € '}
Gs-11 NA 9 9 27 25 22
GS-7-10 NA 16 13 16 12 12
G5-5-6 NA 56 A 36 32 30
cs-1-4 ‘ NA 16 Y 3 ) 3

TOTAL 228 222 161 162 151 142
TOTAL JOB CORPS 294 288 220 216 197 186

~
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GS-15%
GE-14
Gs-13
65-12
Gs-11
G5-7-10
G5-5-6
Gs-1-4¢

TOTAL

ERIC

£y 1961-84 JOB CORPS STAFFING LEVELS

160

REGION I - BOSTON

¢ ’
‘s Y82 e FY's4
OF BOARD ON BOARD  OF BOARD ON BORID
oY, oY DY CEILING EO¥
) o 0 0 0
1 1 1 1 1
2 2 1 1 1
3 2 3 3 3
0 0 0 1 1
0 0 1 1. 1
1 1 ) 1 2 2
a 0 ® o K
8 6 7 9 9
T
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GS-15
GSs-14
GS-13
Gs-12
Gs-11
GE-1-10
GS-5-6
GS-1-4

TOTAL

FY 1981-8¢ JOB CORPS STAFFING LEVELS
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—

FY'81 FY'82 FY'83 FY'84
ON EOARD  OF BOARD  ON DOARD OF RONRD

BOY BY oY CEILING BO¥
1 2 1 1 1
2 1 } 1 0
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3 2 3 s 5
0 ) 1 0 )
6 3 3 3 3
5 3 : 3 2

2 9 9 o K]

22 14 14 14 12
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FY 1981-8B¢ JOB CORPS STAFFING LEVELS

REGIOoN 111 - PHILADELPHIA

st Fvis2 FVIE3 L Fvies

ON HOARD ON ROARD N BOARD ON BOARD

CBY . BW BV CEILING  BOY_
GSs-15 1 1 1 1 1
GS-14 2 1 i 1 1
€5-13 8 5 3 2 2
Gs-12 7 7 7 3 6
GS- 3 1 ] ] 3
Gs-7-10 1 1 1 1 1
GS-5-6 9 6 5 4 4
GS-1-4 0 a 1 o o
TOTAL 31 22 23 19 18
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FY 198)-84¢ JOB CORPS STAFFING lE\IELS

REGION 1V - ATIANTA

RTINS 7 W
OF BOVD  ON BOARD  ON BORRD
.2 - A =L S CETLING
GS-15 ) 1 2 ) -t
h Gs-14 2 1 1 1
¢s-13 11 7 ‘ 5
G5-12 9 5 6 8
Gs-11 2 2 s 4 _
Gs-7-10 2 1 1 1
GS-5-6 11 12 12 8
cs-1-4 4 1 1 2
TOTAL 81 31 30 30
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GS~13
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Gs-11
G5=-7-10
GL-5-6
GS-1-4
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O
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FY 198]-84 JOB CORPS STAFFING LEVELS
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REGION V - CHICAGO

_FY'82 __F¥'83 R i AL
ON'BOARD  ON BORRD ON BOARD
EOY EDY CEILING eoY
1 1 1 1
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5 3 3 3
5 3 2 2
0 ¢ 3 3
3 3 3 3
3 3 2 2
] L 0 o
18 18 15 15
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REGION VI - DALLAS
) R8sy FY'82 __FY'8) FYBd
G BOAKD  ON BORRD-  ON BOARD ON BOARD
_BOv EOY EOY CEILING EOY

GS-15 1 o 1 1 1
Gs-16 1 2 1 1 1
65-13 8 7 2 2 2
cs~12 7 4 7 7 S
cs-11 . 1 Q 4 4 4
€S-7-10 1 2 3 2 2
GS-5-6 7 3 2 [] 3

Gs-1-4 5 T 1 0 © )

¥
TOTAL 31 20 21 21 18
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_FY'8l Fy'82 __FY'83 FY'8e
ON BOARD  ON HOARD O BOARD ON BORRD
BoY B0y £o¥ Gnme By
21 1 0 0 0
1 1 1 1 1
4 2 1 1 1
2 2 3 3 3
0 0 1 0 0
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5 4 4 4 q
i K o N 0
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FY 1981-8¢ JOB CORPS STAFFING LEVELS

REGION VIII - DENVER

s fy's2 '8l FY'B4
FOARD  ON BOARD O BOARD T ON EGARD

Y o EOY CELLIG EOY

- ©5-15 1 1 0 0 0

& Gs-14 1 0 1 1 1

cs-13 s . o T o o

cs-12 1 0 N . .

Gs-11 1 3 2 3 2

GS-7-10 1 1 1 0 0

) 55-5-5’ 2 0 1 1 1
G5-1-4 A o 0 0 o

TOTAL 12 9 9 9 8
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FY' 8} FY'82 FY'83 FY'84
O BOARD ON BOARD ON BOARD ON BOARD
: BOY Y (o3, Ay o Y
GS-15 1 1 1 1 1
GS-14 2 1 by 1 1
Gs-13 5 s 3 3 3
Gs-12 5 . 3 ) 2 2 2
T GS-11 2 3 ¢ 4 4 .
G5-7-10 1 1 3 1 1
GS~5~6 5 5 2 2 2
Cs-1-4 "3 ' 2 2 2
- o ‘
.\« TOTAL 24 18 16 16’ 16 .
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REGION X - SEATTLE
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FY'8) FY'82 ey Frss
ON BARD  ON BGARD  ON BORRD ON BOARD

EOY O¥ EOY CEILING EOY
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