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FOREWORD

The Lyndon B. Johnson School of Public Affairs has established
interdisciplinary research on pol icy problems as the core of its
educational program.
A major part of this program is the nine-month
policy research project, in the course of which two to three faculty
members from different disciplines direct the research of ten to
twenty graduate students of diverse backgrounds on a policy issue of
concern to an agency of government. Th is "c 1ient orientation" brings
the students face to face with administrators, legislators, and other
officials active in the polic y process, and demonstrates that research
in a pol icy environment demands special talents. It also illuminates
the occasional difficulties of relating research findings to the world
of political realities.
This report on the transLtLon frcm federally subsidized public
service employment to unsubsidized jobs in the public and private
sectors was produced as part of a policy research project conducted at
the LBJ School in the academic year 1977-78.
The study examines the
barriers to transition that exist at eight Texas sites.
It is the intent of the LBJ . School both to develop men and wanen
with the capacity to perfonn effectively in public service and to pro
duce research which will enlighten and inform those already engaged in
the policy process. The project which resulted in this report has
helped to accanpl ish the former; it is our hope and expectation that
the report itself will contribute to the latter.

Elspeth Rostow
Dean
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PREFACE

The objectives of this project were: (1) to evaluate the effec
tiveness of the CETA Public Service Employment Program in facilitating
the transition of PSE ' enrollees to unsubsidized jobs in the private
and public sectors; (2) to identify those elements of ongoing programs
supportive of transition; and (3) to detennine what, if any, modifica
tions in employment and training laws and regulations will facilitate
such transition. The U.S. Department of Labor and the Texas Depart
ment of Canmunity Affairs shared in the funding of the research, which
was conducted at eight Texas sites, six Prime Sponsors and two Balance
of State areas. Three faculty members and seventeen graduate students
of the Lyndon B. Johnson School of Public Affairs participated in the
project.
We are grateful to the many individuals who contributed to this
study, particularly those who took time from busy schedules to be
interviewed: CETA prime sponsor and Balance of State area staff,
Manpower Advisory Planning Council members and fonner members, union
representatives and employers (public, non-profit and private). With
out their patience and cooperation this study would not have been
possible.
This report was based on field work conducted in Texas during the
Spring of 1978 when the major emphasis in the public service employ
ment program was building up enrollments under the fiscal stimulus
policies of the newly established Carter administration.
The final
draft of the report was canpleted in September 1978, immediately prior
to the Reauthorization of the Canprehensive Employment and Training
Act in October of that year. Initially circulated as a mimeographed
paper, the manuscript is now being published in more available fonn in
order to satisfy numerous public requests for copies.
Although the
report contains much material which is relevant to the 1980s, the
reader should be cautioned that the specific findings and conclusions
of the report pertain to early 1978.

vii

POLICY RESEARCH PROJECT PARTICIPANTS

Jack A. Adams, B.A. (Government), The University of Texas at Austin
Kenneth S. Apfel, B.A~ (Sociology), The University of Massachusetts at
Amherst; M.Ed. (Rehabilitation Counseling), Northeastern Univer
sity of Boston
Diane DuBose, B.J. (Journalism), The University of Texas at Austin
Paul A. Edwards, B.A. (Government), The University of Texas at Austin
Bonnie T. Fisher, B.A. (Anthropology), The University of California at
Berkeley
Reed Greene, B.A. (Classics), Dartmouth College
John L. Hall, B.A. (Government), Sam Houston State University
Albert Hawkins III, B.A. (Government, The University of Texas at
Austin
Janet P. Hilton, B.S. (Natural Resource Development), Michigan State
University
R. Dale Napier, B.J. (Journalism), The University of Texas at Austin
Chauncey
S.
Nealy, B.A. (English, History), East Texas State
University
Michael M. Patterson, B.S. (Political Science), Texas Tech University
Cynthia J. Powell, B.J. (Journalism), The University of Texas at
Austin
Jordan H. Richland, B.A. (Economics), The University of California at
Berkeley
Donald D. Saylor, B.S. (History), University of Wycrning
Judith A. Smith, B.A. (History), The University of Texas at Austin
Mary Kay Stack, B.A. (Political Science), University of Delaware; M.A.
(Political Science), University of North Carolina
John

A. Gronouski, Professor of Public Affairs, Lyndon B. Johnson
School of Public Affairs, The University of Texas at Austin;
Ph.D. (Econanics), University of Wisconsin

Kenneth w. Tolo, Associate Professor of Public Affairs, Lyndon
Johnson School of Public Affairs, The University of Texas
Austin; Ph.D. (Mathematics), University of Nebraska

B.
at

Robert W. Glover, Acting Director, Center for the Study of Human
Res ou re es , The University of Texas at Austin; Ph.D. (Economics),
The University of Texas at Austin

ix

TABLE OF CONTENTS
PAGE
FOREWORD. . • • . • . . . . . . . • • . . • . • • . • • . . • . . • . • . • . • . • . . . . • . . . . . . . . . . . . . . . .

v

PREFACE............................................................

vii

POLICY RESEARCH PROJECT PARTICIPANTS .••.....•.•....•.•.........•...

ix

CHAPTER I

CHAPTER II

THE CHANGING FEDERAL
VIEW OF PUBLIC SERVICE
EMPLOYMENT . . . . . • . . . . . . . . . . . . . . . . . . . . . .

1

SCOPE AND DESIGN OF
STUDY.. . . . . . • . . . . . . • . . . . . . . . . . . . . . . . . .

9

CHAPTER III

CETA STAFF AND MAPC
PERSPECTIVES. . . . . • . . . . . . . . . . . . . . . . . . . • 17

CHAPTER IV

PU~LIC

CHAPTER V

PRIVATE SECTOR PER
SPECTIVES. . . . . . . . . . . . . . . . . • . . . . • . . • • . . 45

CHAPTER VI

SUMMARY OF FINDINGS
AND RECOMMENDATIONS ..............•...• 55

APPENDIX A

MAJOR FEDERAL ACTIONS
IN PUBLIC SERVICE EMPLOYMENT
A CHRONOLOGICAL SUMMARY ...........••.. 63

APPENDIX B

ANNOTATED BIBLIOGRAPHY ....•.•........• 69

APPENDIX C

MATERIALS FROM THE NATIONAL CETA
PRIME SPONSOR FORUM ON PSE HELD
APRIL 17-19, 1978, IN AUSTIN, TEXAS ..• 77
.ISSUE PAPER
.PRIME SPONSOR RECOMMENDATIONS
.LIST OF PARTICIPANTS

AND NON-PROFIT
SECTOR PERSPECTIVES ...••.........•.... 31

xi

CHAPTER I

THE CHANGING FEDERAL VIEW OF PUBLIC SERVICE EMPLOYMENT
We have envisioned and described CETA as a transition
between unemployment and jobs in the regular economy ••••
In order for CETA to make a real contribution to solving
our nation's unemployment problems, it cannot be a re
volving door. The work experience and self-confidence
gained from participation in the CETA program must ulti
mately lead to unsubsidized employment.(l)
Ray Marshall
Secretary of Labor
Public Service Employment (PSE) has become established as a key
canponent of national economic and social policy.
It is viewed by
many national policymakers as a supplement to regular fiscal and
monetary policies which possesses significant conceptual advantages
over more traditional fonns of econanic stimuli such as tax cuts or
public works. Public service employment can be targeted to groups who
bear the greatest burden of unemployment and to geographic "pockets of
unemployment." Secondly, PSE is more efficient in creating jobs, as
most of the funds go directly to participant wages and fringe bene
fits. Put another way, the "jobs multiplier" of PSE is larger than
other fonns of govermnent spending, especially on the first round.
Thirdly, it can be implemented rapidly, as proven by the increase of
400,000 jobs during a nine-month period fran May 1977 to March 1978.
It is more generally palatable to the public than other fonns of
income maintenance such as extending unemployment insurance benefits
or providing welfare. Through PSE, individuals work for their goverp
ment checks.
Finally, PSE is viewed by its proponents as less infla
tionary than alternative available programs.
While PSE has indeed becane established as part of national
economic and social policy, it remains experimental.
There are many
unanswered questions and unresolved issues regarding implementation
of PSE as an integral training device for the enhancement of employ
ability.
The capacity of a PSE program to ease transition to unsub-
sidized employment lies at the heart of these questions. The purpose
of the current study is to examine this capacity in an operational
context. First, however, we will review the historical context from
which current policy evolved.
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HISTORICAL AND CONCEPTUAL FRAMEWORK(2)
National manpower policy had its beginnings in 1933 with the pro
grams of the Roosevelt Administration.
The primary thrust of
Roosevelt's policy was in public employment programs to relieve eco
nomic distress. Work relief programs such as the Works Progress Ad
mlnistration (WPA) and Civilian Conservation Corps (CCC) aimed direct
ly at the stimulation of aggregate demand, the primary Keynesian
prescription for the achievement of full employment in a depressed
econany. Public employment and public works were seen as major macro
economic tools available to federal policymakers.
The period immediately following World War II saw continued in
terest in macroeconcmic policy. Concern over the possible ,econanic
consequences of the end of wartime federal expenditures and fear of
return to prewar depression times stimulated government concern for
maintaining employment. The Employment Act of 1946 (PL 79-304), made
full employment a primary goal of national econcmic policy. Although
the prescription remained macroeconomic, the Act provided a program
structure--albeit limited--through which its objectives could be
achieved. It created the Council of Econanic Advisors as an element
of the executive establishment of the federal government and required
annual presidential reports to
Congress regarding economic and
employment conditions.
Even though the realization of full employment remained the goal
of national manpower and economic policy, the late 1950s and 1960s saw
a shift in the conceptual base from which policy was implemented.
Beginning with the Area Redevelopment Act of 1961 and proceeding
through the Manpower Development and Training Act (MDTA) of 1962 and
the Economic Opportunity Act (EOA) of 1964, the focus of national man
power policy prescriptions shifted fran a macroeconom i c perspective to
a microeconomic one.(3)
Whereas the fonner macroeconomic approach
relied upon broad federal fiscal and monetary policy to stimulate
labor market demand, the microeconanic view centered attention on the
structural difficulties of particular labor markets (e.g., depressed
regions such as Appalachia) and later on the structural difficulties
of certain groups (e.g., minorities, yo~th, the elderly and poor) in
all labor markets.(4)
Since the problems were now perceived as structural and micro
economic, the prescriptive responses of national manpower policy were
required to be more specific and programmatic.
The Kennedy and
Johnson Administrations initiated a proliferation of specific programs
directed at the perceived structural problems of particular areas or
groups.
MDTA, Neighborhood Youth Corps (NYC), Operation Mainstream,
On the Job Training (OJT), New Careers, and Public Service Careers
(PSC) were among the programs organized and implemented during the
period. While directed at the problems of specific groups, and in
some cases at the problems of those groups in certain specific labor
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They were all aimed at
markets, these programs had a canmon thrust.
improving the canpetitive capacity of their target populations in
unsubsidized labor markets, public and private.
By 1967 the focus of federal manpower policy began to becane con
cerned with issues of program duplication, cooperation and consolida
tion. The proliferation of national programs became so extensive and
the administrative responsibility for program delivery so fragment
ed(5) that the increasingly chaotic service delivery network became a
primary topic in policy debates.(6)
The 1967 amendments to the
Econanic Opportunity Act of 1964 called for the creation of unified
Community Work Training Programs (CWTP) in defined local labor markets
areas, and Concentrated Employment Program (CEP) was instituted to
consolidate local manpower program efforts. The Canprehensive Area
Manpower Planning System (CAMPS) was created by executive order to
coordinate planning and service delivery at the local, state, regional
and national levels.
During this period, however, there was one fundamentally differ
ent program added to the categorical program network. The passage of
the Emergency Employment Act of 1971 (EEA) represented the adaptation
and resurrection of an old idea, public employment programs. EEA re
sulted fran a canbination of factors.
The recession of 1970-1971
increased national rates of unemployment at the same time that. local
governments had been enfranchised in the national manpower policy
system through the effort to pass broader refonn legislation.
This
canbination of a desire to counter the effects of recessional unem
ployment and the service expansion desires of the newly involved
cities and states produced PSE as a new categorical program. EEA was
explicity temporary in design and effect. As a countercyclical pro
gram, it was directed at unemployment which resulted fran the downturn
in the business cycles.
Funding levels were tied to unemployment
rates, and specific goals for transition of participants to unsubsi
dized jobs were required. Although EEA has received mixed reviews, on
balance the perception has emerged that its transition efforts were
fairly successful.(7)
With the passage of
elements of EEA, including
Title II as a pennanent
Substantial and Persistent

CETA in 1973, the public employment program
the transition focus, were incorporated in
programmatic response for defined "Areas of
Unemployment" (ASU).

The other titles attempted to solve the decategorization and
decentralization problems through a dual system.
This provides for a
locally controlled and defined program of canprehensive employability
development services (Title I) and a
nationally developed and
controlled system of categorical programs for special target groups
(Title III). The Job Corps was retained by special provision in Title

IV.
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Thus, the thrust of federal employment and training policy can be
said to have developed frcm a macroeconanic concern for employment
stimulation as a function of national econanic polilcy based on
countercyclical employment programs like WPA, toward a microeconanic
concern for dysfunctions in certain structural labor markets, based on
employability development programs to improve canpetitive capacity.(8)
Overlying these concerns has been a debate over the proper structure
of the intergovernmental system through which federal policy is to be
planned and delivered.
Within this framework, PSE programs have been
perceived as essentially countercyclical and transitional, whereas
ccmprehensive programs have been seen as structural and directed at
employability development.
FUTURE PROSPECTS FOR PUBLIC SERVICE EMPLOYMENT
Public service employment will doubtlessly be continued as a
centerpiece of employment and training policy. PSE can be targeted to
have specific impact, is rapidly implemented and is perceived as less
inflationary than alternative monetary and fiscal stimulants. Carter
Administration support for the Humphrey-Hawkins Bill, its welfare
refonn proposals, and its position on the reauthorization of CETA all
place PSE at the heart of the federal prescriptive response to both
cyclical and structural labor market problems.
In general, this
policy approach supports the implicit trend of American policy toward
the concept of government as "employer of last resort" in the econooiy.
Concurrently, it seeks to target all program efforts at the structur
ally unemployed through the manipulation of eligibility criteria.
While the PSE program has becane a pennanent canponent of employ
ment and training programs, it is still viewed as offering temporary
assistance to individuals.
The permanent PSE program is to serve
cycles of temporary participants.
Enrollment will be limited to
periods ranging fran 12 to 18 months, with final placement in unsubsi
dized jobs the primary objective.
The aim of employment and training policy in 1978 has been making
the public sector the employer of last resort, while placing program
emphasis on transition to unsubsidized jobs as econcmic expansion
permits.
No one has suggested that permanent PSE enrollment becane a
device for solving the structural problems of disadvantaged groups.
Problems With PSE
While policy in 1978 seemed to represent a broad-based attempt to
address the conceptual link between econanic policy directed at the
expansion of employment and social welfare policy aim ed at the expan
sion of inccme transfers and services to the disadvantaged, it is not
without problems. In the main, these problems flow fran contradic
tions inherent in the new policy objectives and fran potential effects
which their implementation may have on the entire system .
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The most fundamental problem lies in the very nature of PSE. PSE
aims at the provision of employment rather than at the development of
skills.
To the extent that it is targeted at the long-tetm, low
skill, disadvantaged portion of the labor force, while remaining tem
porary, PSE may not address the fundamental structural problems which
are at the heart of the labor market difficulties of the groups at
which it is aimed. If the participants cannot be kept on PSE rolls
pennanently and receive no training or marketable skills from their
PSE experience, the program may have provided nothing more than a
short-term fix on a long-tenn problem.
PSE programs may become a pennanent part of the institutional
apparatus of both local public service systems and the poor, rather
than the temporary transitional devices envisioned in original policy
objectives. While public service employment indeed may be easy to
implement as economic conditions deteriorate, it is more difficult to
wind down as economic conditions improve.
PSE is admittedly an
attractive economic stimulant but it may prove to be addictive, as
local public institutions and program recipients alike become increas
ingly dependent on the infusion of federal funds.
PSE at best puts money in people's pockets and expands public
services.
Its impact on general econanic expansion, particularly
private sector expansion--upon which the full employment objectives of
national economic policy rest--is indirect.
An economic stimulus
pol icy based solely on PSE could achieve full employment only through
massive, federally--financed, pennanent expansion of public sector
employment.
Such an approach, although arguably cheaper in its
initial stages, cannot be said to be less inflationary than tradition
al monetary and fiscal policies when examined over the long run.
To the extent that PSE undennines the thrust toward preparing
participants for unsubsidized jobs, it becomes counterproductive as an
instrument of economic policy. If traditional macroeconomic measures
expand private sector demand for labor, and PSE and other employment
and training programs fail to produce the requisite supply. tight
labor markets, increased wage costs and price inflation could result.
At the same time, PSE levels would have to remain constant. The
result could be the worst of all worlds--tight labor markets and high
levels of federal PSE subsidy.
~Potential problems lie in several areas. First, by targeting on
long-term disadvantaged and de-emphasizing training, PSE programs as
currently employed may leave the labor force little more productive
and skilled than before the programs became available. Second, to the
extent that PSE efforts emphasize immediate employment and income over
employability development, they may do little to improve the competi
tive position of the structurally unemployed that the programs are
targeted to serve.
Third, this emphasis of employment over skill
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development may do little to serve the skill needs of the labor
market. Finally, to the extent that the process becanes an open-end
ed, pennanent fixture of national policy it may prove to be aore of a
stimulus to local public sector dependence on federal funds than to
private sector expansion.
The Importance of Transition to Unsubsidized F.mployment
Transition, then, becanes the outlet through which these internal
pressures on the system are to be reduced. The movement of partici
pants to unsubsidized jobs is the key to keeping the PSE system both
targeted at the disadvantaged and temporary. In the EEA program this
seems to have worked, but the circumstances, the expectations and the
goals were different for EEA than for current PSE.(9) EEA was an
explicitly countercyclical program, aimed at workers laid off through
an econanic downturn, whereas current PSE is intended to serve a more
disadvantaged clientele.
EEA was implemented during a period of
sustained local public sector growth which produced many opportan1t1es
for absorption of participants, while currently and for the foresee
able future local public sector growth is anticipated to be much wore
moderate.(10) Finally, the adoption of CETA in 1973 provided an out
let for many EEA participants who were still on the rolls as that
program wound down in 1974.
They merely transferred frcm EEA public
employment to CETA public employment.
'nle problem, then, becanes transition to what? If the pablic
sector cannot absorb the PSE participants, where do they go?
While the long-tenn consequences of permanent PSE at the levels
proposed in the CETA revisions and welfare refonn package are hard to
assess, the short range impacts of the current PSE Stimulus Expansion
may provide sane guidance. Has transition to unsubsidized jobs re
mained a program goal in more than the rhetorical sense? If so, what
features of PSE, as currently administered, inhibit or reinforce that
goal? What are the effects of the existing intergovernmental network
of program administration on transition and the usefulness of PSE as a
tool of national policy?
The report which follows seeks to address
these questions as issues of program implementation rather than as
conceptual concerns. The answers to these broader theoretical issaes
can be said to lie in transition to unsubsidized jobs.
This study
focuses on the perfonnance and capacity of the current system to move
people fran subsidized employment to unsubsidized jobs in the public
and private sector.
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CHAPTER II
SCOPE AND DESIGN OF STUDY

An important objective of the CETA Public Service Employment
(PSE) program is to prepare PSE participants for entry into unsubsi
dized jobs in the public and private sectors. This study attempts to
determine the extent to which this objective is being realized, iden
tify those elements of ongoing programs that are supportive of this
objective, and determine what, if any, modifications in manpower em
ployment and training legislation and regulations would help increase
the movement of PSE employees into unsubsidized jobs.
SCOPE OF STUDY
Because of limitations imposed by the time and resources availa
ble, field research has been confined to eight sites in the State of
Texas. There are scme marked differences between Texas and the rest
of the nation with respect to employment policy issues. Of particular
note is the significantly lower level of unemployment in Texas than
nationally and the relatively small proportion of the state's work
force belonging to labor unions.
However, in selecting the eight sites included in the study, care
was taken to include areas of Texas with both high and low unemploy
ment levels, both urban and rural areas, and areas with high labor
union membership as well as those where unionization is minimal. This
approach to site selection not only provided a good econcmic and geo
graphical cross section of Texas, but it also oriented our investiga
tion to areas in Texas with econcmic conditions and employment policy
problems similar to those existing in other sections of the nation.
Thus, while conclusions drawn in this study are primarily applicable
to the State of Texas, they should have national implications as well.
That employment policy issues and problems in the Texas areas investi
gated in our study are often similar to those that are of concern
nationally is suggested by the similarity of the conclusions and rec
amnendations of our study and those of the twenty-four prime sponsor
representatives fran throughout the nation who participated in the
CETA Prime Sponsor Fonnn on PSE held April 17-19, 1978, in conjunction
with our study, under the co-sponsorship of the University of
Houston's Institute of Labor and Industrial Relations and the LBJ
School of Public Affairs, The University of Texas at Austin.
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THE EIGHT STUDY SITES

In the study site selection process, an effort was made to in
clude areas with high and low levels of unemployment, urban and rural
areas, and at least one area where labor union membership was more
extensive than typical in Texas. An attempt was also made to have a
statewide geographical distribution of the sites.
The eight sites selected included six prime sponsors and two
balance of state areas operated by councils of governments.
11ie six
prime sponsors selected were the South East Texas Canprehensive Man
power Program; the City of Houston; the Capital Area Consortium; the
Dallas County Consortium; and, the North Texas State Planning Region
Consortium. The two Balance of State areas selected were the Texana
Regional Planning Camnission and the Middle Rio Grande Development
Council.
While the overall level of unemployment in Texas is substantLally
below the national average, that is not the case for the Middle Rio
Grande and Hidalgo-Wallacy areas. The rate of unemployment is approx
imately twelve percent in the former region and substantially in
excess of that in the latter region. The level of unemployment ap
proximates the national average in two other sites among the eight
selected:
South East Texas and Texana. Unemployment in the other
four areas, however, is substantially below the national average.
Labor union strength, which is notably weak in Texas , is cooipara
ble to the national level only in the high industrialized South East
Texas area of the state. The only other area in Texas where there is
substantial union strength is in Houston. In the remainder of the
state--and in the other six areas selected for this study--labor
unions represent a relatively small proportion of the labor force.
The
eight sites selected provide a good urban-rural mLx.
Houston, of course, is entirely urban while Middle Rio Grande is pre
daninantly rural and Hidalgo-Willacy only sanewhat less so.
Dallas
County, while it does not include the City of Dallas, is nevertheless
predaninantly urban. South East Texas is also highly urban in charac
ter, with two-thirds of the region's population living in the highly
industrialized cities of Beaumont, Port Arthur, an,: Orange. While the
Capital Area is daninated by Austin, which accounts for two-thirds of
the consortitun's population, eight of the nine counti e s in ~ he region
are primarily rural. Similarly, while Wichita Falls contains forty
six percent of the North Texas consortium's population, eleven of its
twelve counties fall into the rural category.
Texana, which includes
the cities of Shennan and Denison, also has both urban and r:iral
components.
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While not among the explicit criteria used in selecting the eight
sites included in this study, several other characteristics of the
eight areas--especially general economic conditions and ethnic canpo
sition--came into focus during the selection process . A brief su1i1mary
of these characteristics for each of the eight areas follows.
Middle Rio Grande
Located in southwest Texas on the border with Mexico, the nLne
counties that make up this region have not shared in the econanic
growth of Texas. Sixty-eight percent of the population ha.ve Spanish
surnames, and a third of the families with Spanish surnames have in
comes below the poverty level. Approximately 12 percent of the popu
lation is unemployed and local residents must compete in the labor
market with a steady influx of undocumented workers frooi Mexico. The
economic base of the area is primarily agriculture; there is relative
ly little manufacturing and that is in the low-wage textile and cloth
industries.
Moreover, increased mechnization is reducing the jobs
potential in agriculture.
Hidalgo-Wal lacy
Located in the extreme southern tip of Texas, bordering on
Mexico, the two counties that make up this region share many of the
problems of the Middle Rio Grande region. Approximately 78 percent of
the growing population of the area (which increased 33 percent between
1970 and 1978) have Spanish surnames . The region is plagued by high
unemployment (estimated to be between 14 and 18 percent of the work
force) and low incane. Some 84 percent of the Spanish surname popula
tion have family incomes below the poverty level, and half the Anglo
population is similarly economically disadvantaged. Here , also, the
economy is principally based on agriculture, with the trend toward
farm mechanization displacing workers and aggravating an already
serious and chronic unemployment problem. Moreover, as in the Middle
Rio Grande region, there is also a steady influx of Mexican nationals
competing for available jobs.
While agriculture r.ema ins the region's major industry, there has
been a substantial growth in manufacturing in recent years, primarily
in the food processing and apparel industries.
Since 1970 , manufac
turing employment in the region has nearly doubled. The expansion and
addition of manufacturing facilities has also resulted in a signifi
cant expansion of employment in the construction industry. However,
it is doubtful that these gains will be adequate even to absorb new
entrants and re-entrants into the labor market and the continually
displaced farm workers. There is, at any rate, no expectation that
the low incomes and extremely high unemployment level that character
ized the region will be altered significantly in the foreseeable
future.
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Texana
The three counties in the Texana region are located in north
central Texas and are bordered on the north by Oklahana. The region's
econcmic base is balanced between agriculture and a highly diversified
manufacturing sector. The region also has substantial tourist and
convention business; its major tourist attraction, Lake Texr:ma,
attracts sane 11,000,000 visitors annually.
While the region had a 7.7 percent unemployment rate in December
1976, this was down fran a high of 9.4 percent a year earlier. Local
officials believe the region has a good potential for future econanic
growth.
South East Texas
The South East Texas region borders on the State of Louisiana and
the Gulf of Mexico. The three major c1t1es in the region--Beaumont,
Port Arthur and Orange--have the greatest manufacturing concentration
of any area in Texas.
The region's econC111ic base is daninated by the petrochemical in
dustry; the three largest industries are petroleum refining, chemical
processing, and ship and oil derrick building.
The work force is
highly unionized, jobs in these capital intens_ive industries call for
highly skilled labor, and family incane in the region is higher than
the average for Texas. At the same time, the unemployment rate is
also relatively high--7.4 percent in 1977 canpared to a statewide
average of 5.1 percent. In many ways, the econany of the region more
closely resembles that of the nation than of Texas.
While its econanic base is strong, in recent years the region has
experienced less growth in population and industry than the rest of
Texas. The area's econanic outlook is heavily dependent on the petro
chemical industry.
About a fifth of the region's population and
Black. Another 4 percent have Spanish surnames.

work

force

are

North Texas (Nortex)
This region consists of twelve counties, one urban and eleven
rural. Almost 60 percent of the region's population resides in
Wichita County where the region's largest city, Wichita Falls, is
located. The areas's Black population is about 6 percent of the total
and another 5 percent have Spanish surnames. Fifty percent of the
Black population, 28 percent of those with Spanish surnames, and 15
percent of the Anglos in the region have 1ncanes below the poverty
level.
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The region has a balanced econa:ny, with agriculture and petroleum
production the dcminant incane sources in the rural areas. Manufac
turing industries include plastics, electronic ca:nponents, oil field
equipment, glass products and tank trucks.
The region has experienced relatively low unemployment rates
(under 4 percent). Business leaders in the area expect continued
industrial growth and expanding job opportunities over the next few
years.
Overall, the region appears to enjoy a strong econcmic and
industrial base.
Dallas -County
This region (which includes all of the county except the City of
Dallas) is heavily urbanized and has a strong economic base. Its
industry is widely diversified, with no single industry employing more
than 5.3 percent of the area's labor force. The rate of unemployment
is about 4 percent and expectations are that industry and employment
in the area will continue their steady growth. The population is pre
dcminantly Anglo, with Blacks accounting for less than 3 percent of
the population and those with Spanish surnames about 4 percent. Ap
proximately 8 percent of the families en the area have inca:nes below
the poverty level.
Capital Area
Two-thirds of the population 1n this nine-county region in
central Texas live in the City of Austin, the state's capital city and
heme of its major university. The major employer in the Austin area
is government, accounting for 36 percent of the total work force.
However, manufacturing employment--primarily in the field of electron
ics--has shown the most rapid rate of growth over the past ten years.
There has also been substantial employment growth in the transporta
tion, wholesale and retail trade, finance, and insurance industries.
The area has a substantial minority population, approximately 11
percent Black and 17 percent with Spanish surnames.
Unemployment is
relatively low, ranging in the neighborhood of 4 percent for the work
force overall, and approximately 7 percent for Blacks.
Houston
The City of Houston is the largest city in the South and fifth in
the nation.
Minorities constitute 38.5 percent of its total popula
t ion--25. 7 percent Black, 12.1 percent with Spanish surnames and 0.7
percent other ethnic groups.
Houston has a strong, rapidly expanding and diversifieri econady.
In addition to its role as the nation's energy capital, it is a leader
in finance, retailing, engineering and construction. Houston's manu
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facturing sector is ninth largest in the nation, and it is a center
for science, technology and medical services. It also is headquarters
for some of the nation's largest corporations.
Since 1970, more than
200 companies have moved their headquarters, subsidiaries, or divi
sions to Houston.
Houston's rate of unemployment, 4.4 percent, is substantially
below the national and Texas average.
However, in the core area of
the city, where a large proportion of its minor1t1es resides, over
one-fifth of the families have incomes below the poverty level, and
unemployment among this group may be nearly as high.
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RESEARCH DESIGN

The main thrust of the research effort was a series of interviews
in the eight study areas with CETA administrators and members of their
Manpower Advisory Planning Councils (MAPC), members of the employer
camnunity, and labor union representatives.
However, prior to con
ducting the field interviews, several preparatory research tasks were
undertaken.
First, all members of the research group became thoroughly famil
iar with CETA laws and regulations, especially those relating to
Titles I, 11,and VI. During this phase of the overall research
effort, they also reviewed relevant articles, reports and professional
studies, and became familiar with prime sponsor agreements, reports
and other pertinent documents.
Second, after research teams were assigned to the eight study
sites, each team prepared a profile of the area to which it was
assigned. These profiles were designed to familiarize the teams with
the demography, ethnicity, political structure, economy, geography,
and other pertinent characteristics of their area of study.
Third, three task forces drafted interview instruments for the
three groups to be interviewed in the field:
CETA administrators and
MAPC members, members of the employer canmunity, and labor union
representatives.
These were reviewed and revised by the research
group as a whole and by outside manpower professionals, and field
tested in the Austin area.
After completion of these preliminary tasks, each team proceeded
to arrange for and conduct on-site interviews with CETA administrators
and MAPC members, and procured pertinent data from available CETA
reports and documents. Interviews were subsequently scheduled in the
study areas with members of the employer canmunity and union represen
tatives. An effort was made to include among the employers interview
ed the five largest private employers in each area, as well as repre
sentatives of non-profit and public sector employers.
After each set of interviews, the research teams prepared draft
reports on their findings. These reports were reviewed and evaluated
by other members of the research group and by the three faculty
members in charge of the research project. Where necessary, follow-up
questions were raised with the interviewees by telephone or, where
appropriate, on a second visit of the research team to the area.
Prior to their submission of a final draft of their reports, the
interview teams forwarded their case studies to the program adminis
trators for review and camnent.
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As noted earlier, a CETA Prime Sponsor Fori.nn on PSE, participated
in by twenty-four prime sponsor representatives fran throughout the
nation, was planned in conjunction with the research project. A task
force fran the research group drafted the conference issue paper and
all members of the group monitored the conference discussions. The
conference participants--who were recamnended for participation by
staff in regional offices of the U.S. Department of Labor were asked
to share their experiences, both successes and problems, with a
primary emphasis on the effectiveness of PSE in preparing participants
for unsubsidized jobs. The research group was particularly interested
in relating the definition of problems and recamnendations emanating
frr.m the Forum to the findings and conclusions of its study of eight
areas in the State of Texas.
Materials relating to the Forum are
contained in Appendix C of this report.
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CHAPTER III
CETA STAFF AND MAPC PERSPECTIVES

During the course of the study, Project members interviewed a
total of 36 staff members and 32 Manpower Advisory Planning Council
(MAPC) members at the eight study sites. The analysis centered around
their transition efforts with particular emphasis on the following
questions:
.What are the objectives of PSE?
.Is the transition of participants into unsubsidized jobs a PSE
objective?
Is this a major consideration of local program
operators in planning PSE activities?
.What effect does the intake process have on the eventual transi
tion of PSE participants into unsubsidized employment?
.Does PSE improve the likelihood of a participant gaining unsub
sidized employment? If so, how?
.Does the level of PSE wage rates hinder the transition of PSE
participants into unsubsidized employment?
.What efforts are being made to place PSE participants into un
subsidized jobs?
.What linkages has CETA developed with the local business and
labor community with respect to PSE?
This chapter addresses these issues by first presenting the find
ings of the study, followed by the basis for the findings.
THE OBJECTIVES OF PSE
Findings
Public Service Employment programs, authorized under the Compre
hensive Employment and Training Act of 1973, have many different and
possibly conflicting objectives.
Such a multiplicity of objectives
leads to a variety of perceptions regarding the purposes of the pro
grams at the local level, as evidenced in the eight Texas case studies
for this report.
In general the primary objectives of PSE are to provide immediate
employment opportunities to the unemployed and fulfill umnet needs in
the community. Client-oriented objectives (i.e., employability devel
opment, transit ion) may be in conflict with community-oriented obj ec
t ives (providing canrnunity services).
The presence of competing
objectives reflects conflicts within the CETA legislation and regula
tion. If community needs take a higher priority than the emp l oyment
and training needs of the PSE pa rt ic ipants, then PSE could be cha rac
terized as a revenue sharing measure instead of an employment and
training measure.
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During interviews conducted for this study half of the prime
sponsors indicated that a primary objective of PSE was meeting the DOL
hiring schedules.
Although individual local CETA operations differed 1n their
response regarding the objectives of PSE, in general it appears that
these
CETA
operators consider absorption (i.e., trans1t1on to
unsubsidized employment in the public sector) by the sponsor agency an
important objective of PSE. Transition of PSE participants to private
sector employment, however, has not been considered to be an objective
of PSE.
Basis For Findings
All of the respondents except those 1n South East Texas and
Dallas County considered the absorption of PSE participants into the
pennanent labor force of the sponsoring agency to be a major, if sec
ondary, objective of PSE. None of the individuals interviewed regard
ed the transition of PSE participants into unsubsidized private sector
employment as a PSE objective.
A number of staff members, however,
viewed the long range goal of PSE as the eventual placement of PSE
participants into unsubsidized private or public employment.
The primary objective of PSE, as stated by respondents in seven
of eight study sites, is to provide imnediate employment opportunities
to the unemployed.
Those interviewed in the eighth site, Kiddle Rio
Grande, considered "meeting camnunity needs" as an equally important
objective. While there was general agreement that the central objec
tive of PSE was to provide inunediate employment opportunities, no
consensus existed whether PSE should be aimed at structurally or coun
tercycl ically unemployed persons.
Indeed, within each individual
area, no consensus emerged on the extent that PSE should be targeted
to special disadvantaged populations. A subsidiary and closely relat
ed PSE objective referred to in six areas (Middle Rio Grande, South
East Texas, Nortex, Houston, Dallas County, and Texcma) is to provide
inunediate inccme to unemployed persons. In over half of the areas
program operators and KAPC members thought of PSE as an inccme trans
fer program as well as an employment program •
•
Another primary objective of PSE noted by CETA staff 1s to pro
vide camnunity services and fulfill umnet needs of the Ct:llJlllunity.
This is considered a major objective in at least half of the areas.
In fact, ~riddle Rio Grande CETA staff stated that in sane cases local
ly elected officials who often direct and supervise the activities of
the prime sponsor consider meeting camnunity needs to be as important
an objective as providing employment opportunities.
In six of the eight sites, CETA officials stated that improving
the employability of PSE participants through the improvement of work
habits and, in sane situations, job skills is another primary objec
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tive of PSE. At least half of the programs, however, indicated that
the U.S. Department of Labor (DOL) hiring schedules were so demanding
that staff had deemphasized this objective in their efforts to meet
hiring schedules. Respondents in Dallas County, South East Texas and
Austin stated that during the several months prior to the interviews a
central objective of PSE was meeting the DOL hiring schedules.
In addition, Houston staff view the hiring of minorities by the
city as an objective of PSE.
Houston uses PSE as an affinnative
action device--a screening device to identify qualified and hardwork
ing minority workers.
Six of the local CETA programs perceive the same objectives for
Titles II and VI. The other two programs (Houston and Middle Rio
Grande) view absorption as an objective of Title II but not an objec
tive of Title VI.
PLANNING PSE ACTIVITIES
Findings
The program staffs' perceptions of the objectives of PSE are
reflected in their planning efforts. Client-oriented concerns such as
absorption potential and employability development are important fac
tors in planning PSE activities. However, other important concerns,
such as the provision of ca:mnunity services and the need to meet the
hiring schedules, canpete with the client-oriented objectives.
The massive expansion of PSE, as part of President Carter's eco
nanic stimulus package, was cited as the cause of many prime sponsors'
deemphasis of planning activities. Since many of the prime sponsors
were, at the time of these interviews, operating at or close to the
DOL hiring schedule, this barrier to effective planning apparently has
been removed. Prime sponsors should be in a pos1t1on to reemphasize
planning activities and, in turn, emphasize the employment needs of
PSE participants.
Demanding hiring schedules may lower the unemployment rate in the
short run, but they may also interfere withthe employability develop
ment efforts of the prime sponsor. This, in turn, may lower the tran
sition/absorption rate of PSE participants. Demanding hiring schedul
es reduce the capacity of CETA staff to meet the employment needs of
the target populations.
Absorption of PSE part1c1pants is still a major factor in plan
ning PSE activities. CETA staff, however, did not at the time of this
study consider transition of PSE participants into the private sector
a factor in planning PSE activities.
A major factor in planning PSE activities is the potential of PSE
projects to provide ca:mnunity services.
Local elected officials
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interviewed expressed serious concern on this point. This study was
unable to assess whether canmunity services or employability develop
ment were more important factors in planning PSE activities.
Basis For Findings
All of the programs surveyed have staff engaged in planning ac
tivities. The bulk of the planning efforts have centered around nego
tiations with sponsor agencies in developing activities and job slots
for PSE participants. The PSE expansion has caused a rapid increase
in the number of Title VI special projects and has entailed increased
efforts to develop job slots 1n the public and private non-profit
sectors.
Until recently, many of the local operators and advisory councils
weighed a number of variables in planning PSE activities, including
transition potential, employability development, cost factors, canmu
nity needs and speed of implementation. However, several of the eight
sponsors indicated that planning activities had been deemphasized d;.ie
to the hiring schedules imposed by the DOL. CETA operators, in their
attempt to meet the hiring schedules, were less concerned with a PSE
project's potential for employability development or absorption than
with the speed of implementing the project. Only the Hidalgo-Willacy
program maintained its planning activities; the hiring schedule was
not a problem in its area.
Although planning activities have been deemphasized, all but one
of the sites surveyed (Dallas County) indicated that the potential for
absorption is still a major factor in its PSE planning. Priority is
given to projects which offer sCllle assurance that PSE participants
will be given consideration if and when pennanent job opp 0rtunities
develop. For example, in Houston, city departments that anticipate
expansion in the cC111ing year receive priority consideration for PSE
projects.
By selecting departments that will experience employment
growth, Houston's CETA officials have designed a system where absorp
tion can occur naturally. In South East Texas, CETA staff encourage
absorption by writing into Title II contracts the recanmendation that
50% of PSE participants be absorbed by the sponsoring agency. Texoma
staff has developed a sophisticated project ranking system to deter
mine which PSE projects should be funded. Transition/absorption po
tential, employability development, and cost-effectiveness are the
three most important criteria in ranking projects.
Austin has devel
oped a ranking instr;.iment which includes employability development,
meeting camnunity needs, and labor intensiveness of the project. Po
tential for transition 1s not a variable included in its ranking
system.
South East Texas, Middle Rio Grande and Houston also do not in
clude potential for absorption as a factor in planning Title VI
special projects.
The expansion of PSE has exceeded the capacity of
user agencies to absorb many PSE participants. As a result, the re
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quirement for a canmitment or even a suggestion to absorb the partici
pant has been dropped as a special project selection criterion.
While absorption by the sponsor agency is considered a factor in
planning most PSE activities, transition into the private sector is
clearly not a factor.
Only in Texana does the program use local
labor market infonnation extensively, and even here it is used pri
marily in the planning of Title I activities. In effect, PSE appears
to operate solely in the public/non-profit sector with little or no
private sector involvement.
A major consideration in planning PSE activities 1n the Middle
Rio Grande, South East Texas, Texana, Hidalgo, Houston and Nortex
areas is the potential to provide canmunity services. Lor.ally elected
officials have a strong interest in the extent to which PSE activities
can provide needed canmunity services. For example, in the Middle Rio
Grande Development Council, locally elected officials usually design
physical improvement projects so that they can be ccmpleted within the
time allotted for the PSE project. Thus, they minimize ongoing ser
vice c001mitments. In the Hidalgo-Willacy County Consortium, several
small municipalities receive PSE slots although CETA operators know
that the potential for absorption is very low. Similarly, the North
Texas State Planning Region Consortium instituted a few projects to
provide unmet canmunity services even though no potential existed for
the absorption of the PSE participant.
PSE jobs that emphasize provision of canmunity services often do
not provide employability development opportunities for PSE partici
pants. Very often the jobs involve manual outdoor labor which imparts
no increase in job skills. These projects do, however, supply needed
cl'.ITII!lunity services which otherwise would not be provided. A beautifi
cation project in Austin illustrates the conflict between unmet can
munity needs and employability development.
The project involved 40
PSE workers in cleaning parks and recreation areas in Travis County.
A public service was performed, but no marketable job skills were
learned; moreover, there was potential for absorption by the county of
no more than 3 of the 40 workers. In sum, although the eight CETA
operators consider the potential for employability development a
factor in planning PSE activities, the provision of camnunity services
often has higher priority.
INTAKE PROCEDURES
Findings
The Texas Employment Commission (TEC) is often responsible for
the screening, certification and referral of PSE clients to potential
job sites. TEC treats its PSE and other clients the same; it attempts
to match persons with jobs. This is also true when the CETA staff is
responsible for referral activities.
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There seems to be one shortccming in the process of matching the
client's skills to the requirements of the job.
Because of this
process, and the requirement that the sponsor agency make the final
hiring decision, it appears that persons most in need of employment-
those with the fewest job skills--are underserved in PSE. The struc
ture of the intake and referral process does not serve the needs of
the hard-core unemployed.
While PSE may reduce overall unemployment,
the present intake system tends to reduce the effectiveness of PSE in
dealing with the problems of the structurally unemployed.
Basis For Findings
The eight areas studies have developed systems to recruit eligi
ble persons to apply for participation in Public Service :Employment
programs. The main instrument used has been a public infonnation
effort sponsored by the TEC and/or the CETA program. Recruitment
efforts center around public service announcements on r adio and tele
vision, and pamphlets and brochures distributed to area stores and
government buildings . In addition, the South East Texas prime sponsor
has contracted with Service Employment Redevelopment (SER) to recuit
disadvantaged persons in the community.
Prime sponsor staff interviewed for this study did not consider
recruitment activities to be a major CETA act1v1ty. The general con··
sensus of program staff is that special recruitment efforts aimed at
disadvantaged persons are generally unsuccessful.
This is true ev~n
1n South East Texas, where during the last quarter of 1977 the efforts
of SER resulted in the placement of two PSE participants.
The Texas Employment Counnission is responsible for the screening
and certification of potential PSE clients for all eight areas except
Texana and Houston.
In Texana, the screening and certification pro
cess is a shared responsibilitly between the CETA program and TEC. In
Houston, for Title II, TEC screens and certifies for unemployment eli
gibility.
For Title VI in Houston, TEC works with the agency to whom
the prime sponsor has subcontracted its Title VI program.
In Dallas County, South East Texas, the Capital Area Consortitml
(Austin only) and the North Texas State Planning Region Consortitml,
TEC refers the client to potential job slots. In these four areas
CETA staff do not play a role in the intake process. TEC utilizes the
same referral process for PSE and all other c 1 ients. If a potential
employer requires specific skills (e.g., typing), TEC will assess the
skill level of the applicant. In addition, TEC detennines the af.pli
cant's vocational interests. On the other hand, client referrals in
Texana, Middle Rio Grande, Hidalgo-Willacy and Houston are the d rect
responsibility of the CETA program. Each program has its own referral
system and there is a marked difference among them in their efforts to
match the client's interests and skills and the needs of the employer.
In Hidalgo-Willacy PSE clients are placed into Title II and VI posi
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tions on a randan basis.
In the Middle Rio Grande referrals are made
on a "first come, first served" basis regardless of the client 1 s skill
level. In the Texoma area and Houston CETA counselors attempt to
assess and place according to the employment needs of the client. A
primary reason to try to find a good job match, as stated by the pro
gram operators, is to improve the PSE participants' chances of absorp
tion into the sponsor agency.
In all eight areas, the final hiring decision is left to the
sponsor agency.
Sponsor agencies receive a number of referrals for
each job. Infonnation developed in this st~dy suggests that persons
most in need of subsidized employment--those with the fewest job
skills--will be underserved in PSE as long as the final hiring deci
sion is left with the employer.
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EMPLOYABILITY DEVELOPMENT THROUGH PSE

Findings
In concept, working in PSE could enhance the
participants through developing good work habits,
credentials such as credible recanmendations from
skill training on the job. A key element to all
enhancing employability is quality supervision.

employability of
developing work
supervisors, and
these means of

Generally, CETA staff perceives that PSE participants have poor
work habits prior to entering the CETA system. Poor work habits are
generally thought to include high rates of tardiness and unexcused
absences, difficulty in accepting supervision, inability to get along
with co-workers, and lack of dependability.
Among CETA staff, development of good work habits is wid ·~ ly con
sidered to be an important benefit of public service employment. Many
agencies sponsoring PSE positions stress this characteristic. The
learning of proper work habits is viewed as the major means for
participants to enhance their employability through PSE.
Many CETA staff indicated that orientation sessions would be use
ful to set the expectations of the participants and encourage them to
get the most out of their PSE experience. However, only one study
site had instituted orientation sessions for future PSE particip.a nts.
Public service employment provides an opportunity for a worker to
demonstrate good work habits. However, none of the eight study sites
had a systematic means for documenting good perfonnance, or for
conveying this infonnation to potential future employ e rs. Enhancing
employability through development of work credential records is an
area yet to be developed.
Skill training was the least emphasized means of enhanc i ng
employability in public service employment. In the eight Texas sites,
PSE participants generally received little skill development training
transferable to the private sector. There were no assurances asked
for or required by CETA program staff that training and skill deve lop
ment received would be adequate to prepare participants for unsubsi
dized jobs.
The extent of supervision varies substantiall y among work sites.
Supervision for Title II participants was generally at the same level
as for regular employees.
At sane sites . however, Title VI partici
pants received less supervision than regular employees. Since super
vision is so closely related to employability development, inadequate
or poor quality supervision has negative implications for transition
into unsubsidized jobs.
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Basis for Findings
All the program operators except those in Austin indicated that
most PSE participants had few or no job skills and poor work habits
prior to entering the CETA system. Austin differed in this regard be
cause it has an abundance of persons with sane college experience who
have been unable to find employment. The consensus among program
staffs is that PSE enhances the employability of the participant
through the improvement of a person's work habits. PSE participants.
thus benefit through their exposure to the "world of work, 11 i.e., the
necessity of caning to work on time, learning how to get along with
supervisors and co-workers and learning how to asstnne responsibl ity .
No consensus exists on the part of CETA staff, however, regarding
the level of skill development that takes place in PSE.
The Capital
Area Consortium, the Middle Rio Grande Development Council, and
Houston (Title VI) reported that participants do not learn job skills
through PSE. The Dallas County, North Texas State Planning Region
Consortitnn, and the Texana Regional Planning Canmission staff indicat
ed that the job skills learned through PSE Here usually not tranfer
able to the private sector. In the Hidalgo-Willacy County Consortitnn
area, even if the PSE participant learns skills through PSE, few job
opportunities are available to anyone living in the area due to the
poor econom1c conditions in South Texas.
All CETA staff emphasized that to improve potential for absorp·
tion PSE participants should be treated the same as regular full-time
employees.
All the areas reported that superv1s1on of Title II
participants was the same as regular employees. However, in Houston,
Middle Rio Grande and South East Texas, CETA staff observed that Title
VI workers were often kept separate fran regular employees. In Tex(llla
the perception is that Title VI workers are less job ready than Title
II workers. Indeed, in Middle Rio Grande, local elected officials
that direct CETA have emphasized that Title VI Special Project
participants, being fran the "bottan of the barrel," should be kept
separate from regular city work crews to prevent the spread of "bad
work habits." In Texana, one CETA staff member felt that PSE partici
pants would rather work on a PSE job for low wages rather than an
unsubsidized job for higher wages because private jobs are more
demanding than PSE jobs.
The level of training that PSE participants receive depends
entirely on the training provided by the sponsor agency.
All but one
of the prime sponsors (Nortex is the exception) indicated that PSE
participants receive at least the same level of training; that in many
cases, the PSE participants rece1ve more attention than regular
workers, especially during the early stages of employment. All res
pondents recognized the importance of training and skill development
in enhancing the employability of PSE participants; however, since
jobs are not provided directly by the CETA prime sponsors, there are
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few assurances that training and skill developnent will be adequate to
enhance future employability.
In S1JUth East Texas, Middle Rio Grande, Nortex and Texaoa, prime
sponsors indicated that orientation sessions centering around employ
ability considerations, such as learning proper work habits, under
standing the expectations of the sponsoring agency, and defining the
nature of a PSE job, would be beneficial to the PSE client. South
East Texas CETA staff indicated that orientations probably would help
to lower the high turnover rate of PSE participants during th~ first
few weeks on the job. Texana is the only prime sponsor that bas an
orientation program. Participants who lack general work habits are
strongly encouraged to attend a three-week job readiness program
operated by the public school system whic·n introduces participants tr:
the expectations of future employers. Other prime sponsors responded
that they did not have the time or resources to operate such programs.
P8E WAGE RATES

All prime sponsor officials inaicated that PSE participants are
paid the same wage as regular entry level employees; P8E employers
verified this infonnation. PSE wage rates may present a barrier to
transition into the private sector when public sector wages are higher
than private sector wages. However, field work for this study yielded
no meaningful insight on this question. Concern about higher public
sector wage levels was voiced by several respondents, including prime
sponsor staff at Nortex and Texana and the Dallas County MAPC union
representative.
PLACEMENT ACTIVITIES
Findings
A significant finding of this study is that there is no direct
relationship between the prime sponsors' efforts and their success in
placing PSE participants into unsubsidized employment. While a number
of prime sponsor program efforts are supportive of transition, no
causal relationship between trans1t1on success and prime sponso~
inputs was established.
A nlDllber of factors such as the make-up of
the labor market,
the unemployment rate, and the growth rate of the
public sector, appear to be of overriding importance in determining
placement effectiveness.
Basis For Findings
While sane local CETA programs make efforts to enhance the possi
bility of the participant's absorption into the sponsoring agency,
efforts to place PSE part1c1pants in the pr~vate sector are lacking.
CETA staff have not involved sponsoring agencies in placement efforts.
In fact, it is not apparent that CETA staff emphasizes the temporary
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nature of the program to sponsoring agencies.
In many areas, PSE
participants, the PSE counselor, and the supervisors in the sponsoring
agency do not recognize transition as a goal of the program.
Indeed, there are significant disincentives that mitigate against
efforts to place PSE participants into unsubsidized employment.
If
the prime sponsor has trouble meeting its hiring schedule, a placement
takes the prime sponsor further off this schedule. Also, if the pro
gram succeeds in its placement efforts, the staff must spend more time
and effort planning future PSE projects. On the other hand, there are
no incentives in the present agencies to upgrade their placement
efforts.
Whereas CETA prime sponsors spend very little, if any, time with
the PSE participant, the sponsoring agency usually spends about 40
hours per week with the PSE participant. The potential for prime
sponsors to involve sponsoring agencies in transition efforts offers
valuable untapped opportunity.
The Texas Employment Commission does not play a continuing role
in placing PSE participants in unsubsidized employment.
TEC does not
search for a pennanent job for the PSE partcccpant until the PSE
participant returns to TEC seeking a job (generally at or near the
termination of the PSE position).
The involvement of the Manpower Advisory Planning Council in
transition is generally limited to its interest in the potential of
sponsor agencies to absorb PSE participants. Most MAPC members at the
time of this study did not view the transition of PSE participants
into private sector jobs as a goal of PSE.
PSE clients have few means of searching for private sector jobs;
moreover, the participant is often not encouraged by the CETA staff to
seek private employment. In addition, since the PSE participants are
working full time, they have limited opportunities to search for other
employment.
Role of Prime Sponsor in Placement.
All of the CETA ope1·ators
except Dallas and South East Texas employ PSE counselors to work spe
cifically with Title II and VI participants. Although the specif i c
functions of the PSE counselors differ, in general they provide their
caseload with support and placement services. Most of th e placement
efforts of the PSE counselor revolve around increasing the potential
for the absorption of the client into pennanent employment with the
sponsoring agency. Counselors meet with PSE participants in the fiel d
to discuss job possibilities in the sponsoring agency . In addition,
in Austin, CETA participants receive a written notice regarding their
temporary status and are infonned of job opportunctces within the
sponsoring agency. None of the PSE counselors was found to be involv
ed in a systematic manner with transition into the private sector.
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Prime sponsors in Hidalgo, Middle Rio Grande, Austin and Texana
indicated that counselors were engaged in "job development" activi
ties. Job development in the traditional sense involves staff manbers
working with private and public employees to develop new job opportu
nities for CETA workers. Job development in this sense is carried out
only in Hidalgo and here it is restricted primarily to Title I partic
ipants.
Most of the "job development ' being carried out for PSE
clients involves absorption into the public/non-profit sector. In
Texana and Austin, where sane private sector placement activities take
place, efforts are on an unsystematic individual basis when counselors
hear of openings in the private sector.
Dallas and South East Texas
do not employ job developers or PSE counselors; all placement and
referrals are handled by the Texas Employment Ccmmission.
In these
two areas, the PSE participant has almost no contact with the CETA
prime sponsor.
None of the prime sponsors conducts orientation sessions for PSE
sponsor supervisors to explain the goals and objectives of PSE. The
only contact supervisors have with CETA staff is throu~h con ~ act with
PSE counselors.
In areas where there' are no PSE counselors, there is
no contact between the supervisors and CETA staff.
The sponsoring agency, while interested in absorbing PSE partici
pants when possible, has no incentive to play an active role i n
enhancing the participant's possibilities for placement in the private
sector. If the sponsoring agency succeeds in placing its best PSE
participants into private sector jobs, it will be left with its worst
participants and will have to retrain its new PSE participants.
Role of MAPC in Placement. In none of the areas studied did MAPC
members formally assume the role of helping place PSE participants
into unsubsidized jobs.
In seven of the eight study sites the only
involve:nent the MAPC had with placement occurred during the project
approval process. The potential for absorption is a factor that the
MAPC considers in recamnending PSE activities. Seven of the eight
MAPCs had not addressed the issue of transition of PSE participants
into the private sector.
Members of the eighth MAPC, Dallas County,
expressed a strong interest in transition but were of the opinion that
CETA staff did not listen to their input on the importance of transi
tion.
The vast majority of MAPC members interviewed were not knowledge
able regarding operational aspects of PSE. Many were unfamiliar with
the differences between Sustainment positions and Spe cial Project
slots. Most did not view the transition of PSE participants into
unsubsidized employment as a central objective of PSE.
Role of the Employment Service in Placement. The primary respon
sibility of the TEC ~s ~n the screening, certification, and referral
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of clients. Once the client is placed in a PSE job slot, TEC consid
ers the client a "placement" and, therefore, considers its task
canpleted unless and until the client returns to TEC in search of
another job. TEC thus does not play a significant role in the transi
tion of PSE participants into unsubsidized jobs.
Role · of PSE Participant·In Placement. As noted earlier, the main
contact that PSE participants have with the CETA sta i' f in six of the
project sites is through the PSE counselor. The counselor's primary
interest in placement, however, centers on absorption of the partici
pant by the sponsoring agency. The PSE participant is not encouraged
in a systematic manner to seek private sector employment.
In Nortex, Dallas, and South East Texas, while clients are told
they are temporary workers at the onset of the job, CETA staff believe
that this fact may becane obscured with the passage of time. PSE
participants probably need, but do not receive, repeated reminders and
encouragement to seek permanent employment.
PSE clients also have difficulty finding the time to search for
private sector jobs. If participants take time off fran their PSE job
to search for other employment they could jeopardize their continua
tion in PSE. This serves as a disincentive for them to seek permanent
employment. In none of the eight sites was there a prime sponsor r.Jl
ing indicating that PSE participants should be given time off frcm
their PSE jobs to attend bona fide employment interviews.
LINKAGES WITH THE PRIVATE SECTOR
Findings
Interviews conducted during th is study revealed the existence of
few links between PSE and the private sector.
PSE operates solely
within the public and non-profit sectors.
The private sector seemed
to have little role or incentive te becane involved with PSE.
The one 1 ink with the private sector is the Manpower Advisory
Planning Council (MAPC). However, few of the MAPC members interviewed
regard themselves as representatives of their respective groups (e.g.,
business and labor). They also do not view the transition of PSE
participants to uns~bsidized employment as a concern of the Council.
CETA staff almost universally favor improving linkages with the
private sector.
However, there is 1 ittle agreement on feasible
methods of achieving this goal. No premising models linking public
service employment to the private sector were identified 1n this
study.
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Basis For Findings
In all eight geographic areas a major gap exists between CETA/PSE
and the private sector. The one identifiable point of direct contact,
the Manpower Advisory Planning Council, was not functioning to assist
placements.
Seven of the eight prime sponsors had representatives fran the
business and labor camnunnities on the MAPC (Hidalgo had neither);
none of the MAPCs except Austin had business or labor subcomnittees.
Only in Dallas County did MAPC members state that business and
labor representatives were working toward closing the gap between PSE
and the private sector. Although MAPC members make recamnendations to
the staff regarding PSE activities, the MAPC is not involved with the
issue of the transition of PSE participants to unsubsidized employ
ment. None of the MAPC members except those of Dallas County consid
ers this issue to be within the purview of the Council.
When asked how they view their role on HAPCs, business and union
representatives replied that they considered themselves to be "inter
ested citizens" with regard to CETA/PSE.
The b:Jsiness and union
representatives becane more involved with Title I OJT operations
because OJT affects them directly. Given the fact that in design and
in practice PSE operates exclusively in the public and non-profit
sectors, business and union representatives do not perceive a role for
the private sector in PSE.
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CHAPTER IV

PUBLIC AND NON-PROFIT SECTOR PERSPECTIVES
INTRODUCTION
This study seeks to assess the effectiveness of CETA PSE pro
grams, program staff, employers, and unions in facilitating the even
tual placement of PSE participants into unsubsidized pennanent employ
ment.
This chapter examines the perspectives of public sector and
non-profit sector participant agencies (i.e., agencies that employ PSE
participants) and public employee unions toward this issue.
Included as public sector participant agencies in this study are
city and county departments which have PSE workers (e.g., Solid Waste,
Public Works, Parks and Recreation, Health and Social Services,
Police, Fire); school districts employing PSE participants; and state
agencies which employ PSE workers (e.g., Texas Employment Canmission).
Non-profit sector participant agencies
are
organizations whose
requests to local CETA prime sponsors for PSE participants have been
filled. Examples are conununity-based organizations, such as the Urban
League and SER-Jobs for Progress, and canmunity action groups, such as
the Associated City-County Econanic Development Corporation of Hidalgo
County.
Interviews were conducted in eight Texas study sites, including
six prime sponsors and two balance of state areas. Major issues
addressed in the interviews included:
.How much consideration is given to the PSE participant's future
placement into an unsubsidized job when PSE positions are
designed and requested?
.How has the PSE work experience enhanced the ability of the PSE
participant to secure subsequent unsubsidized employment?
.What has been the experience in placing PSE part1c1pants into
unsubsidized jobs in their PSE department or agency (hereinafter
referred to as "absorption")?
.What is the capacity of public sector and non-profit sector
participant agencies to absorb their PSE participants?
.What linkages exist between these agencies and private sector
employers to facilitate the transition of PSE participants into
unsubsidized employment?
.What roles are public employee unions asstm1ing regarding the
absorption or transition of PSE participants?
Responses
chapter.

to

these and related questions are summarized 1n this
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DESIGN OF PSE POSITIONS
Findings
In all eight study sites, public sector and non-profit sector
(PS/NPS) participant (or, user) agencies expressed satisfaction with
their PSE program experiences.
This positive response reflected both
the additional staffing available to the agencies during their partic
ipation (thereby lessening the need to hire pennanent employees) and
the agencies' opportunities to assess PSE participant (and potential
employee) work habits and skill development during the equivalent of a
probation period.
In the planning process through which PSE positions are develop
ed, PS/NPS participant agencies in all eight sites give attention to
the potential future absorption of PSE participants into pennanent
positions, although the level of emphasis varies. In at least three
sites, for example, agencies differentiate with respect to absorption
between Title II and Title VI workers.
In sane sites, agency propos
als to CETA program staff for PSE positions receive higher rankings if
absorption statements are included.
Less clear is whether future employment opportunities in the
private sector for PSE participants are enhanced through exposure to
structured work situations. The most frequently stated examples of
such enhancement were the development of better work habits and the
provision of work experience.
In one site, employability also is
enhanced by the voluntary participation of PSE participants in educa
tional programs available through
the local independent school
districts.
Less clear is whether future employment opportunities in the pri
vate sector for PSE participants are enhanced as a result of their
PS/NPS work experience.
As illustrated both in this chapter and in
Chapter V, the claimed employability enhancement of PSE participants
might more accurately be characterized as minimal preparation for
PS/NPS jobs. (It should be noted, however, that this study was con
ducted during a period of primary emphasis nationally by prime
sponsors on PSE buildup rather than on placement of PSE participants
in unsubsidized jobs.)
Basis For Findings
Design Factors.
As viewed by the PS/NPS participant agencies, a
primary consideration in the design of PSE programs is absorption
potential. However, the planning processes for PSE positions in the
eight study sites vary considerably in their consideration of this
factor.
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While in Texana and North Texas State city departments expressed
their hopes for absorption in the proposals they submit to CETA
program staff, in Hidalgo County PS/NPS participant agencies seek to
absorb at least 50 percent of their PSE program participants. The
City of McAllen, in fact, encourages all agencies to fill vacancies
with individuals canpleting their PSE program experience.
PS/NPS participant agencies in Middle Rio Grande have an unstated
responsibility to absorb Title II participants who perfonn acceptably,
but they have obtained waivers of absorption responsibility for their
Title VI expansion participants. In Austin, a PS/NPS Title VI propos
al is reviewed more favorably if it includes a statement about absorp
tion. However, the exact number of persons to be absorbed by a
participant agency need not be stated. Absorption is not an element
of Title II PSE program planning in Austin. No attempt is made to fit
PSE workers to the jobs available. Public sector employers who
contact the CETA program staff and request PSE positions to satisfy
specific job needs receive candidates on a "first cane, first served"
basis.
To illustrate further how absorption is included in the planning
process, city and county governments frequently participate in PSE
programs to the extent consistent with their budgets for the current
and following years. In Houston, PS/NPS absorption for Title II
Sustaining PSE participants is assessed after the city budget has been
approved and after a verbal absorption statement is solicited from the
participant agencies by the CETA program staff. However, absorption
is not considered for Title II Special Projects PSE participants, be
cause most of the PSE jobs in this latter classification are low-skill
laborer positions.
Of the more than 200 project proposals submitted
for Houston's Title VI program, only a few include statements about
the PSE participants' job future. One exception is the Gulf Coast
Connnunity Services Association project to provide minor household
repair (e.g., bane weatherization) for senior citizens' residences,
one of whose objectives is to develop jobs and place PSE participants
into unsubsidized pennanent employment.
Employee development also is a PS/NPS consideration in the PSE
program planning process. In Hidalgo County, for example, PSE posi
tions set up through the independent school districts and the non
profit Associated City-County Econanic Development Corporation of
Hidalgo County (ACCEDC) emphasize employee development. The program
contains either a
training ccmponent (e.g., beautification and
weatherization positions include limited training in such construction
crafts as engineering, plastering, bricklaying, carpentry, and plumb
ing) or an educational canponent (e.g., the opportunity to obtain a
General Equivalency Degree, or GED).
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Program Experiences. PS/NPS part1c1pant agencies in all eight
study sites expressed satisfaction with the PSE programs.
For
instance, all such employers interviewed in Hidalgo County stated that
the use of PSE participants was extremely beneficial to their respec
tive organizations.
PSE positions could be used--and were being
used--to train workers for specific permanent job slots in their
agencies. In South Kast Texas as well as in Hidalgo County, the PSE
experience is regarded as providing the participant agency with a
"free year" to evaluate worker job perfonnance.
Perceptions of PS/NPS participant agencies regarding the effect
of the experiences of PSE program participants are uneven. Although
there was general agreement that worker employability is enhanced
through exposure to a structured work situation, PS/NPS responses vary
widely among and within the eight sites with regard to work habits,
skill development, and general employability enhancement of PSE
participants.
In four of the eight sites, Hidalgo County, Houston, South East
Texas, and Texan.a, public sector participant agencies reported that
the work habits of sane PSE participants were not good at the start of
their PSE assignments but improved after several months on the job.
1be attitude of sane participant agencies in South East Texas regard
ing PSE participants' work attitudes, according to a memorandtD
circulated in that area, is that these workers want "to be treated
different than a regular employee; such as not wanting to work out in
bad weather, not wanting to change jobs, etc.
Work habits, such as
regular attendance and being on time, are less than desirable."
In Houston, the Gulf Coast Community Service Association indicat
ed that at least half of the turnover of PSE participants was due to
poor work habits. On the other hand, Houston's Urban League indicated
that only a small percentage of its PSE workers cane to the job with
poor work habits. This difference may be because the Urban League
provides an orientation program for new PSE participants which in
cludes an explanation of the PSE programs and discussion of actions,
responsibilities, and appearance in the work environment expected by
employers.
1be apparent success of this Urban League approach
suggests that such orientation programs could significantly improve
PSE program effectiveness.
In Hidalgo County, the absence of pos1t1ve work attitudes of
workers assigned to entry-level jobs is canmon among both PSE partici
pants and non-PSE workers.
This is particularly true among the
relatively unskilled and uneducated migrants and seasonal workers. In
such a work environment, a year's experience in a PSE position gives a
worker in Hidalgo County a significant advantage.
Different entry-level situations were reported in Austin and
Dallas County. In Austin, two public sector participant agencies
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reported that PSE participants generally c001e to the job with better
work habits than most regular employees. The PSE participant cooipares
favorably with other employees in dependability, punctuality, canmu
nication skills, and appearance. One explanation for this favorable
comparison may be that PSE participants working for these Austin
employers have a higher educational level than most other employees;
in fact, several have attended college.
The Dallas County responses were mixed.
On the one hand, the
Dallas County personnel director stated that PSE participants were
very skilled and required no training. Other PS/NPS participant agen
cies in Dallas County felt that PSE participants were low-skilled and
required both training and supervision.
When PSE participants' work habits are good (e.g., they are
dependable and have good attendance records) employability can be
further improved by the provision of skill development opportunities.
In Dallas County, PSE partLCLpants fonnerly had to follow the same
procedures (including testing) as other potential employees in order
to obtain employment. Recently a new position--opportunity trainee-
was created, which allows low-skilled participants to be hired at
lower salaries without testing. Then, as their skills improve, the
PSE opportunity trainees take a non-competitive test. If they pass
this test, they are moved into a higher-level job and their salary is
increased. This trainee approach for PSE participants is camnon Ln
Dallas County.
Public sector participant agencies in both Houston and South East
Texas stated that skill development is job-specific. In Houston, for
instance,' a secretary in a Title II Sustaining PSE position will
acquire more skills--and more skills transferable to the private
sector--than a laborer in a Title II Special Projects PSE position.
In South East Texas, transferable skills acquired by PSE participants
have included learning how an office works, how to operate trucks and
chain saws, and how to mold concrete.
This emphasis on transferable job skills is also evident at the
City of Austin's Utility Custcmer Service office. There, PSE partici
pants perfonn the same functions as other employees, including answer
ing the telephone, taking orders for starting and cutting off water
and electricity, providing information about utility services, and
using cathode-ray ccmputer terminals to check custcmer records.
Less certain about the development of· transferable job skills was
an assistant city manager in Hidalgo County.
Since many of the PSE
positions there are government services oriented, he feels that the
PSE experience does not improve the subsequent employability in the
private sector of PSE participants. Generalization is difficult, how
ever, as suggested by the fact that Title II PSE positions in this
same city include a purchasing agent, an assistant purchasing agent, a
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custcmer service officer, a reference librarian, a visual aide, and a
desk clerk, as well as an engineering draftsman and a mechanic in the
Title VI PSE program.
PSE program design, educational options, and supervisory treat
ment of PSE participants have, in scme areas, a positive influence on
employability enhancement. The Gulf Coast Canmunity Services Associa
tion in Houston believes that employability could be enhanced by a PSE
program, provided the PSE jobs were well-designed.
To this end, its
PSE jobs contain a six-week canprehensive orientation for PSE partici
pants on social services, the development of quality jobs related to
the job descriptions and to social services in general, and the en
couragement of participants to establish contact with social service
agencies.
In Hidalgo County, the employability and marketability of PSE
participants is enhanced through their participation in the education
al programs available through the independent school districts (ISDs).
PSE participants and other people in the coonnunity cane voluntarily
to the ISDs to receive free instruction in English, writing and read
ing, and basic adult high school education. This educational training
also provides a GED to individuals who are capable of canpleting the
GED program. Sane of the ISDs also provide vocational training.
Not all PS/NPS participant agency initiatives may be productive,
however.
Employability may not be enhanced in areas where Title II
and Title VI Special Projects PSE workers are treated differently than
Sustaining PSE workers. In Houston, for example, Title II Special
Projects PSE participants in city departments are mainly laborers and
are separated fran regular workers.
These Title II Special Projects
PSE laborers generally work only in crews made up entirely of Special
Projects workers.
The supervisor of this crew may be a PSE partici
pant. Special Projects workers also wear orange unifonns, while
regular city workers wear brown unifonns.
A department supervisor in
the Houston Bridges Division explained that the different color uni
forms were usefull to both the city and the canmunity. If work is not
canpleted or if a citizen calls with a canplaint that work is not
being performed (e.g., workers standing around), the supervisor only
needs to know what color unifonns the crew members were wearing to
know whether PSE participants are involved. Since Special Projects
workers are not trained to do certain jobs, their lack of work activi
ty may be due to their lack of skill training, in which case improved
work assignments can be made in the future. In another South East
Texas city Title VI Special Projects PSE workers do not receive city
unifonns because their jobs are considered temporary and the city
feels it would be a waste of money.
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ABSORPTION AND THE CAPACITY FOR ABSORPTION
Findings
In all eight study sites, the absorption of PSE part1c1pants by
PS/NPS user agencies has been the most camnon means of placing PSE
workers into unsubsidized employment. Geographic areas in which the
size of the PS/NPS labor force is increasing can provide the greatest
opportunities for absorption. When jobs are available--and in the
study sites this has occurred more often in the public sector than in
the non-profit sector--a PSE participant with a good work record and
the necessary skills has an excellent chance for pennanent employment.
PS/NPS participant agencies view absorption as generally benefi
cial.
In two sites experiencing expanding public sectors, for exam
ple, the increased demands for coaununity services can be conveniently
staffed through absorption. In at least three areas, absorption also
serves as a means for county and city government to achieve affinna
tive action goals.
Several barriers to absorption have been identified. Since non
profit agencies depend in part on non-PSE program funding to operate,
in this sector absorption may hinge upon an agency's ability to obtain
grants frcm alternate sources. In the public sector, city departments
cannot hire the PSE participant on a pemianent basis if the city
council has refused to allow requests for new personnel.
Absorption
also is hindered when local government departments have low employee
turnover rates.
Another barrier to absorption in scme sites is the
practice of holding level the pennanent work force while expanding the
ntm1ber of PSE positions.
An interesting develo!Xllent in at least two sites 1s that PSE
participants who have a good work record but who are not able to be
absorbed into unsubsidized positions have opportunites to extend their
subsidized employment by shifting into other CETA program positions.
Basis For Findings
Absorption is occurring 1n all eight sites • A PSE participant
with a good work record and the necessary skills has a very good
chance to obtain pennanent employment in his/her own agency, especial
ly in the sites (e.g., Houston, Hidalgo County, North Texas State)
where the public sector is expanding to meet increased demands for
community services.
In Houston the absorption rate for Title II Sustaining PSE parti
ciipants is estimated to be two-thirds or more, with pennanent jobs
similar to workers' previous PSE positions.
Another region with a
growing public sector is Hidalgo County. In the City of McAllen, for
instance, 95 percent of 35 Title II and Title VI PSE participants have
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been absorbed into pos1t1ons based upon their PSE experiences, includ
ing a draftsman, visual aide, reference librarian, and clerk/secre
tary. In the non-profit ACCEDC of Hidalgo County 25 of 28 Title II
and Title VI PSE participants were absorbed in one quarter alone.
In North Texas State, a section in one of the city departments
has absorbed four of its n1ne PSE workers into pennanent civilian
positions. Three of the nine are still in the PSE program. A county
office in this region has absorbed two of four PSE participants into
parallel jobs six months after they entered the PSE program.
In
addition, a mental health and mental retardation center bas absorbed
95 percent of its Title I and Title II PSE part1c1pants into clerical
positions, as well as 7 of its 13 Title VI PSE workers.
Similar absorption patterns exist in South East Texas. During
calendar year 1977, the City of BealDDont was authorized a monthly
average of 123 PSE personnel slots, with, on average, an additional 31
monthly personnel spaces on a temporary basis fran July through Sep
tember. Of the 123 PSE personnel, 28 percent were transferred to the
regular city budget. An additional 7 percent were, through prano
tions, placed on the city budget. Thus over one-third were moved into
unsubsidized pennanent positions.
The absorption of these PSE workers in South East Texas also
serves to achieve affirmative action goals in city governments. Seven
of the 43 PSE participants who obtained unsubsidized employment
through absorption were white females, four were white males, sixteen
were black females, and sixteen were black males.
Two other study
sites, Texana and Houston, also use absorption to achieve affinnative
action goals.
Other study sites indicate lower absorption rates. In the Texana
region, the Sherman and Denison Senior Nutrition and Assistance Pro
gram has absorbed 50 percent of its 90 PSE workers.
Most of these
workers are older people working part-time, however, with their noo.
PSE program wages paid from federal funds for the elderly. The
Denison Independent School District has absorbed only one out of five
of its PSE clerical and maintenance workers, while the City of Shennan
has been able to absorb only ten percent of its PSE participants.
Three PS/NPS participant agencies 1n AJstin could not predict
whether any of their PSE participants would be absorbed. Again, the
primary reason for the uncertainty was funding.

An administrative assistant at a City of Austin camnission
explained that the budgets of all departments had been cut by the
Austin City Council, and no requests for new personnel had been
approved. A supervisor in another City of Austin department felt that
to function effectively her department needed its PSE participants,
but she was uncertain about the availability of permanent positions.
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The third employer, a non-profit agency, would keep two
its PSE participants if funding could be obtained.

or

three

of

Absorption opportunities also are limited in regions of little
economic growth. In Middle Rio Grande, for example, the limited
growth in non-federal local public revenues pennits less than a five
percent expansion in local public sector employment. Furthennore, low
employee turnover rates in public sector agencies are often associated
with a non-expanding economy in which few new jobs are created. In
two Middle Rio Grande counties, the annual turnover rate is only ten
percent, even in the lowest paid position.
The non-profit sector frequently is less able than the public
sector to absorb PSE participants, even in areas where the economy is
expanding.
In Houston, for instance, the Urban League and the Gulf
Coast Ccmmunity Services Association together employ 1,400 PSE work
ers. (The magnitude of their programs is due to the expanded Title VI
stimulus program.)
At present these agencies have only seven entry
level pennanent positions open, and only approximately 180 entry-level
replacement openings will occur during 1978.
Clearly, only a small
percentage of their PSE participants will be absorbed, regardless of
their skill levels and experience.
Another barrier to absorption is presented by those cities that
have stopped expanding their labor forces and, rather, are filling new
positions with PSE participants. Admittedly, it is unclear how many
of these positions would have been created in the absence of the CETA
programs. Had the number of regularly budgeted positions expanded
nonnally, however, presumably more absorption opportunities would have
existed. In South East Texas, for example, the City of Beaumont built
a new library three times the size of the old library. Instead of
creating additional pennanent library staff positions, the city
increased the number of its PSE workers employed at the library.
Other city departments (e.g., Parks and Recreation, Police) observed
that, because of similar employment practices, their departments
would be unable to function if the PSE programs were to end now.
Limited increases in pennanent budgeted positions are also occur
ring in the small cities in econanically depressed Hidalgo County.
Present budgets are inadequate to handle the service needs of these
cities. Thus, PSE positions are used to supplement the cities' staff,
even though opportunities for absorption are almost non-existent.
An alternative to absorption exists in Houston and South East
Texas, where PSE participants who are not absorbed have opportunities
to move into other, more secure CETA positions. In Houston, a "prano
tion" from a Title II Special Projects PSE position to a Title II Sus
taining PSE job gives the PSE participant more rights and benefits
under the city system. Additional fringe benefits include retirement
benefits, var.ation time, and sick leave. As for increased rights, the
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Special Projects job is dependent upon satisfactory work perfonnance,
whereas the Sustaining worker is guaranteed a year of work. In the
City of Houston Bridges Division, for instance, a Title II Special
Projects PSE worker who showed an interest in his work was transferred
(i.e., "prcmoted") to a Title II Sustaining PSE position. Similar
"prcmotions" are camnon in South East Texas when a PSE participant
perfonns satisfactory work.
LACK OF TRANSITION INTO THE PRIVATE SECTOR
Findings
PSE participants who are not absorbed have little chance of being
referred to employment opportunities in the private sector.
PS/NPS
participant agencies have few, if any, incentives to develop linkages
with the private sector for the purpose of referring PSE participants
for pennanent employment.
These user agencies view these linkages
neither as their responsibility nor as in their best interests, for
any PS/NPS agency prcmoting transition will have to replace its PSE
participants or hire workers about whose skill levels and work habits
it knows little. (Nor did the CETA prime sponsor staffs have transi
tion as their primary emphasis, during the period of this study. In
accord with national ,p riorities, they were emphasizing PSE buildup at
the expense of placing PSE participants into unsubsidized jobs.)
In spite of these significant disincentives, instances were found
in which infonnal linkages have emerged. In one case, a. public sector
employer contacted both public sector and private sector employers to
place qualified PSE participants who could not be absorbed.
In
another instance, a supervisor of PSE part1c1pants in a labor union
referred qualified participants to job interviews 1n the private
sector. Improved private sector linkages with the PSE program might
be possible if they were pranoted by interagency coordination or pro
gram guidelines.
Basis for Findings
Very few linkages exist between PS/NPS user agencies and the
private sector to facilitate the pennanent employment of PSE partici
pants. In Houston, Hidalgo County, South East Texas, North East
Texas, and Middle Rio Grande, public sector employers are concerned
primarily with the absorption of a qualified workers into their own
organization or, possibly, into another public sector agency. PSE
participants in South East Texas and Houston who have found private
sector jobs have done so primarily on their own initiative; public
sector employers in those areas offer no substantial assistance. Nor
do these linkages exist in Middle Rio Grande, for transition to
private sector employment is not viewed by agencies as a goal of the
PSE programs. As in South East Texas, local governments in Middle Rio
Grande that promote transition would have to replace their PSE partic
ipants with less-skilled PSE participants.
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A few exceptions--both ad hoc and informal--to this lack of link
ages were observed. In Texoma, the Senior Nutrition and Assistance
Program director contacts both public sector and private sector
employers she believes will hire qualified PSE participants whan her
program cannot absorb. The personnel director for the C\ty of Shennan
(in Texana) also attempts to place in either the public sector or the
private sector PSE participants his agency cannot absorb.
Success
rates in either instance were not available.
In Houston, the supervisor of PSE participants, working with the
AFL-CIO, refers them to availabale pennanent positions 'throughout the
canmunity, including the private sector. For example, one fonner PSE
participant is working as a legal secretary with a private finn after
being recanmended for the position by this supervisor.
The union's
close connection with the private sector is an important reason these
PSE participants learn of job openings.
In one instance, in fact, a
person eligible for a PSE position was sent to a telephone canpany for
a job interview instead of being brought into a PSE position.
Such PS/NPS participant agency initiatives are rare, however, and
more incentives need to be created to promote greater transition to
private sector employment. One possible approach was suggested in
Austin by the past director of the Mexican-American Chamber of
Camnerce, who stated that PSE programs should be linked with Econanic
Development Administration (EDA) public works projects in concentrated
minority areas.
Coordinating economic development in these areas
would demonstrate the tangible benefits of PSE and increase minority
employment. For example, should the proposed Mexican-American Market
in East Austin be constr~cted by the City of Austin, PSE participants
could assist private contractors and thereby improve their opportuni
ties for permanent private sector employment.
Local officials in Middle Rio Grande were less certain about the
feasibility of such an integrated approach. In this region, EDA funds
currently are financing several public works projects (e.g., a new
city hall complex in Eagle Pass) which are contracted to private
finns.
If the hiring of PSE participants were stipulated in the
contracts, the future transition of these PSE construction workers
would be enhanced. Local government officials, when asked about this
possibilitly, responded that it had never been considered.
They did
not believe it would work, however, since many contractors are based
outside the region and bring all their workers except unskilled labor
with them. Nevertheless, the PSE programs might be able to provide
some of the workers, including the unskilled labor.
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ROLE OF PUBLIC EMPLOYEE UNIONS
Findings
Public employee union perceptions of and experiences with the PSE
programs were registered in four of the eight study sites: Austin,
Dallas County, Houston, and South East Texas. In the first two, PSE
participants do not join the public employees union. Union membership
in the other two sites is voluntary.
Puhl ic employee unions can becane involved ,i n absorption if the
union representative is aware of the temporary status of a PSE
participant (who is a union member) and if the representative is asked
to investigate a member's tennination fran, or completion of his PSE
program.
No major grievances have been filed by the public employee unions
on behalf of their PSE members. But the distinction in Houston
between treatment of regular city workers and Title II Special Pro
jects PSE workers has the potential of becaning a problem.
Basis for Findings
Of the eight study sites, no reportable public employee union
responses were obtained in four: in Middle Rio Grande, labor union
activity is low and the union locals are located elsewhere in the
state; in Texana, attempts to contact labor representatives were un
successful; in North Texas State, the unions are reluctant to becane
involved with government programs and interviewees from this study
were requested not to speak with their representatives; and in Hidalgo
County, recent court indictments of union representatives made it
impossible to interview them. Responses were obtained in the other
four sites, primarily fran the local AFSCME (American Federation of
State, County, and Municipal Employees) representatives in Houston and
South East Texas and the Golden Triangle Public Employees Union in
South East Texas.
Interviews with public employee union representatives sought to
detennine if PSE participants are represented by the local unions, if
the unions pose barriers to PSE participants' absorption or transition
into unsubsidized employment, and if the unions have experienced any
conflicts with local PSE programs.
In Dallas County and Austin, PSE participants do not join the
public employees union.
In both Houston and South East Texas, PSE
participants may voluntarily join the union.
The Houston AFSCME
representative visits the job site and discusses union membership with
all employees; this representative 1s fully aware of a PSE partici
pant's temporary status. In South East Texas, the public employee
union representative does not know who is a PSE employee and who is a
regular employee.
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There is a problem with union membership of short-term PSE parti
cipants. In Houston, it takes approximately six weeks to process a
payroll deduction for union membership. Due to the turnover of per
sons in this area's Title II Special Projects, a PSE worker may have
quit the job before his/her union membership beccmes official. If a
Houston PSE worker does join the AFSCME union and remains on the job
for one year, however, the union representative then can attempt to
influence the worker's absorption. The AFSMCE representative will try
to slot the PSE worker into a regular city position by stressing to
the city department supervisors the PSE worker's past job performance.
But there is no guarantee that a permanent job will be found for the
PSE participant, as the union cannot force a city department to hire
employees.
In South East Texas, the AFSCME representative will beccme in
volved in any union member's appeal process, whether the union member
is a PSE workers or a regular worker. Houston's representative will
work with the City of Houston's Civil Service Department if there is
a problem concerning a PSE participant. A potential problem concern
ing the termination procedure of Houston's Title II Special Projects
PSE participants was raised.
If termination from the PSE program is
due to lack of funds, the PSE employee is autanatically placed on a
waiting list for city jobs. However, at the end of the funding year,
supervisors may find a reason other than lack of funds to terminate a
PSE employee. For example, a supervisor could claim excessive absen
teeism as a reason to terminate a PSE employee, thereby eliminating
any possibility of absorption into a regular civil service position or
placement on a waiting list. While the Houston AFSCME representative
saw this as a potential problem, no grievances have been filed on be
half of Title II Special Projects PSE workers.
Another potential problem cited by the Houston AFSCME representa
tive involves the level of supervision and the treatment of Title II
Special Projects PSE workers. (The AFSCME local in Houston has appro
ximately 7,000 members and is recognized by the City of Houston.)
Work crews in several city departments (e.g., Solid Waste, Public
Works) generally do not mix regular workers with Special Projects
workers.
Different color uniforms distinguish the Special Projects
PSE workers frcm the regular city department workers. In sane in
stances, the supervisor of a Special Projects work crew also may be a
PSE participant and unfamiliar with the work.
All these factors
contribute to the separation of the PSE workers from the regular work
situation.
In South East Texas, the Golden Triangle Public Employees Union
is familiar with the PSE program in this area but the director has had
no direct contact with the CETA prime sponsor staff or MAPC members.
(The Golden Triangle Public Employees Union has approximately 600
members, but is not recognized by the City of Beaumont.
Two others,
the firefighters' and policemen's unions, are recognized by the city.)
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He feels that the PSE program does enhance the employability of sane
participants. Of those skills he believes are learned through PSE
work experience, however, only a few can be applied in the private
sector. This representative saw no problem with the PSE program with
respect to wage differentials, differing job classifications, or sub
stitution.
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CHAPTER V
PRIVATE SECTOR PERSPECTIVES

This chapter examines the perspectives of private sector employ
ers and unions toward the efforts of CETA PSE programs, program staff,
employers, and unions to facilitate the placement of PSE participants
in unsubsidized pennanent employment.
Interviews were conducted in each of the eight study sites. At
least five of the largest local employers in each area were inter
viewed. Additional private sector employers representing the area's
major employment sectors--manufacturing, construction, retail and
wholesale trade, or agriculture--were included.
These interviews with private sector employers and union repre
sentatives sought to detennine what barriers exist in placing PSE
participants into unsubsidized private sector employment.
Issues
addressed included:
.What are the private sector's understandings and perceptions of
their local CETA (and PSE) programs?
.What types of direct and indirect contact exist between CETA
prime sponsors and the private sector?
.How do private sector employers relate to the prime sponsor
staff and the Texas Employment Connnission (TEC) ~n the transi
tion of PSE participants into unsubsidized private sector em
ployment?
.Do the entry-level qualifications deemed most important by pri
vate employers pose barriers to transition from PSE programs?
.What impact do local labor market infonnation, the state of the
local economy, and the local political enviromnent have on the
placement of PSE participants in private sector jobs.?
Responses to these and related
chapter.

questions

are sununarized in this

PERCEPTIONS OF LOCAL CETA/PSE PROGRAMS
Findings
Most private sector employers interviewed had heard of CETA, with
some employers attributing their knowledge to newspaper reports of
recent investigations into alleged misallocation of CETA funds. Few
of the employers were aware of the variety of CETA programs, however,
and few were able to describe or distinguish between PSE and non-PSE
programs. Nevertheless, most employers interviewed expressed a favor
able perception of the overall CETA effort.
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Private employers most knowledgeable about the various CETA pro
grams were either present or past members of their local prime sponsor
ManptJWer Advisory Planning Council (MAPC) or were close associates of
MAPC members.
Basis For Findings
In most of the eight study sites, private sector employers were
aware of CETA's existence. For example, all employers interviewed in
Texana had heard of CETA, while four of the five private employers
interviewed in South East Texas were familiar with CETA. In Kiddle
Rio Grande, however, all but one of the private employers interviewed
were unaware of what the acronym "CETA" stood for.
Six of the eight study teams reported that private sector employ
ers generally viewed the CETA program favorably.
In sane cases, how
ever, employers expressed an opLnLon only after the program was
explained to them by the interviewer.
One site where a negative opinion of CETA exists is Hidalgo
County, where indictments of CETA-related officials in the past year
have given CETA a bad image. CETA participants there are viewed by
private sector employers as tainted due to their enrollment 1n a
federal employment program.
In Texcma the general awareness of CETA is low, yet favorable.
Three employers, Weber Aircraft, Continental Conveyor, and Texas
Instruments, felt that any CETA participant who already had been
screened during PSE participation, had established a good work record,
and had shown initiative in seeking a job would be a canpetitive
applicant for a job in the private sector.
A few employers (e.g., Kirksey Butane in Austin and Bethlehem
Steel in South East Texas) expressed concern that the PSE programs
only offered "make-work." Others doubted that skills learned fran .PSE
jobs were transferable to the private sector. A representative frcm
Texas Instruments in Austin expressed doubts that skills learned 1n
street cleaning and repair would ever be applicable to private sector
jobs. This opinion was shared by a Shell Oil Ccmpanpy representative
in Houston.
Private sector employers generally recognize that skill develop
ment depends on the type of job held by a PSE participant; very few,
however, have any idea what types of jobs are held by PSE workers.
Assumptions exist (as noted in the preceding paragraph), but employers
seldan even know that PSE programs do not extend to the private
sector.
Practically all employers interviewed in the eight sites felt
that the primary benefit of PSE would be to improve the work habits of
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the participants. All of the employers interviewed in Dallas County
and North Texas State, for example, expressed the belief that learning
how to hold a job was the most important result to be gained.
INVOLVEMENT WITH PSE PROGRAMS AND TRANSITION
Findings
Very few private sector employers have direct contact with the
local CETA prime sponsor staff. The only contacts identified in the
study occurred when an employer and CETA program staff developed a
Title I OJT program or when an employer was asked to serve as a MAPC
member.
Private sector employers do not contact CETA prime sponsor staff
directly to identify potential employees. Nor had any of the private
employers interviewed been contacted by a member of a prime sponsor's
staff who was trying to place PSE workers.
Indirect contact occurs
when the employers contact the Texas Employment Coounission, which
handles eligibility certification for PSE applicants. Yet few employ
ers interviewed are aware if they are hiring fonner PSE participants.
Those who are aware have mixed reactions regarding the value of the
PSE experience.
Two primary reasons were given for the lack of trans1t1on into
unsubsidized employment: the lack of direct contact between private
employers and CETA program staff; and the structure of the PSE pro
gram, which restricts PSE participants to jobs in the public and non
profit sectors.
Some employers want to maintain this separation
because they have their own internal training programs, have an ample
supply of skilled workers, or want to avoid government paperwork. Yet
sane employers would be willing to hire PSE participants, but they
have never been approached by a prime sponsor representative. This
finding may have resulted in part £ran the national emphasis during
the time of this study on PSE buildup rather than on the placement of
PSE participants in unsubsidized private sector jobs.
In considering whether PSE participants meet entry-level qualifi
cations, all employers interviewed stated they require new employees
to have good working habits. The most important characteristic is
dependability. The state of the econany in each region affects the
feasibility of placing a PSE worker in a pennanent, unsubsidized pri
vate sector job.
Less important (except in Hidalgo County) is the
local political environment.
Basis for Findings
Contacts:
In each of the
employers' contacts with the CETA

eight study sites, private sector
prime sponsor staff were minimal.
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When contact had been made, it usually occurred because the prime
sponsor staff sought the participation of the employer in a Title I
OJT program (South East Texas, Houston, Texas). In South East Texas,
for instance, Bethlehem Steel had worked with the prime sponsor staff
to develop and establish a welder's training program when there was a
shortage of qualified welders in the area. A representative from this
finn attended several .MAPC meetings to support the training program.
(Because there is now an adequate number of welders in the area, this
OJT program has been discontinued.)
While direct contact is rare, sane indirect contact through the
TEC does exist between the prime sponsor and the private sector, be
cause TEC handles eligibility certification for PSE applicants in all
areas. Although private employers do not contact prime sponsor staff
to locate potential employees, many do look to TEC for candidates and
list their openings with TEC. Private employers contacting TEC for
applicants may in this way be assisting in the placement of PSE parti
cipants, but may not be aware of this indirect involvement.
Given the variety of ways in which private employers locate
employees, their minimal knowledge of and involvement with PSE pro
grams 1S not surprising. In Austin, for example, Glastron Boat Com
pany finds employees through TEC, newspaper advertisements, minority
recruitment programs (e.g., SER), and walk-in applicants.
South
western Bell in Beaumont (South East Texas) locates employees through
TEC, the Texas Rehabilitation Ccmmission, local schools, and churches.
Other employers use community-based organizations, trade councils,
private referral services, and non-profit corporations (e.g., Urban
League).
Transition: One reason (suggested by the Texana and South East
Texas site teams) that few employers interviewed knew whether they
were hiring fonner PSE participants is that applicants, when listing
previous work experience on job applications, generally list their
previous places of employment but not their PSE program participation.
In South East Texas, for instance, none of the employers interviewed
in this study knew if any of their present employees had ever partici
pated in any Title I or PSE program.
One exception to this lack of awareness 1S the Weber Aircraft Co.
in Texoma, whose personnel director is a fonner MAPC member. If a
fonner place of employment listed by a job applicant appears to the
personnel director to be a PS/NPS paraticipant agency in the PSE pro
gram, the director asks the applicant if she/he has been a PSE parti
cipant. If so, the personnel director is favorably inclined toward
the applicant, whom he feels probably has acquired valuable work
habits.
Another exception is the Levi Strauss Canpany (North Texas
State),
which has hired CETA participants upon completion of their
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CETA program. These applicants have been referred to Levi Strauss by
TEC or the local camnunity action agency, or they have cane on their
own initiative.
Levi Strauss officials felt that the prior work
record of fonner CETA participants distinguished them from other
entry-level applicants.
The firm indicated that fonner CETA workers
generally had more stable work records because of their CETA experi
ence; non-CETA applicants appeared to have switched jobs more often in
search of acceptable work.
Most Houston employers who have hired CETA participants expressed
the opinion that these applicants are indistinguishable fran other
applicants when criteria such as test scores and success in a training
program are the determining factors in the hiring process.
However,
Shell Oil (Houston) officials stated that their applicants who have
been CETA participants were not up to par with their non-CETA appli
cants.
Moreover, at Hughes Tool Co. (Houston) some CETA-experienced
job applicants for secretarial positions had adequate typing skills
but lacked interpersonal skills.
In several study sites private sector employers stated they would
be willing to hire PSE participants but had never been approached by a
CETA prime sponsor representative. Texas Instruments (Texana) and
Dresser Industries and Southland Corporation (Dallas County) each ex
pressed an interest in hiring persons who had ccmpleted PSE programs.
However, none of these finns has ever been asked to hire a PSE parti
cipant.
In addition, several Hidalgo County private employees (e.g.,
Edinburg Citrus Association, Griffin and Brand, Inc., and, to a lesser
extent, Dan Newey Construction) acknowledged in interviews that they
might be more disposed to using CETA Title I participants or to hiring
CETA Titles II and VI participants if they really could assess the
extent and content of the applicants' CETA participation and work ex
perience.
On the other hand, sane private employers are relieved that they
have not been contacted by their local prime sponsor, because they do
not want to beccme involved in any type of CETA program. Kirby Lumber
Co. and Southwestern Bell (South East Texas), for example, fear that
they would have to cope with too much federal government paperwork if
they were to participate in the CETA Title I program.
Shell Oil
(Houston) is disinterested in CETA participation because the finn
already does its own employee training and feels no need for external
assistance.
In North Texas State, private manufacturers believe that
participants in all CETA programs lack skill levels high enough to
warrant their finns' participation. These employers state that they
already have an ample supply of skilled workers.
Nor does the idea of a private sector program similar to the PSE
program generate much support in the private sector.
For example,
Sears, Roebuck & Co. (Houston) stated it was not attracted to such a
program because it could not guarantee permanent employment to a
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participant (i.e., absorption) once the period of subsidized employ
ment ended. (This suggests a private sector misconception about the
placement and absorption elements of the current PSE program.)
The
Sears official felt that once a person had become highly motivated,
he/she would start planning on pennanent private sector employment.
If the canpany then could not offer the person pennanent employment,
the person's motivation would be destroyed, a thought viewed as
"scary" by the Sears representative.
In summary, if the transition from PSE programs to private sector
jobs is to be encouraged, then the PSE participants themselves, the
private employers, and the prime sponsor (or TEC) must actively
pranote transition. As the program is now structured, the individual
PSE participant rarely finds private, unsubsidized employment on
her/his own.
Private employers, often unaware that the PSE programs
exist, do not approach the prime sponsor when they seek to hire new
employees.
When they list a job vacancy with TEC, they do not
indicate preference for a current or fonner PSE participant.
Hence
the burden for transition seems to fall on the prl.nle sponsor.
During the period of this study, when the national emphasis has
been on rapid expansion of public service employment, prime sponsor
inattention to private sector placement of PSE participants is under
standable.
Nevertheless, without sane direct linkages or infonnation
dissemination programs to make private employers more aware of the
existence of a pool of potential employees, a high transition rate
seems unlikely. If prime sponsors or TEC believe it is not feasible
to develop linkages with a large number of employers, they might at a
minimum establish relationships with local employer associations and
chambers of camnerce. With the period of rapid build-up caning to an
end, it is essential that both the DOL and the prime sponsors direct
their attention and efforts to the critical task of placing PSE
workers into unsubsidized jobs.
The need for prime sponsor emphasis
on transition was recognized by the DOL with the May 22, 1978 issuance
of Employment and Training Administration Field Memorandum No. 307-78,
which calls for a major trans1t1on effort by prime sponsors and state
employment service offices.
Entry-Level Qualifications: Successful placement of PSE part1c1
pants in unsubsidized private sector jobs requires that these workers
have the qualifications and skills which employers look for in their
entry-level employees.
While some employers in the study sites
require their new employees to have specific job skills, all employers
interviewed require their entry-level employees to have good working
habits. The characteristic viewed as the most important is dependabi
lity.
This 1s important infonnation for prime sponsor staff to know.
If a prime sponsor feels that transition is an important element in
the PSE program, then the prime sponsor must make an effort to ensure
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that individuals who are "undependable" caning into the program are
"dependable" when they leave.
A brief review of three study sites provides more detailed in
fonnation. In Texana, Johnson & Johnson and Continental Conveyor both
require technically skilled workers. At Burlington Industries, Texas
Instrtnnents, and Weber Aircraft (all in Texana), good "job-holding"
skills are important in the hiring process.
The representative fran
Weber Aircraft specifically mentioned things like calling in when
sick, personal hygiene, and good interpersonal skills.
In Austin, Kirksey Butane puts great emphasis on dependability,
willingness to work, and personal references. Texas Instr1.llllents looks
for a variety of characteristics: stability, a good work history and
education, self-motivation, the ability to work under supervision, and
an appreciation for the kind of work environment and benefits a major
employer can offer. Texas Instrtnnents also looks for manual dexterity
and an understanding of assembly work (as do several employers in the
North Texas State area). Fran his general knowledge of employers, the
Director of the Austin TEC office cited three criteria as important tn
the decision to hire: work background, attitude, and appearance.
Hughes Tool Co. in Houston requires potential employees to pass a
basic mathematics examination (6-8 grade equivalency rating) before
they are considered for a job.
An understanding of basic mathematics
is considered crucial to most jobs at Hughes Tool.
No specific skill
requirements for shop workers is necessary, although a background in
machine shop work is an advantage.
Secretaries must type at least
sixty words per minute in order to qualilfy for employment. Physical
appearance
(e.g.,
neatness) and camnunication skills are also
important for clerical workers. The personal interview is important
in the hiring process at Hughes because this allows the canpany to
assess work attitudes.
It is essential that all employees be
dependable.
Labor Force Information:
Econanic conditions vary among the
different areas of the state, as well as among individual industries
within each area. Houston, for example, had an average unemployment
rate in 1977 of less than 5 percent, while the corresponding rate in
Hidalgo County was approximately 15 percent.
The state of the economy in each area affects the feasibility of
finding unsubsidized private sector jobs for PSE participants. There
is relatively little demand for entry-level employees in depressed
areas.
The unemployment rate in South East Texas in March 1978 was
6.9 percent. Moreover, the size of the work force in such major firms
as Bethlehem Steel Corporation and Stone and Webster, Inc~ (a con
struction firm) is declining, in the case of Bethlehem Steel, fran
3,500 a few years ago to 1,200 now. Shrinking work forces inevitably
reduce transition opportunities.
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Tite general skill level that companies require varies by area,
and by finns within each area. In North Texas State, where manufac
turing is dominant, all of the interviewed employers had highly skill
ed work forces. In Hidalgo County, the bulk of the workers are un
skilled.
In large metropolitan areas (e.g., Houston) there is an
abundance of both skilled and unskilled workers.
Political Environment. Of the eight sites, the only area in
which the local political environment affects significantly the
involvement of the private sector in PSE programs and transition is
Hidalgo County. There the prime sponsor has been under investigation
for the misuse of federal manpower funds, and the former prime sponsor
director has been indicted and removed from his position. Other local
officials also have been implicated.
Private sector employers in Hidalgo County have become familiar
with CETA because of this recent negative publicity. PSE is tainted
in the eyes of local employers. Titis has had an adverse impact on the
transition of PSE participants. Griffin and Brand, Inc., a citrus and
produce grower which employs up to 25,000 workers in peak months;
expressed an interest in taking advantage of CETA programs and parti
cipants, but indicated that it could not comfortably do so until "the
dust settles."
According ,to several private employers in the area (e.g., Newey
Construction, Haggar Slacks, Edinburg Citrus, Griffin and Brand),
appointments are made to the local MAPC with little consideration for
program knowledge. Indeed, several of the MAPC members questioned why
they had been selected. Employers feel that these appointments are
clearly political, as all of the MAPC members and the prime sponsor's
key personnel are appointed by the county judge and the camnissioners
court. Actions such as these further damage the already poor image of
CETA in the area.
ROLE OF UNIONS
Findings
Private sector union perspectives were obtained primarily from
representatives of AFL-CIO's County Labor Councils (CLCs) in Austin,
Dallas County, Houston, and South East Texas.
Representatives of these CLCs respond in different ways to the
current lack of linkages between PSE programs and the private sector.
In one site the CLC is actively involved in MAPC and in the hiring of
PSE participants. In another the CLC representative has had no direct
contact with the CETA prime sponsor or the PSE program. Perceptions
of the value of the PSE experience also vary widely.
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A potential barrier to transition into certain skill occupations
(e.g., welding) is the tests and screening procedures a union appli
cant must pass before being "certified" for membership in the union.
Skill training in Title II and Title VI PSE programs is not extensive
enough to provide most participants with the skills necessary for
entrance and employment.
Basis For Findings
No reportable union responses were obtained in four of the eight
study sites.
In Middle Rio Grande, labor union activity is low and
the union locals are located elsewhere in the state; in Texana,
attempts to contact labor representatives were unsuccessful; in North
Texas State, the unions are reluctant to beccme involved with govern
ment programs, and study members were requested not to speak with
their representatives; and in Hidalgo County, recent indictments
against union representatives made it impossible to interview them.
Responses in the other four sites were obtained primarily frcm the
local AFL-CIO County Labor Council (CLC) representatives.
The CLC representative from South East Texas interviewed in the
study has had no direct contact with the CETA prime sponsor or the PSE
program operated by the prime sponsor. On the other hand, the Dallas
County CLC representative has been a MAPC member and his union places
PSE participants in its office. The Austin CLC interviewee, a member
of the Communications Workers of America (CWA), presently serves as a
MAPC member.
In Houston, the CLC representative interviewed has been a MAPC
member, is responsible for recanmending union representatives to the
mayor for appointment to MAPC, and (through his union) also employs
PSE participants. He identifies MAPC union ncminees according to the
following criteria: they must have a background in human resource
development, a ccmmitment to employment and training programs, and the
ability to ccmmunicate the needs of the labor camnunity to others on
the council.
Besides this concern in choosing qualified MAPC members, he has
been outspoken about the goals of Houston's PSE programs. When Title
VI programs began operating 1n Houston, this representative was
concerned that the secondary intent of the PSE program (namely,
providing community services through created jobs) was not being met,
and that transition to pennanent employment be included in the devel
opment of Title VI jobs. He submitted a request to the Houston MAPC
reccmmending that the council develop guidelines for the distribution
of additional Title VI jobs.
His reccrmnendations included giving
priority to those organizations where there is the greatest potential
for pennanent hiring at the end of Title VI support, and developing
PSE jobs in three major community service areas:
social services,
health services, and education. The MAPC adopted his reccmmendations
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and transmitted them to the CETA prime sponsor staff. While Title VI
PSE jobs are allocated to these service areas, the recamnendation for
absorption or transition guideline has been shelved in order to meet
the massive hiring schedules requested by the U.S. Department. of
Labor.
The Austin CLC representative has had no direct experience with
the PSE program but he is familiar with its operation through his
regular attendance at MAPC meetings. His perception of the PSE pro
gram is that it provides a useful service by giving the participant a
structured work background which will smooth the transition to unsub
sidized employment. He feels that a problem with the PSE program is
its lack of ties with the private sector. But this factor may not be
a major problem in Austin, given the city's large public sector.
A different perception exists in Dallas County. There the CLC
representative, jointly with the AFSCME and MAPC representatives fran
the area, expressed the belief that PSE workers learn little on the
job and are seldcm placed in "real jobs." They feel that PSE workers
often take jobs away frcm others and remain in these subsidized,
higher-than-union wage positions indefinitely. Another concern of
these representatives is that they believe substitution occurs fre
quently; as an example, they cited the case of the City of Dallas
cutting its budget by the amount of expected CETA funds. These union
representatives suggest that unions be used to perfonn OJT training or
to supervise training for the PSE program.
The result of these
efforts would be an improvement in employability and the attaimnent of
marketable skills for PSE workers.
In South East Texas, the manager of a major union in the area,
the local Pipefitters Union, was interviewed as the CLC representa
tive.
It appears that, unless additional tra1n1ng is provided,
employment for PSE workers who want to work as welders with the Pipe
f it ters Union is unlikely. Welding is a major skilled occupation in
this area. Most of the union members have learned their trade at
welding schools.
To becane a member of the Pipefitters Union, a
person must take a mechanical aptitude test, which is administered by
TEC. Persons passing th is test are referred to a joint ccmmittee of
contractors and union members. The applicants are screened by the
canmittee, which then makes the final decision on who is admitted into
the union.
In 1978, it was expected that approximately 120 people
would be admitted.
Thus, admission into the Pipefitters Union is clearly a highly
selective process. It seems unlikely that many PSE workers under
Title II or Title IV would qualify for admission. However, field work
for this project identified a Title I welder training program that has
been successful in providing participants with the necessary skills
for entrance to pipe trades apprenticeships and union membership.
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CHAPTER VI
SUMMARY OF FINDINGS AND RECOMMENDATIONS

The objectives of this study have been to detennine the effec
tiveness of the PSE program in facilitating the placement of PSE
clients in unsubsidized private and public sector jobs, to identify
barriers to placement where they exist, and to discuss means by which
such barriers might be overcome. The study was conducted in a period
of emphasis on PSE buildup rather than on tennination of PSE partici
pants and efforts to place them in unsubsidized jobs. It does not,
therefore, reflect sponsor concentration on the transition need, but
does find little conscious planning and development of capability and
methods for focusing on the transition need.
The presumption was that there would be an inverse correlation
between the level of unemployment in each area and placement effec
tiveness, particularly since areas with higher unemployment rates had
relatively larger PSE programs. It was anticipated, for example, th.at
finding unsubsidized jobs for PSE clients would be difficult in the
high unemployment Middle Rio Grande and Hidalgo-Willacy areas, but
that this would not be the case in low unemployment study areas such
as the Austin Area, Dallas County, and North Texas State.
SUMMARY OF FINDINGS
This presumption, however, did not prove to be a valid one, at
least at the time of this study.
The level of unemployment appeared
to have little bearing, in the eight areas studies, on placement of
PSE clients into unsubsidized jobs. We found little evidence of
successful unsubsidized job placement in the private sector in any of
the eight areas. While there were some unsubsidized job placements
through absorption of PSE clients by user agencies in all of the eight
regions studied, placements as a proportion of participants did not
differ significantly among the low and high unemployment areas.
Fran our interviews with CETA administrators, MAPC members and
representatives of the employer and organized labor communities, it is
apparent that several factors were responsible for the fact that
relatively few PSE clients moved into unsubsidized jobs.
These
include the following:
Inadequate DOL Emphasis on Placement of PSE Clients in Unsubsidi
zed Jobs.
While DOL regulations do include placement as one of the
objectives of the PSE program, this objective was deemphasized during
the period covered by this study when the primary attention of DOL,
and, therefore, of the prime sponsors, was directed toward a rapid
build-up of the number of unemployed placed in PSE jobs.
This
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emphasis was in keeping with the Administration and Congressional
objective of generating quick econanic stimulus. In their (success
ful) efforts to meet DOL-imposed hiring goals prime sponsors found it
necessary to direct staff resources fran other program areas, includ
ing unsubsidized job placement, to PSE hiring activities.
However, even without the pressure of rapid hiring schedules,
"transition to unsubsidized jobs" was perceived by CETA administrators
to mean absorption of PSE workers by public and non-profit PSE spon
soring agencies.
In none of the eight areas studied were there pur
poseful efforts at tenninating PSE workers and placing them into un
subsidized private (for profit) sector jobs.
The unsubsidized job
placement planning activities of CETA administrators has been primari
ly directed toward public sector and non-profit PSE sponsoring agen
cies who are able to structure PSE jobs to fit their job descriptions
and anticipated labor needs. This naturally leads to absorption of
PSE employees who perform satisfactorily, when job vacanc1es occur.
Because private sector employers are not involved as PSE sponsoring
agencies, the process that leads to absorption in the case of public
sector and non-profit agencies cannot occur in the private sector. To
provide for unsubsidized job placement in the private sector, there
fore, requires an entirely different approach to placement planning
than that leading to placement in the public and non-profit sectors.
There is no evidence that the development of such an approach was
underway in the areas and during the period covered in our study. Nor
was there any indication at the time this study was conducted that the
DOL was providing the leadership needed to induce prime sponsors to
give a high priority to this objective in their planning activities.
Lack of a Strategy for Marketing PSE Employees in the Private
Sector. Private employers know little about CETA and what perceptions
they have are often negative. They have had little or no contact with
CETA administrators or political leaders in the context of developing
private sector job opportunities for PSE employees.
The prime sp.o n
sors have not staffed a job development and placement function nor
have the business members of the MAPCs performed this function.
Members of the business community tend to regard the PSE program
as a modern day "leaf raking" boondoggle with 1 ittle relevance to
private sector job readiness development.
While they generally will
agree that PSE employment enhances worker employability by improving
their work habits, they do not believe that skills developed in PSE
agency and project employment are of value to the private sector.
Inadequate Programs to Prepare and Involve PSE Employees for
Private Sector Employment. A high proportion of PSE clients entering
the program have a poor educational background and lack marketable job
skills. Their PSE jobs, either with a sponsoring agency or on a
project, are often not designed to raise their skill levels. There is
little use of labor market information in the development of PSE
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slots; in the selection of PSE projects, satisfying cooununity needs
takes precedence over worker employability development; and PSE pro
grams generally lack a training canponent.
Here, again, the high
priority which the 1977-78 "econcmic stimulus" expansion of PSE gave
to rapidly placing unemployed workers into PSE slots during the period
of this study adversely affected the capacity of prime sponsors to
direct attention to those program elements. It should also be noted,
however, that the law does not require that skill training be an
integral part of the PSE program nor did the DOL in its regulations
mandate development of training programs for PSE employees in need of
skill development.
Moreover, it was the perception of sane CETA
administrators that DOL limitations on administrative costs precluded
the establishment of PSE client training programs.
There has also been little incentive or encouragement for PSE
employees to actively search for a job in the private sector.
The
absence of a fixed tenn for participation in PSE means that an in
dividual simply moves fran one PSE project to another. Also, in sane
areas PSE wage rates are ccmpetitive with those offered unskilled
workers in the private sector. Lacking a private sector job develop
ment and placement function, prime sponsors were usually not in a
position to help or encourage PSE employees to search for a private
sector job while employed as a PSE workers.
RECOMMENDATIONS
As indicated in the summary of findings, during the period cover
ed in our study the PSE program's primary objective was a rapid in
crease in the number of unemployed persons placed in PSE jobs. While
DOL regulations requiring prime sponsors to plan for the placement of
PSE participants into unsubsidized jobs remained in effect, this
objective was deemphasized by DOL and literally abandoned by prime
sponsors who found it necessary, in order to meet their increased
hiring schedules, to divert administrative staff frcm existing func
tions.
DOL Should Reaffinn That Transition to Unsubsidized Jobs is a
Primary Objective of the PSE Program. The prime objective of the CETA
program is to prepare participants for unsubsidized employment, the
bulk of which is in the private sector. The viability of the PSE pro
gram, therefore, depends on its acccmplishment of this objective.
This was recognized in Field Memorandum No.307-78, issued by the DOL's
Employment and Training Administration on May 22, 1978, which provides
policy guidelines to CETA prime sponsors "on actions to be taken
regarding transition of PSE participants into unsubsidized employ
ment."
Basic Education and Skill Training Should be Given Greater
Emphasis in the PSE Program. Despite the fact that a high proportion
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of PSE participants have basic educational deficiencies or lack
marketable skills, DOL regulations do not require that training be a
part of the prime sponsor's PSE program.
Nor did the PSE programs of
any of the six prime sponsors and the two Balance-of-State areas in
cluded in our study have a training canponent in Spring 1978.
Inability to cope with basic education tests required of job
applicants by many employers, and lack of a marketable skill, are
major barriers to obtaining a job in the unsubsidized labor market.
PSE ccxmnunity projects very often require the learning of few if any
marketable skills. Their only contribution to employability develop
ment is through the acquiring of work habits by participants with no
previous work experience.
PSE jobs with agency sponsors more often
provide an opportunity for skill development, and sanetimes result in
the absorption of the PSE participant into a regular job budgeted by
the agency.
However, those most in need of basic educational and
skill training are usually not among the ones selected to fill agency
PSE slots.
Local CETA administrators are cognizant of the need for a PSE
training program but do not have adequate funds or staff to develop
one. Their Title I funds are otherwise allocated, and even if avail
able, they do not believe they have sufficient flexibility to shift
funds among the titles.
The statutory requirement that 85% of PSE
funds be spent on participant wages and fringe benefits is also seen
as an obstacle to establishing in Title VI training program. They
also point out that development of a PSE training component is not
called for in DOL regulations.
It must be recognized, of course, that in high unemployment areas
the primary need is to provide jobs for the unemployed. Education and
skill development programs are costly and, with a given budget, they
are provided at the expense of putting fewer of the unemployed into
PSE jobs.
Nevetheless, for many PSE enrollees who have had little or no
employment experience, lack necessary job entry skills and/or have
serious basic educational deficiencies, an education and training pro
gram is critical to their future employability. A part of the PSE
program should be directed to their employability development even if
it means a reduction in the ntnnber of PSE jobs available.
DOL regulations should encourage prime sponsors to develop basic
education and training programs tailored to the needs of this group of
PSE participants. The objective should be to provide basic education
and job skills designed to enhance their opportunity for unsubsidized
employment. Training program developers should utilize labor market
infonnation identifying potential unsubsidized job opportunities 1n
designing their training programs.
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CETA ad.ministrators contend that limitations in the law and regula
tions on administrative costs restrict their capacity to develop and
implement PSE training programs. They also feel they do not have the
flexibility to shift funds among titles even when doing so would
pennit them to better satisfy local client needs.
Both of these issues should b.e clarified in DOL regulations.
Development of PSE tra1n1ng programs is too important an element of
employability enhancement for those participants lacking basic educa
tion and job entry skills to . be limited by either lack of flexibililty
in utilization of funds or restrictions on the level of administrative
costs.
DOL Should Encourage Prime Sponsors to Provide for an Active Job
Development and Placement Function for PSE Participants. In none of
the eight areas studied did CETA administrators regard placement of
PSE participants into unsubsidized jobs in the private sector a PSE
program objective. Their job development and placement efforts were
confined to planning for absorption of PSE participants working for
agencies into budgeted jobs of those agencies. Even this effort was
deemphasized during the 1977-78 rapid build-up of PSE hiring sched
ules.
In encouraging prime sponsors to becane actively engaged in the
job development and placement of PSE workers, DOL should emphasize the
necessity for improving the rate of absorption by PSE agency sponsors
and for establishing linkages with the private sector employer can
munity. It is also necessary to prepare PSE participants, many of
whan have not had previous labor market experience, to effectively
enter the private sector job market.
To raise the rate of absorption requires that PSE administrators
identify and select for the PSE program agencies and non-profit orga
nizations which offer the best potential for absorbing PSE partici
pants into unsubsidized jobs. Favorable consideration should be given
to those agencies which agree in advance to fill job openings in the
agency that arise through attrition with qualified PSE participants,
even though in high unemployment areas with stable or declining gov
ernment and non-profit agency employment, the number of such agree
ments feasible may cover only a small proportion of the PSE positions.
In the process of selecting ~gency sponsors and refunding PSE pro
jects, priority should also be given to those that have been and are
willing to structure their program in a manner which will give the PSE
participant
adequate supervision and the opportunity for skill
development as well as absorption potential.
As noted in the summary of findings section of this chapter,
marketing PSE participants into private sector jobs requires a con
certed series of actions.
Private sector employers know little of
CETA and almost nothing of the PSE program; they do not consider
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skills developed by PSE participants during PSE employment as trans
ferable to the private sector; they have had little or no contact
with those charged with administering the PSE program; even the
business canmunity KAPC members know 1 ittle of the PSE progran and
have not served as a means of caiaunication about it with the employer
camnunity.
In developing a marketing strategy, therefore, the first step is
to ensure that the employability of PSE participants is developed
through the PSE program. This requires that in the selection of PSK
projects priority be given to those that have the greatest potential
for development of entry level skills which are likely to be ccmpeti
tive in the local labor market.
It also requires the previously
recanmended establishment by the prime sponsor of a training program
designed to enhance the employability of those PSE participants sost
1n need of basic education and entry level skill training.
In developing the criteria for project selection and training
program design, CETA administrators should solicit input fr<m a broad
cross section of the private sector employer and union camaunities.
This will not only improve the quality of those programs; it will also
give those external groups greater confidence in the value of work
experience gained by participants in the PSE program.
CKTA administrators should also establish a basis for continuous
exchange of infonnatioo with the private sector employer and union
comaun1t1es. The private industry councils proposed by DOL in the nev
CETA legislation can be the vehicle for establishing the necessary
linkage between CETA administrators and the private sector.
An effort should also be made to develop new approaches to PSE
private sector cooperation. These could include the placement of PSE
employees in private sector apprenticeship programs and the trans1t1on
of PSE participants into private sector on-the-job training progra.s.

Equally important 1s the need to prepare PSE participants for
their entrance into the private sector job market.
As DOL has pro
posed in its new CETA legislation, a definite limit should be placed
oo the time a participiant can be employed in the PSE program.
1be
participant should be made aware of this limit at the outset with the
understanding that is his/her responsibility, with the help of the job
development and placement unit, to make provisions for unsubsidized
employment.
PSE participants shoold also be involved individually in a series
of counseling sessions designed to infonn them of potential job
opportunities and help them prepare for job interviews.
Private
sector personnel department staff and union leaders should be encour
aged to participate in these sessions. As the PSE participants near
the end of their PSE experience, they should be visited by job devel
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opment and placement staff members who should directly, or through the
state employment service, help them arrange for job interviews.
The perfonnance of these several tasks under the PSE program is
essential if the transition to unsubsidized jobs objective of the PSE
program is to be realized. To provide these services may require a
larger allocation of funds for administration of the PSE program than
is prescribed under prevailing laws and regulations. If so, the laws
and regulations should be changed to accanmodate the need.
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MAJOR FEDERAL ACTIONS IN PUBLIC SERVICE EMPLOYMENT:
A CHRONOLOGICAL SUMMARY
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APPENDIX A
A chronological summary of major federal actions in the
development of public service employment as a remedy for
unemployment is provided below.
YEAR

FEDERAL ACTION

1921

Hoover Canmission
(1920-1921)
reconnnended that the
federal government develop a "reserve shelf of public
works projects"
to
combat a massive unemployment
problem.

1933

Civilian Conservation Corps
(Executive
Order
6101)
provided employment for young men across the nation,
through the creation of conservation programs.

1935

Works Projects Administration
(Executive Order 7034)
created during the Great Depression to provide employ
ment and boost the economy, established public service
employment programs, as well as public works projects.

1946

Employment Act of 1946 (P.L. 79-304) stated the federal
government's obligation to use all practical means to
provide full employment.

1958

Youth Conservation Corps (S. 3582, R.R. 11773) designed
to provide meaningful work for the nation's youth but
failed in a major vote to pass Congress.

1961

Community Work and Training Program (P.L.
87-543) an
amendment to the Social Security Act, provided work
experience to increase the employability of welfare
recipients.
Public Works Coordination and Acceleration Act
(P.L.
87-658) provided federal funds for expanded public works
projects in areas of substantial unemployment.
Manpower Development and Training Act
(P.L.
87-415)
authorized education and skills training for unskilled,
unemployed workers and retraining for skilled workers
displaced by autanation.

1964

Economic Opportunity Act (P.L. 88-452) provided work
experience and
training programs for disadvantaged
workers, some of which were On-the-Job Training, Neigh
borhood Youth Corps, and Work Experience and Training
Programs.
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1965

Job Corps (P.L. 89-253) established by the Econanic
Opportunity Act Amendments of 1965, offered youths basic
education, vocational training and, in some areas, work
experience.
Operation Mainstream (P.L. 89-253) created programs,
primarily in small canmunities, to provide work experi
for the unemployed workers over 55 years of age.

1966

National
Ccmmission
on Technology, Autanation and
Economic Progress recanmended a federal program . to
provide full employment with public service employment
when necessary.
Special Impact Program (P.L. 89-794) developed new op
portunities in training, employment,
and canmunity
development through work experience and work projects.
New Careers:
Paraprofessionals for Public and Non
profit Agencies (P.L. 89-794) an amendment to the
Econanic Opportunity Act, created a program to prepare
disadvantaged adults for paraprofessional jobs in criti
cally understaffed public and nonprofit agencies.

1967

Concentrated Employment Program (P.L. 90-222) authorized
by the Econcmic Opportunity Act, designed a ccmprehen
sive manpower system to deliver services, one of which
was employment, to the disadvantaged.
Work Incentive Program (P.L. 90-248) authorized under
the Social Security Act, provided new training, through
work experience and job placement programs, for welfare
recipients.

1968

Public Service Careers (P.L. 90- 636) an amendment to the
Manpower Development and Training Act, provided jobs in
government service for disadvantaged workers.
National Advisory Canmission on Civil Disorders (Kerner
Conunission) recanrnended that the federal government
create manpower programs
and incentives, including
public service employment, to end civil disorders.

1969

Manpower Training Act (S. 2838, H.R. 13472) submitted to
Congress by President Nixon, would have created a ccxn
prehensive and decentralized manpower training system if
Congress and the President had agreed on the means.

1971

Employment and Manpower Act
(H.R. 11570) would have
provided manpower training and authorized federal funds
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for public service employment had it not
President Nixon.

been vetoed by

F.mergency F.mployment Act (P.L. 92-54) created public
service employment to canbat increasing unemployment and
to provide needed public services.
1973

Canprehensive Employment and Training Act (CETA)
(P.L.
93-203) provided a new system of decentralized manpower
services to the disadvantaged, unemployed, and under
employed.
These services, designed and implemented by
state and local officials, include manpower training and
public service employment.

1974

Emergency Jobs and Unemployment Assistance Act (P.L. 93
567) added a new Title VI to the Canprehensive Employ
ment and Training Act which authorized an emergency
public service employment program with special emphasis
on the long-tenn unemployed.

1975

Older American Community Services Employment Act
(P.L.
94-135) created a new Title IX of the Older American Act
of 1965 which authorized a public service employment
program for unemployed persons over the age of 55.
_E_.q. ;.u. ;.a;..;;l;.._. ;;O_..p p.;_o;...r_t...,u_n_i,_t....Y.__a_n_d_F_u_l_l_Em-+p-l_o._ym_e...,n_t_A_c_t
(Humphrey
Hawkins Bill) (S. 50, R.R. 50) had it passed, would have
mandated that the federal government guarantee employ
ment opportunities for all adults who were willing to
work.

1976

Emergency Jobs Programs Extension Act
(P.L.
94-444)
extended Title VI of CETA through fiscal year 1977 with
increased emphasis on public service jobs.

1977

Public Works Jobs (P.L. 95-28) the first element of
President Carter's Economic Stimulus Package to pass
Congress, authorized federal funds for the creation of
new jobs th rough public works.
Youth Employment and
95-93) created a new
rized demonstration
for persons 14 to 21

Demonstration Projects Act
(P.L.
Title VIII for CETA which autho
projects and job creation efforts
years of age.

(R.R.
9030)
President
Better Jobs and Incane Act
Carter's proposed welfare refonn plan, would replace the
existing welfare program with job opportunities for
those able to work, if accepted by Congress. At present
R.R. 9030 is being considered by committees in the U. S.
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[As of December
House of Representatives.
action had been taken by either house.]
1978

1980,

no

Full Employment and Balanced Growth Act (S. 50, H.R. 50)
a revision of the 1975 Humphrey-Hawkins Bill with
tighter definitions for full employment, wages for
goverrnnent sponsored jobs, and anti-inflation policies,
passed the U.S. House of Representatives (3/16/78)
and is currently being considered in the U.S. Senate.
[Finally approved in revised fonn October 27, 1978.]
Canprehensive Employment and Training Act Amendments of
1978 (R.R. 11086, S 2570) if approved by Congress, would
provide funding for CETA through fiscal year 1982. It
would create a new Title VII to provide a structural
private sector initiative program, as well as an expan
sion of Titles II, III, and VI. Congressional action is
anticipated in the early fall of 1978. [Signed into law
October 27, 1978.]
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APPENDIX B
ANNOTATED BIBLIOGRAPHY
1. Cook, Bill "Employment Stability in Public Employment Programs, 11
Adherent. Seattle, Washington: Seattle Opportunities Industrializa
tion Center, 1975, pp. 56-64.

In this article, the author addresses the problem of retaining
public service employees in jobs created for them. Cook argues that
the level at which a public service employee is hired (i.e., unskill
ed, semi-skilled, or sub-professional) is an important detenninant of
whether or not the job holder will remain on the job, especially in
the case of disadvantaged persons.
Unless disadvantaged persons
placed in the less attractive Public Service Employment (PSE) jobs
envision opportunities for advancement or at least pennanent employ
ment, they are likely to become discouraged and leave the jobs even
before transition to unsubsidized employment is attempted.
The
author's recanmendation is placement of the unemployed, insofar as
practicable, in sub-professional jobs which offer clear opportunities
for advancement.
For those who must be placed in primary jobs and
have difficulty adapting to them, the author suggests personal coun
seling to help these persons adjust to "meaningful but responsible
occupations. 11
2. Crawford, Everett. Transitional Employment: A Manpower Tool for
State and Local Governments.
Washington, D.C.: Center for Govern
mental Studies, 1973.
Crawford endorses the need for traLnLng but identifies four other
approaches to encourage transition into unsubsidized public employ
ment.
The first approach is to pay attention to anticipated attrition
and turnover in public employment. A number of Public Service Employ
ment (PSE) positions can be created that are related to areas in which
new openings are anticipated.
As a result, it should be possible to
place a number of PSE participants in unsubsidized positions in the
public sector.
A second transition technique identified by Crawford involves co
operative arrangements with the civil service. PSE positions, or
other subsidized positions, could be made exempt from civil service
procedures so that hiring could occur without an entrance examination.
A third technique calls for the creation of new positions with
PSE funds, with the intention of making them into regular jobs if they
proved of value.

- 71 

The final approach discussed is the idea of using emergency
employment as a manpower pool. If a pool of subsidized employees were
developed, it could be drawn upon as unsubsidized jobs became avail
able.
3. Fechter, Alan. "Job Creation through Public Service Employment,"
Job Creation: What Works?, edited by Robert Taggart. Salt Lake City,
Utah: Olympus Publishing Co., 1977, pp. 135-142.
Fechter discusses the countercyclical Public Service Employment
(PSE) programs such as Public Employment Programs (PEP) and Titles II
and VI of the Comprehensive Employment and Training Act (CETA).
Fechter points out that PEP was intended as a transitional program,
with the aim of placing at least half of its enrollees into regular
jobs. However, no incentive was offered for doing so. He notes that
studies of PEP perfonnance indicated these targets were unreasonable
and that a 25 percent goal would have been more realistic.
Fechter notes that the effects of PEP and CETA-PSE appear to be
quite similar. The CETA-PSE program has been administered largely as
a countercyclical program with the primary objective of providing jobs
in the short-run; few resources have been allocated to skill creation.
Fechter concludes that the weight of evidence suggests that much of
the increase in earnings for PSE enrollees results from the availabi
1ity of the PSE job. In addition, PSE jobs do not often serve as
stepping-stones to unsubsidized employment.
4. Ginsberg, Eli.
"The Job Problem," Scientific American (November
1977), Vol. 23, No. 5, pp. 43-51.
In this article, Ginsberg discusses the Carter Administration's
reliance on Public Service Employment (PSE), together with the related
program of public works, as one of two principal vehicles for stimu
lating the economy by increasing direct job creation. (The other
vehicle is fiscal and tax policy.) The second goal of federal job
creation is to provide employment opportunities for hard-to-place
people in the expectation that after at least a year in a PSE job they
will be in a better position to move into the regular economy in the
private or public sector.
Ginsberg notes that it is a matter of concern to Congress whether
those placed in PSE jobs will, at the end of a year, be able to make
the transition into unsubsizided employment or whether they will be
come a continuing responsibility of the federal government.
5. Hallman, Howard W. Emergency Employment: A Study in Federalism.
Tuscaloosa, Alabama: University of Alabama Press, 1977, pp. 150-158.
Hallman devotes the cited chapter to a discussion of transitional
employment. He points out that the Emergency Employment Act of 1971
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(EEA) ~~de frequent references to the transitional nature of the jobs
provided by the program. Program agents under the EEA were required
to pledge to achieve a goal of SO percent placement of enrollees in
unsubsidized jobs. Even though there was a lack of incentives to
achieve transition, Hallman states that program participants regularly
moved through the program into other jobs.
Hallman cites a survey of participants conducted by Westat, Inc.
in June 1974 to support his statenent. The survey found that those
who had tenninated had spent an average of 13.2 months in Public
Employment Programs (PEP). The employment status of tenninees shows
that one month after leaving PEP, 76 percent of the tenninees were
employed.
After six months the number had risen to 81 percent.
Twelve months following termination, 82 percent of the PEP enrollees
were employed.
The Westat sample also reveals that intially more terminees are
employed in the public sector. Of those tenninees employed, about 65
percent worked for public employers six months after leaving PEP.
This percentage dropped to about 47 percent at 24 months.
On the basis of this sample data, Westat concluded that for the
average participant, having a job in PEP was of assistance in obtain
ing unsubsidized employment.
In conclusion, Hallman points out that the preference for unsub
sidized public employment rather than private jobs was partly due to
the emphasis on this kind of transition in the federal guidelines and
partly because of the ease in transferring to regular positions with
the agencies already employing them.
6. Held, Martin, and Richard P. Schick, Sr. Transitional Employment:
A Manpower Tool for State and Local Governments.
Washington, D.C.:
National Civil Service League, 1973.
This report, funded by a grant from the U.S. Department of Labor,
identifies means to facilitate the transition of employees fran
temporary, subsidized jobs to permanent, unsubsidized jobs in the
public and private sectors. Six program agents under PEP provided the
settings in which the study was made.
The report suggests a number of approaches for ob ta in ing :.msubsi
dized employment for transitional employees, among which are: (1) Mo
tivating transitional employees
to seek out unsubsidized jobs;
(2) assisting job-ready transitional employee_s to identify available
jobs; (3) gearing job-ready transitional employees to the absorptive
capacities of the job market;
(4) using the Employment Service to
augment job development efforts through its linkages with private
employers; (5) identifying "counterpart" jobs among local employers,
both public and private; (6) developing linkages with other public
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manpower agencies and private employment agencies; and (7) providing
job recoonnendations that meet prospective employer needs for accurate
perfonnance and job-related infonnation.
7. Levitan, Sar A., and Robert Taggart. "Transition of Participants, 11
Salt Lake City,
in Emergency Employment Act: The PEP Generation.
Utah: Olympus Publishing Co., 1974, pp. 32-40.

Levitan and Taggart point out that Public Employment Program
(PEP) 1971 goals for the transition of program partLc1pants to unsub
sidized public and private sector jobs were not met. They attribute
this failure to a nt.U11ber of factors, including: (1) failure of state
and local governments to employ sufficient numbers of PEP enrollees on
a pennanent basis, despite considerable state and local government
growth between 1971 and 1972;
(2) limited expenditures on training
and education for those who needed academic or skills training or
whose native tongue was not English; and (3) a lack of serious effort
to open up the civil service system in order to provide pennanent
jobs.
Underlying reasons cited for the poor perfonnance of government
agencies in pennanently placing Public Employment Program (PEP) en
rollees include: ( 1) the lack of "sticks or carrots" to induce penna
nent placement by program agents; (2) the rush to get people placed
in subsidized employment, which resulted in greater than usual place
ment of overqualified and underqualified applicants (resulting in
tenninations due to both job dissatisfactions and inccmpetence); and
(3) failure of PEP public service jobs to be integrated into permanent
agency structures, because they were chosen so that they could be
easily phased out. Interestingly enough, Levitan and Taggart con
centrate on transLtLon to public sector employment and place little
emphasis on private sector placement.
8. National League of Cities and the U.S. Conference of Mayors.
Public Employment Program and the Cities.
Washington, D.C.:
U.S.
Department of Labor, 1973, pp. 11-14, 75-117.
This report is a three-volume study of the implementation and op
eration of the Public Employment Program (PEP) in the 212 cities that
served as program agents. The report focuses on three subject areas:
(1) hiring of significant population segments;
(2) public service
impact of PEP; and (3) transition to unsubsidized employment.
The report concludes, based upon a survey of over one-third of
the city program agents, that transition was inversely related to city
size. Additionally, program agents that provided training services to
PEP participants experienced higher transition rates.
'lbe report finds that transLt1on to the private sector was
extremely limited and was not a successful mechanism for obtaining un
subsidized employment.
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The study lists a number of transition techniq~es employed by
program agents, which included:
(1) notification of participants of
pennanent openings in the public and private sectors; (2) periodic
review of the status of each participant; (3) provision of training
opportunities;
(4) inclusion of jobs which were likely to expand or
continue to be in demand; (5) using PEP job perfonnance to assist in
transition; and (6) establishing a PEP participant hiring priority.
9. Ulman, Lloyd. "Manpower Policies and Demand Management," in Jobs
for America, edited by Eli Ginsberg.
Englewood Cliffs, New Jersey:
Prentice-Hall, Inc., 1976, pp. 107-111.
·
In this article, Ulman identifies three operating deficiencies in
Public Service Employment (PSE) programs. The first relates to the
problem of timing. Ulman notes that while PSE has a rapid start-up
time during a recession, it can be hard to turn off after recovery has
begun. Ulman suggests that the political temptation to keep PSE going
would be related to the fact that many of the enrollees have not found
new and better permanent jobs awaiting them.
The second deficiency identified by Ulman relates to the problem
of displacement or substitution.
Ulman states that PSE workers are
potentially displaced when PSE funds are used to employ laid-off
regular employees, which defeats the structural employment objectives
of PSE.
The final deficiency noted is the "absorbabil ity" by the public
sector of the additional employment contemplated in PSE programs.
There still exist umnet wants which could usefully be met by more
public employment, which is contemplated as the end result of PSE
"transitional" act1v1t1es.
Ulman suggests that, opportunities being
available, an expansion of good jobs in the high productivity private
sector would be more effective than an expansion of good jobs in the
low productivity public sector.

10. U.S. Congress, Joint Economic COl!Ullittee, Subcanmittee on Economic
Growth.
Giving a Job: The Implementation and Allocation of Public
Service Employment.
Washington, D.C.:
U.S. Goverrnnent Printing
Office, August 1975.
This study was prepared as part of an overall review of problems
in achieving ''maximum employment, production and purchasing power."
The paper describes some of the shortcomings of the current public
employment program under CETA and suggests ways in which the program
might be improved. The principal point made in the report is that
CETA, in attempting to canbine both structural and anticyclical
objectives, has in effect sacrificed the structural for the anti
cyclical. His major recoonnendation is that the program be split into
two distinct canponents, each with its own objectives and guidelines.
'nle anti-cyclical component should canbine relatively low wages,
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short-tenn projects, and a heavy emphasis on transition to the private
sector.
The structural ccmponent should feature regular government
positions and pay and transition to the public sector.
Source:
Lipsmann, Claire K., CETA: Abstracts of Selected Studies. Washing
ton, D.C.: National Academy of Sciences, 1976, p. 43.
11. U.S. Department of Labor. The Implementation of CETA in Ohio.
Washington, D.C.: U.S. Government Printing Office, 1977, pp. 26-28.
This case study examines the implementation and operation of the
Canprehensive Fmployment and Training Act (CETA) by the 17 prime
sponsorships in Ohio.
The study was conducted frcm the inception of
the program in 1974 through mid-1976.
The study reports that Public Service Employment (PSE) part1c1
pant transition to unsubsidized employment is a goal voiced almost
universally in Ohio prime sponsorships by staff members and political
officials.
But the transition goal appears to be less vital to
memebers of the Manpower Advisory Planning Councils, many of whcm
labeled it a "not very important" goal.
Perfonnance in achieving the goal of transition varied substan
tially among the prime sponsors. As a measure for transition, the
project examined indirect placements as a percentage of the total
nlDllber of individuals entering employment after having been served by
Title II or Title VI or CETA. The transition rates varied from 0 to
80 percent for Title II (with an average of 18 percent) and from 0 to
89 percent for Title VI (with an average of 34 percent).
A significant finding of the study was that there existed little
relationship between unemployment rates and trans1t1on rates. Sane
prime sponsorships with high unemployment rates were doing quite well
in transition. Others with relatively low rates of unemployment were
doing poorly. The study suggests two possible conclusions: 1) prime
sponsors who want a high rate of transition can probably achieve it by
concentrated and consistent effort; and 2) it is easy for any prime
sponsor to give verbal support to transition but to be relatively
unsuccessful in achieving it.
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JOE C. THOMPSON CONFERENCE CENTER
LBJ SCHOOL OF PUBLIC AFFAIRS
UNIVERSITY OF TEXAS AT AUSTIN
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We are pleased that you have accepted our invitation to the Prime
Sponsor forum on PSE: The Realities of Transition to Unsubsidized
Jobs. Approximately twenty-five Prime Sponosors from across the
nation have been selected on the basis of interest, perfonnance and
past experience in the area of placement of Public Service Employment
participants in unsubsidized employment.
The goal of this Prime Sponsor Fortnn is to provide for an ex
change of infonnation on the realities of transition.
In order to
facilitate open expression, Prime Sponsor participants will divide
into small workshop groups to discuss each of five major topics.
There will be no prepared speeches. Each small group will be led by
one of the Prime Sponsor Representatives. The findings of each of the
small group sessions will be reported back to a gathering of all the
participants by rapporteurs. The findings and recanmendations of the
participants will be summarized and reported to the Department of
Labor. In this respect the Forum will serve as a platform for con
structive canment on national policy concerning the issue of transi
tion fran subsidized employment to unsubsidized jobs.
The purpose of this paper is to establish sane canmon ground for
duscussion so that our time together may be put to the best possible
use.
The five major topics were generated through field work with
eight Texas Prime Sponsors and through conversation with several De
partment of Labor officials.
Specific questions that may serve as
focal points for the workshop sessions conclude each of the five
sessions. Sane of these questions address the administration's pro
posed revisions of CETA.
If you have found a particular approach to be especially effec
tive in achieving placement, it may be helpful for you to bring along
a discussion or sane descriptive data concerning its s~ccess. Docu
mentation of successful efforts will add inuneasurably to the concrete
conclusions we hope will result fran the Prime Sponsor Forum on Public
Service Employment.
This paper is not intended to restrict the range of discussion
during the Forum. Its primary purpose is to stimulate thinking about
the issues we will be addressing and, hopefully, to provide a general
framework for discussion. We are interested not only in identifying
problems, but also in exploring alternative solutions.
Please take a
few minutes to review the issues raised here.
THE ISSUES IN BRIEF

1.

CONFLICTS AMONG PSE OBJECTIVES

One objective of PSE has been to provide direct job creation 1n a
speedy manner according to federally proscribed hiring schedules. How
does this and other stated objectives conflict with the goal of even
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tual unsubsidized employment, which has not been
by the Department of Labor?
2.

explicitly

mandated

USING PSE FOR EMPLOYABILITY DEVELOPMENT

The PSE experience may enhance future employment possibilities by
developing work habits, building a work record, training in marketable
skills and establishing personal contacts. What mix of orientation,
pre-vocational training, work experience and classroan training have
proven to be the most effective in enhancing employability?
What
unique aspects of your program have shown premise in this area?
3.

ABSORPTION BY THE PUBLIC SECTOR

Several Prime Sponsors have indicated that a large number of
their PSE participants are being absorbed by public sector employers.
Has there been too much reliance on this source of placement? How
might the interests of public employee unions and the civil service be
reconciled with PSE?
4.

PRIVATE SECTOR LINKAGES WITH PSE

The administration's new revision of CETA incl~des a $400 million
private sector initiative intended to improve linkages between CETA
and the private sector. What can be done currently through Manpower
Advisory Planning Councils, , local elected officials, labor unions and
infonnal contacts with the business sector to place PSE participants
in private sector jobs? How will the new initiative affect your
program?
5.

PLACEMENT PROGRAMS

Some of the factors that hinder placement of PSE participants are
participant characteristics, security within the PSE environment, an
unfavorable public image of government employment programs, adminis
trative uncertainty over who should be responsible for placement, and
national policy and procedural disincentives to placement.
1.

CONFLICTS AMONG PSE OBJECTIVES

Prime Sponsors receive federally-mandated objectives in the fonn
of legislation, agency regulations and periodic directives.
Over 300
separate directives were issued by the Department of Labor in 1977
alone. With all this paper being circulated it is not inconceivable
that sane contradictory objectives may have been issued.
A list of
the objectives of PSE includes: reducing unemployment by increasing
the aggregate number of job holders, providing an income transfer to
disadvantaged groups, directing jobs to target groups (veterans,
handicapped, elderly, black), filling unmet canmunity needs, providing
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direct • job creation in a speedy manner according to federally pres
cribed hiring schedules, enhance the linkage between CETA and the
Employment Service and enhancing employability of participants.
There are no federal mandates for Prime Sponsors to emphasize
placement.
Enhancing the linkage between CETA and the Employment
Service, enhancing the employability of participants and reducing un
employment seem to indicate a recognition of placement as a desirable
long tenn goal of the PSE experience. However, directing jobs to
target groups may not include employability enhancement and eventual
placement.
Attempting to meet umnet camnunity needs may preclude
directing jobs to target groups and/or reduce the focus on eventual
placement activities.
Even if a Prime Sponsor has taken on placement as a local priori
ty, the federal objective of providing job creation in a speedy manner
according to federally prescribed hiring schedules may hinder the
attainment of this goal.
Canplaints surrounding the hiring schedule
issue have included:
1.
2.
3.
4.
S.

Rapidly developed PSE positions may lack adequate supervision
and other quality aspects that are necessary for employabili
ty enhancement.
Pressure to hire quickly causes the Prime to lay aside plans
meant to serve local employer needs and place PSE workers and
concentrate solely on meeting the hiring schedule.
Pressure to meet hiring deadlines directs staff attention
from other objectives.
Sane areas can not find enough eligible participants to meet
the requirements.
Some Prime Sponsors have retained participants beyond regular
eligibility expiration dates in order to keep their enroll
ments up.

Some Texas Prime Sponsors have indicated that placement is not a
top priority but is one of three or four goals most sought after.
Even if local Prime Sponsors want to emphasize placement, national
objectives may hinder them. What are the underlying goals of the PSE
program? How can the Department of Labor encourage Prime Sponsors to
work for transiton?
1.
2.
3.

What are the objectives of PSE?
Is placement an objective?
If so, is it a local priority option or an understood federal
intention?
How can PSE focus on eventual transition and still serve the
targeted disadvantaged groups?
What . reconciliation of these
two objectives has occurred in your area?
The objectives of providing incane transfers and serving dis
advantaged groups indicate that PSE may serve a welfare
function as well as an employment and training function.
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4.
S.
6.

2.

Might there be a need for a PSE program without time limits
on participation to serve this purpose?
On the other hand should PSE be totally countercyclical?
What are top local priorities in your area?
What incentives
would lead you to emphasize transition as a major concern?
Is there a trade-off between speedy implementation of PSE
programs and transition potential?
How have you reconciled
the objective of enhancing employability with the national
move towards reduction of unemployment through rapid direct
job creation? What would you do about employability enhance
ment if you were allowed more time by hiring schedules?

USING PSE FOR EMPLOYABILITY DEVELOPMENT

Public Service Employment programs serve individuals with a wide
range of backgrounds and skills. Many of them however, have limited
work experience and may be considered unemployable by potential
employers. The PSE experience may enhance future employment possibil
ities for these individuals by developing work habits, building a work
record, training in marketable skills, the establishment of contact
with potential employers, and the exposure to career opportunities.
One way of serving a diverse clientele is to divide it into like
groups. Some Texas Prime Sponsors enroll patticipants under particu
lar Titles on the basis of personal characteristics. This practice
has resulted in 50% of the Title VI Special Projects participants
being high school dropouts.
Some Primes indicate that this group is
prone to tardiness and inability to get along well with other employ
ees. Employers in Texas have infonned us that a positive attitude and
dependability are two important work habits they consider in hiring
entry level employees. Assigning participants to Titles on the basis
of similar characteristics encounters a problem when program elements
are also divided by Title. Individuals with poor work habits may
wind up in Title VI while the traditional means of developing work
habits, prevocational training, is included under Title I.
Along with building a job record, fonning positive work habits
and establishing contacts, the time spent on PSE may be used to pro
vide participants with marketable job skills. Sane employers require
only a pos1t1ve work record for entry level employees.
Others may
desire basic education and specific job skills as part of the package.
Classic delivery tools for these items are classroom training and on
the-job training of sane sort. An underlying requirement for employ
ability enhancement through skill development is a mesh of employer
needs and program elements.
Unique approaches to employability enhancement may depart from
the traditional delivery mechanisms. Several city departments in one
Prime Sponsor area allow the PSE participants to "try out" different
jobs before settling down into their work situation. This added expo
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sure to different jobs enhances the PSE experience, as well as the
participant's employability. Another area relies on pre-vocational
training program to improve work habits and attitude as well as to
teach check writing, household budgeting and personal goal fonnula
tion. This program is mandatory for Title I participants and optional
for participants in other Titles.
1.

2.

3.

4.

5.
6.

7.
8.

3.

How do employers define employability in your area? Is this
the same as the CETA staff definition? Which program ele
ments do you feel can be most successful in enhancing the
employability of PSE participants?
In Texas, Title VI Special Projects participants were the
least job ready of all PSE part1c1pants.
What special
efforts have you made in enhancing their employability and
placing these a other low skilled clients?
Is it feasible and desirable to sequentially link PSE and OJT
program components? In such a program work habits and expe
rience might be picked up 1n PSE and actual job skills ac
quired under OJT.
Have you been able to canbine Title I training programs with
PSE under other Titles? Specifically, how does this work in
your program? What problems must be overcane when activities
are used concurrently? Is paperwork a problem? Might a uni
fied PSE program under one Title be desirable and feasible?
Have you been able to enhance employability through work ex
perience alone?
What type of agency and supervision has
proven the most effective in employability enhancement?
What has been your experience with prevocational training?
Should this training include basic education and personal
management skills? Should it be canpulsory?
Should it be
operated prior to or concurrently with regular PSE activi
ties?
Is it feasible or desirable to use the 15% administrative
cost to provide training under PSE?
Should PSE be used to
develop job skills?
What unique approaches have you used in improving clients'
chances for eventual placement? Are these approaches adapt
able to other Prime Sponsors?

ABSORPTION BY THE PUBLIC SECTOR

Public agencies and non-profit private corporations act as the
host environment for Public Service Employment.
They utilize PSE
workers to serve unmet canmunity needs and to satisfy sane of their
internal staffing needs. PSE participants acquire first-hand know
ledge of the public sector and develop skills that are applicable to
that sector. Because of this relationship, absorption into the public
sector has been the most successful fonn of placement in local areas.
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In the Rio Grande Valley, poor econanic conditions exist in the
private sector. The greatest expansion in employment is occurring in
the public sector. Nationwide, however, the growth of the public
sector has slowed down.
In another part of Texas a city personnel
director estimated the city would be able to absorb only 10% or less
of the PSE participants presently with his city. This percentage will
probably shrink as a positions are filled.
Future reliance on the
public sector as source of placements must be based on local employ
ment estimates. The public sector cannot continue to absorb great
numbers of PSE participants.
In one Texas city government, PSE participants were notified and
encouraged to apply when jobs opened up. Because of the provision
concerning most disadvantaged, a relatively large minority population
existed in the Title VI Special Projects contingent. The city person
nel director felt that this situation gave him a chance to screen
minority workers for pennanent positions.
This affirmative action
screening allowed him to hire black and hispanic workers who had
already estblished themselves in the organization.
A question raised concerning absorption into the public sector
was whether a worker's chance of absorption is affected by the CETA
Title under which he was enrolled. A related question is the extent
to which 'skimming' occurs. Placement emphasis may be placed on job
ready PSE enrollees at the expense of those who came to the program
least prepared for unsubsidized employment.
Finally, Public Service Employment has an impact on public
employee labor unions. Labor unions may want to increase membership
by enrolling PSE workers. Once enrolled does the union provide full
benefits to th PSE participant?
Does the union have a stake in
placement of the PSE union member or does the union welcane initial
dues and leave the new member to fend for himself?
1.

2.

3.

4.

How is PSE used by the public sector - as a screening device,
cheap labor source, an affirmative action program, or a
ccrnbination of the three?
How can PSE be utilized as a
vehicle of affirmative action for local governments?
How might Prime Sponsors better prepare PSE participants for
public sector absorption?
Many PSE slots are at low skill
levels. Might skill training be useful for absorption in the
public sector?
Is there so much reliance on the public sector for absorption
that the public employers are unable to absorb future PSE
participants?
What unique features of your program spread
placements to both private and public sectors?
What are the barriers to absorption of PSE participants by
the public sector? The president of the American Federation
of State, County, and Municipal Employees recently stated
opposition to PSE.
How might public employee locals be won
over? How can other barriers be overccme?
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s.

4.

Some school districts and not-for-profit human service corpo
rations continue to absorb PSE participants.
Will this
source of employment grow in importance? Do you deal with
this type of employer in a different way than other local
governmental agencies?

PRIVATE SECTOR LINKAGES WITH PSE

In tenns of absolute numbers of jobs the private sector provides
the greatest potential for pennanent employment of PSE participants.
Recognizing this, Secretary of Labor Ray Marshall proposed a special
private sector initiative. This $400 million initiative is intended
to turn the CETA system frcm its too heavy reliance on the public sec
tor to the much larger private sector where most jobs will be found.
The new legislation calls for the fonnation of private industry
councils to enhance the linkage between CETA staff and the private
sector. It is unclear whether this council will be ccmposed of the
same business representatives that serve on the Manpower Advisory
Planning Councils and whether the council will augment or replace the
MAPC. The representation of the business and labor ccmmunity on the
MAPC's in Texas has not in itself guaranteed strong linkages with the
private sector.
Previous efforts by CETA to establish a workable relationship
with the business ccmmunity have not been received well by the
business canmunity. The fact that high level local elected officials
have not been involved in most areas has caused private employers to
question the prime sponsor's ccmmitment to placement in the private
sector.
Where this high level commitment has been present staff
efforts at placement have been more successful.
Despite membership on the MAPC many business and labor representa
tives were unaware of the operations of the CETA/PSE program. Private
employers in general have heard of CETA but have only a vague notion
of what services it provides to participants. It has been suggested
by Texas Primes that CETA staff conduct infonnative workshops for the
private sector and develop a marketing approach to 'sell' the idea of
hiring PSE participants.
The administration revision of the CETA legislation seems not only
to imply a focus on trans1t1on, but also to indicate a preference as
to where the placement should occur. Present reporting methods do
not include a data item related to type of placement.

1.

Will the proposed private industry councils be different frcm
the present Manpower Advisory Councils? How might the pri
vate industry councils be used to increase placement opportu
nities in the private sector?
How will this additional
council fit in your program?
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2.

3.

4.

S.
6.

7.

8.
9.

S.

Has your advisory council served to infonn the private sector
about the CETA program?
How might their participation be
made more useful and infonned? What rank in the corporation
do individual business
representatives
have? Does the
business coonnunity take the MAPC seriously?
Have you been able to effectively utilize local elected
officials in your attempts to involve the private sector in
placement activities? How were they utilized - substantively
or primarily politically?
How may Prime Sponsors tap the resources of labor unions for
employment and training purposes? Have you been able to tie
into apprenticeship programs? Do the unions feel threatened
by PSE workers?
Would a private sector PSE program be feasible and desirable?
How might such a program be implemented?
What is the general feeling about "government" programs in
your area? What have you done to communicate the positive
aspects of hiring PSE participants to the business coonnunity?
How might Prime Sponsors "sell" the program to private
industry?
Because PSE is located in the public sector, job skills may
not be directly transferred to the private sector. How might
Prime Sponsors utilize labor market infonnation to increase
the likelihood o the transferability of job skills?
Should financial incentives be offered to private sector
employers to encourage them to hire PSE participants?
Should new reporting methods be developed to follow-up on
which sector participants were placed in? Does it matter
whether a participant is placed in the public or private
sector? Which do you prefer?

PLACEMENT PROBLEMS

CETA/PSE programs are designed to fill a gap created by inade
quate demand for workers, and/or workers lacking necessary qualifica
tions for available jobs. Some of the factors hindering placement of
PSE participants in either private or public unsubsidized jobs are
1isted here.
inappropriate or inadequate job skills
poor work habits
unfavorable public image of government employment programs
lack of mobility among PSE participants
security within the PSE environment
lack of knowledge of temporary nature of PSE
policy and procedural disincentives to placement
administrative uncertainty concerning responsibility for place
ment function.
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Despite a large number of former PSE participants in one Texas
Prime Sponsor area, many employers claimed there was a labor shortage.
As noted above, some industries require particular job skills in entry
level employees.
If potential employees do not possess these skills
they are useless to the employers and will probably not be hired.
:Employers also have a fixed range of work habits that potential
employees must have in order to appear attractive. Poor work habits
among PSE participants were cited as a problem for placement by most
Texas prime sponsors.
Popular impressions of government employment programs are of
shovel leaners or indictments for misuse of funds. The perceptions of
the Prime Sponsors, employing agencies within the CETA system, and PSE
participants themselves is often that PSE jobs are meaningless and
filed by secondary workers. In one Texas Prime Sponsor PSE workers
were separated from regular city employees not only by benefits re
ceived, but also by the color of their unifonns. In addition Title VI
Special Projects participants were granted even fewer benefits and
wore yet another color of unifonn! Perceived as second class workers,
PSE participants are placed in unchallenging work stations under
supervisors who are convinced they have limited abilities.
Such
treatment works counter to employability enhancement and decreases the
chances of PSE participants for future placement.
In several areas PSE participants do not own automobiles and they
have personal ties to their home.
This twofold lack of mobility may
prevent them from seeking employment in another county or even across
town. In areas without public transportation it also inhibits their
participation in the labor market.
In some parts of the country prevailing wage rates are extremely
low. In these areas wages paid to PSE workers may exceed the prevail
ing wage rates in the area. One job developer told us that PSE parti
cipants were willing to work for less money under CETA than they might
obtain by entering the unsubsidized labor market. His reasoning was
that the CETA support system provided a buffer between the employer
and the employee. This tended to give the PSE participants a sense of
security that they had not previously experienced.
The :Employment Service in several Texas Prime Sponsor areas may
detennine eligibility and refer participants directly to work sta
tions. Whether or not this occurs, participants often identify with
the work station rather than CETA. Without counseling or other con
tact with the Prime Sponsor some of them even forget they are involved
in a temporary public service employment program.
Without advance
notification of their program expiration date participants may not
know when to actively seek unsubsidized employment on their own
behalf.
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The conflicting objectives addressed in the first section serve
as a disincentive to placement.
Pressure to meet and maintain hiring
schedules and the emphasis placed on planned and actual enrollments
may cause counselors to shy away frcm tenninating participants. lbese
same pressures may result in the ground level CETA staff being too
busy to deal with placement activities.
Finally, the responsibility for placement has not been clearly
assigned to any agency or posLtLon.
Sane staff members suggested
placement be made a function of an expanded OJT job developer within
the CETA staff. Others felt it should be decentralized and handled by
individual counselors on a case by case basis. Still other members of
the same Prime Sponsor CETA staff felt placement should be the respon
sibility of the Employment Service.
1.
2.

3.

4.

5.

What are the major barriers to placement of PSE participants?
How can these barriers be sunnounted?
What might be done to involve the participants in placement
on their own behalf? Sane suggestions include advance noti
fication of expiration date to remind participants of the
temporary nature of PSE and allowing participants to take
paid time for job interviews.
Are Prime Sponsor staff so overworked that they cannot give
adequate attention to placement? Which of the three adminis
trative assignments of the placement function sound most
applicable to your area? Would any rearrangement of function
or creation of new positions help to lighten the load? One
example might be a high level clerical position designed to
handle counselor's paperwork.
Does the CETA system provide too much security for PSE parti
cipants or is this a myth?
If it does, how does it? What
have you done to spur perfonnance and fonnulate career goals
among participants?
How might the Department of Labor encourage Prime Sponsors to
improve placement records?
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UNIVERSITY OF HOUS1,0N
Institute of Labor and Industrial Relations
COiiege of Business Administration
Houston, Texas 77004
Are• Code 713, 749-3755

-TRANSMITTAL MEMO
SUBJECT: Prime Sponsor Recommendations Resulting from the Cross Regional CETA
Prime Sponsor Forum on Public Service Employment CPSE)
A CETA Prime Sponsor Forum on PSE was held April 17-19, 1978, In Austin, Texas.
This Forum was sponsored by the UnlversJty of Houston (Institute of Labor and
Industrial Relations> and the University of Texas (LBJ School of Public Affairs)
In cooperation with the ETA Dallas Regional Office. Twenty-four Prime Sponsors
representing nine regions attended. These attendees, primarily CETA Directors
end PSE Program Directors, were selected for attendance by their respective
regional offices based on their PSE program performance. Their concerns end
reconvnendatlons are extremely relevant to the Congressional discussions currently
underway regarding the CETA reenactment. These recommendations, representing e
consensus of the 24 attendees based on their experience and their concern for
the CETA participant, are attached for your consideration.
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A CETA Prime Sponsor Forum on PSE was held April 17-19, 1978, in
Austin, Texas. In attendance were twenty-four prime sponsor represen
tatives fran throughout the country recanmended for participation by
their respective regional offices and staff fran three different
regional offices.
The Forum was sponsored by the University of
Houston (Institute of Labor and Industrial Relations) and the Univer
sity of Texas (LBJ School of Public Affairs) in cooperation with the
ETA Dallas Regional Office.
The sponsors were asked to share their
program experiences
both successes and problems. The tone of the
discussions was consistently constructive - focusing on how to improve
PSE programs for the benefit of the CETA participant.
The overriding concern of all the sponsors during the Forum was the
individual PSE participant-:- the fact that the present services pro
vided were inadequte in preparing the PSE participant for unsubsidized
employment
and this was considered far more important than the
operational and political pressures experienced during the enormous
PSE build-up.
The sponsors attending the For1.llll reported that the majority of parti
cipants in their Title VI projects are the structurally unemployed 
persons with extensive needs for employability development services 
but whose needs are not being met due to the Title VI design and
budgetary limitations.
The sponsors were well aware of the need for
filling the PSE pos1t1ons quickly to meet the national mandate that
PSE would be a faster job creation device than alternative fonns of
fiscal stimulus.
However, this build-up had an adverse effect on
quality assessment. Now the sponsors feel a strong local responsi
bility for ultimate placement for the PSE participant (regardless of
the regulations position that there is not transitioning requirement
for Title VI project participants) but they are unable to provide the
critically needed employability services to insure successful transi
tioning into unsubsidized jobs.
Their genuine concern for the individual PSE participant and their
sincere interest in better progrannning is reflected in their recanmen
dations.
PROBLEM:

THERE IS INSUFFICIENT EMPHASIS ON EMPLOYABILITY DEVELOPMENT
IN THE DESIGN AND IMPLEMENTATION OF TITLE VI FOR THE ELIGI
BLE INDIVIDUALS SERVED.

Current Title VI program design does not lend itself to employability
development and placement since the key objective of the legislation
was job creation as a means of countercyclical econanic stimulus. The
sponsors who attended the forum cited a significant need for employ
ability development among the population they are serving through
Title VI. In fact, they estimate that of the participants they serve,
approximately 75 percent are structurally unemployed, that is, lacking
critical skills to obtain and hold a job. Further, the prime sponsors
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do not, 1·h ave sufficient available ·funds to provide the services and
training to impart these skills. Title I funds are stretched to their
limit.
Despite increased needs for serving and training the new
influx of structurally unemployed under the recent PSE build-up, Title
I funding levels have remained almost constant in real dollars.
Further, these funds are already canmitted to serving existing Title I
participants and eligibles - in part out of practical and political
necessity and in part to confonn to DOL reuglations such as the "hold
hannless" provision for continuing youth activities.
There is the need for stability and clarity in the legislative intent.
If the intent is for an inccme maintenance program to be on-going
until the econany improves and not for employability development, this
should be clarified.
If, however, the intent is employability
development and placement, the existing program design must be modi
fied.
RECOMMENDATION:
Forum participants recanmended two clearly distinguished types of PSE
programs: one for the countercyclically unemployed and one geared to
the structurally unemployed. Each type of program should be coherent
ly designed. Thus, for example, the program for the structurally un
employed should clearly reflect the reality that certain participants
need and should receive employability development services. In such a
program, language mandating "no less than 85% to be used for wages and
fringe" should be changed to provide the prime sponsor with more
flexibility to expend funds for needed employability development
services according to local participant needs. The new legislation
should clearly specify the different objectives for each of the two
canponents of the PSE program.
PROBLEM:

THERE IS INSUFFICIENT PRIVATE SECTOR INVOLVEMENT IN PSE

There is a need to increase and improve the private sector involvement
in CETA, especially with respect to public service employment.
The
concern of the Carter Administration is evidenced by its proposal for
Private Sector Initiatives (including Private Industry Councils) in
Title VII of the proposed CETA legislation.
RECOMMENDATION:
Forum participants universally favor improving linkages with the
private sector. However, local prime sponsors prefer to be pennitted
options regarding the design and implementation of private sector
initiative. Several expr~ssed doubts about the effectiveness of the
Administration's proposal for PIC's.
The general sentiment of the
group was to avoid establishment of PIC's as separate entities; rather
PIC's should be integrated into existing programs and advisory struc
tures. Sane proposed increasing the percentage of private sector re
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presentation in the present Manpower Advisory Planning Council (MAPC).
Others suggested that the PIC should be incorporated as a subccmmittee
of the MAPC.
In addition, several approaches were suggested and generally agreed
upon to motivate interest of private finns to hire PSE workers and to
assist PSE participants to secure and maintain unsubsidized private
sector jobs.
help the private sector meet its affinnative action responsibi
1ities
- conduct screening and make available training for upgrading if
the private sector employer has made a commitment to hire
- provide funds to the private sector for the training of super
visors
- offer OJT slots tied to PSE placements
Although the need for more private sector involvement was universally
recognized and several prime sponsors had specific suggestions, there
was no consensus on specific means, mechanisms or incentives to
improve private sector involvement.
DOL'S STYLE OF COMMUNICATION AND PROGRAM MANAGEMENT UN
NECESSARILY ALIENATES LOCAL SPONSORS AND OPERATORS WHO WOULD
PREFER TO WORK AS A TEAM.
Canmunication fran DOL's national and regional levels is perceived as
restrictive and negative. It is management by mandate, generally in
response to crisis. In many cases a directive or regulation is the
result of mismanagement in one or a few prime sponsor areas. This re
action penalizes prime sponsors throughout the country.
Such as
system emphasizes negative feedback causing alienation and morale pro
blems among local prime sponsor staff. There are few, if any, rewards
for outstanding performance. Also, no matter how enlightened in con
ception, mandates tend to be inflexible in practice and thus often in
appropriate to at least sane local areas.
RECOMMENDATION:
DOL should take care of specific problems through their contract
canpliance role instead of penalizing all of the primes through addi
tional regulations/issuances which limit flexibility and local deci
sion making.
DOL should examine ways in which to "reward" the prime
sponsors for program successes. A letter, personally addressed to the
staff director with carbon copies to local elected officials, would be
sufficient in sane cases. The forl.ml attendees suggested several other
possible rewards for superior perfonnance.
For example, in sane
cases additional funding may be an appropriate reward; in others, it
would not. Providing increased local flexibility might also convey an
appropriate positive message from DOL to prime sponsors who have

- 94 

proven that they can be trusted to wisely implement employment and
training programs effectively and appropriately in their local areas.
'llle group acknowledged the difficulty which DOL officials face in
giving favorable overall rating to prime sponsors and that such
tributes may be later used against DOL in proceedings to deobligate
funds or to remove prime sponsor designation fran a particularly poor
perfonner. However, there would appear to be roan for favorable and
encouraging feedback for discrete program successes.
PROBLEM:

DOL REGIONAL OFFICE FEDERAL REPRESENTATIVES HAVE CONFLICTING
DUAL ROLES.

DOL regional personnel are currently responsible for conflicting
functions - the audit/canpl iance function and for technical assistance
- resulting in neither being carried out effectively.
RECOMMENDATION:
DOL should separate the staff responsibilities for technical assis
tance and audit/canpliance activities. The Fed Rep would then be more
inclined to provide the technical assistance to the Prime Sponsor.
This relationship would provide a more conducive atmosphere for
constructive program improvement. In addition, the contract canp
liance role would then be more effective in investigating and rectify
ing mismanagement problems in specific prime sponsor areas.
PROBLEM:

CUMBERSOME REPORTING AND MANAGEMENT INFORMATION PROCEDURES
INHIBIT WORTHWHILE PROGRAM ACTIVITY.

Excessive reporting (sponsors are required to produce dozens of
reports for DOL each quarter) and report categories which do not
accurately reflect the programs atthe local level. There are disin
centives to moving participants to other CETA titles, even when it
would benefit the individual, because the reporting of such transfer
negatively distorts the measures used by DOL to assess sponsor perfor
ance.
RECOMMENDATION:
The Prime Sponsors support DOL's efforts to streamline the reporting
and their efforts to limit paperwork requirements.
The sponsors
recommend that DOL carefully review all required reports and try to
eliminate report categories which have questionable value and distort
infonnation relating to the program content and effectiveness. RECOM
MEND THAT DOL CONSIDER REPORTING BY THE PRIME SPONSOR'S TOTAL CETA
SYSTEM RATHER THAN BY DISCRETE TITLES.
PROBLEM:

THERE IS NO FLEXIBILITY REGARDING TRANSFER OF FUNDS FROM ONE
CETA TITLE TO ANOTHER.

- 95 

RECOMMENDATION:
The Prime Sponsors represented at the Forum reccmmended a "conversion
clause" which would allow them to transfer funds according to local
conditions fran one title to another if the funds could be spent more
effectively under another title.
PROBLEM:

DOL SEEMS MORE CONCERNED WITH PROCESS THAN PROGRAM RESULTS.

The Prime Sponsors perceive DOL is preoccupied with process reporting,
i.e., numbers enrolled, characteristics of part1c1pants, and numbers
enrolled, by activities. Less concern seems to be exhibited regarding
results achieved for the participants.
RECOMMENDATION:
The focus of DOL should be shifted fran process to output achieved.
The desired output fran the CETA system (and the individual titles of
CETA) should be agreed upon, in principle, at the national level, and
in specific tenns in the prime sponsor annual plans. Employment and
training officials at all levels should work toward achieving those
output goals utilizing the most reasonable approach for their local
social and econanic environment.
PROBLEM:

LACK OF AWARENESS OF THE INNOVATIVE PROJECTS AND WORTHWHILE
ACTIVITIES CREATED IN PUBLIC SERVICE EMPLOYMENT.

There are considerable numbers of non-traditional public service jobs
being developed throughout the country, despite the lack of incentives
to engage innovative approaches to PSE, yet few sponsors know about
them. The organized processes currently being used to disseminate in
fonnation regarding successful ideas/approaches are not perceived as
adequate or effective. Fellow prime. sponsors and program operators 
not to mention the general public - are simply not aware of the worth
while activities operating under CETA Public Service Employment.
RECOMMENDATION: .
Prime Sponsors should be encouraged to engage in innovative PSE activ
ities; further, they should be allowed the flexibility in programming
necessary to accanplish their ideas.
Benefits that could accrue to
both DOL and the sponsors include, but are not limited to:
- job creation would be limited only by imagination
developing non-traditional public serv1ce jobs would control
substitution and would control wages
- creating newly defined jobs
In order for innovative actions to benefit other sponsors, an effec
tive nationwide mechanism to disseminate experiental infonnation
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should be established by DOL. In addition, DOL should have rewards
and incentives built in to recognize these new approaches.
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LIST OF PARTICIPANTS
NATIONAL CETA PRIME SPONSOR FORUM
ON PUBLIC SERVICE EMPLOYMENT
AUSTIN, TEXAS
APRIL 17-19, 1978

Representatives fran CETA Prime Sponsors
Ola Anderson, PSE Manager
2002 Burt St. Omaha Consortium
Omaha, NE 68102

Suren Dutia, Director
Alameda County Training and
Employment Board
22738 Mission Blvd.
Hayward, CA 94541

Lori Annunziata, PSE
Administrator
Orange County CETA
255 Greenwich Avenue
Goshen, NY 10924

Frank Esser, PSE Manager
Black Hawk County Courthouse
604 Mulberry Street
Waterloo, IA 50701

Patricia Bamberry, CETA Director
Washtenaw County
212 South 4th Street, 2nd Floor
Ann Arbor, MI 48108

Vida Evelyn, PSE Administrator
Bergen CAP-Manpower
90 Main St.
Hackensack, NJ 07601

Myrna Bower, Client Services
Specialist
Pueblo Manpower Administration
720 N. Main Str., Suite 320
Pueblo, CO 81002

Gail Fleischer, Technical
Services Coordintor
Executive Office of Economic
Affairs
Charles F. Hurley Bldg.
Government Center 4th Floor
Boston, MA 02114

Phyllis Cooper, PSE Coordinator
Baltimore Consortium
701 St. Paul Street
Baltimore, MD 71202

Bruce Greiner, Director
Chester County
F & M Building
Market & High Streets
West Chester, PA 19380

James L. Crosswhite, Planner
Peninsula Office of Manpower
2017 Cunningham Drive, Suite 300
Hampton, VA 23666

Elroy Kelzenberg, Director
Bureau of Employment and
Training
County-City Building, 10th Fl.
South Bend, IN 46601

Tom Dodson, PSE Coordinator
Colorado Springs Consortium
105 E. Vennijo, Suite 320
Colorado Springs, CO 80903
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Ray Meliza, PSE Manager
Mid-Williamette VAlley
Consortium
1600 State Street
Salem, OR 97301

William Skeen,
PSE Coordinator
RAMPS
1113 West Moore Street
Richmond, VA 23220

Gloria Miller, Director
Multli-County Human Resources
Corporation
Mercer County Consortium
P.O. Box 402
Meadville, PA 16335

Charles Tetro, Director
Penobscot County Manpower
Administration
Symphony House
166 Union Street
Bangor, ME 04401

E. Chris Montano, Deputy Director
City of Albuquerque CETA
302 6th Street, S.W.
Albuquerque, NM 87103

Charles Thanas
CETA Administrator
Cumberland County
P.O. Box 457
Bridgeton, NJ 08302

Ann Penfield, Director of PSE
Programs
Southwest Indiana Manpower Consortium
Roan 219, Administration Building
Evansville, IN 47708
Fred Radlmann, CETA Administrator
Morris Count CETA
County Administration Building
Morristown, NJ 07960
Wayne Robertson, Director
Ventura County CETA
Public Social Services Agency
3161 Loma Vista Road
Ventura, CA 93003
Judith Sardo, PSE Coordinator
Kansas Department of Human Resources (BOS)
P.O. Box 1556
Topeka, KS 66603
Tom Schneider, Director
Erie County Department of
Employment and Training
Courthouse, First Floor
Erie, PA 16501
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Regional Office Representative
Lesa Becker
Region III, U.S. Department of Labor
Employment and Training Administration
P.O. Box 8796
Philadephia, Pennsylvania 19101
Dick Brunner
Region V, U.S. Department of Labor
Employment and Training Administrator
230 South Dearborn Street
Chicago, Illinois 60604
Ray Poet
Region I, U.S. Department of Labor
Employment and Training Administration
J.F. Kennedy Building
Government Center
Boston, Massachusetts 02203
Others
R.C. Smith
MDC, Inc.
Box 1057
Chapel Hill, N.C. 27514
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