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U.S. COMMISSION ON CIVIL RIGHTS 

The U.S. Commission on Civil Rights is a temporary, independent, bipartisan 
agency established by Congress in 1957 and directed to: 

• Investigate complaints alleging that citizens are being deprived of 
their right to vote by reason of their race, color, religion, sex, or na
tional origin, or by reason of fraudulent practices; 

• Study and collect information concerning legal developments con
stituting a denial of equal protection of the laws under the Constitu
tion because of race, color, religion, sex, or national origin, or in the 
administration of justice; 

• Appraise Federal laws and policies with respect to equal protection of 
the laws because of race, color, religion, sex, or national origin, or in 
the administration of justice; • 

• Serve as a national clearinghouse for imformation in respect to denials 
of equal protection of the laws because of race, color, religion, sex, or 
national origin; 

• Submit reports, findings, and recommendations to the President and 
Congress. 

MEMBERS OF THE ·COMMISSION 

Arthur S. Flemming, Chairman 
Stephen Horn, Vice Chairman 
Frankie M. Freeman 
Robert S. Rankin 
Manuel Ruiz, Jr. 
John A. Buggs, Staff Director 
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Exhibit No. 1 

COMMISSION ON CIVIL RIGHTS 
ILLINOIS 

Notice of Hearing 
Notice is hereby given, pursuant to the 

proyi,-ions c:>f the Civil n!•.:hts Art of 1957. 
71 Stat. G34, as umcntlccl, that a public 
hc:tring of the U.S. Cl>mmission on CiYil 
n.ights will commc:K·e on June 17, 1!.t74,, 
and that an executive sessioi1, if app~·o
priatc, ,vm be conn,n,,d on June 16. H!,4, 
to be held at the Univenity of Iilinois. 
Circle Campus Center, 750 South Hal
stead, Chica~o. Illinois. 

The purpo.;cs of the hearing is to col
lect information concerning legal de
velopments const-ituting a denial of cqu,11 
protection of the hws under the Con
sf.ituLion JJeca.use of se:-= which ·affc-ct. t.hc 
economic status o.f women, particuhrly 
concerning public nssi:;tance, employ
ment in job training progr::uns and low 
paying jobs, child care, and the incc:ne 
securit)· of retired womc11; t.o appraise 
the laws and policies of the Federal Go,·
erument with respect to denials of equal 
protc-ction of the lm•:s under the Con:,ti
tuUon because of sex which affect the 
economic status of women, particularly 
·concerning public assistance, employ-.. 
ment in job training programs and lo'<; 
paying jobs, child earn, and the income 
security of retired women; and to di~
sc-minat-e infor'mntion Y.'it,h respect to 
c!enials of equal protection of t!1e h,\~-s 
because of ~ex in the fieids or nublic 
assistance, job training, employment in 
low paying jobs, child care, and pension;, 
and social security. 

Dated at Washington, D.C., May 14,
1974. •• 

ARTHURS. FLE!lt:r.IING, 
Chairman. 

(FR Doc.74-11340 Filed 5-15-74;8:45 nmJ 

FEDERAL REGISTER, VOL. 39, NO. 96-THURSDAY, MAY 16, 1974 

]?age 17465-
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Exhibit No. 2 

Women and Poverty, staff report of 
the U.S. Commission on Civil Rights, 
June 1974, is available separately 
from the Commission. 
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Exhibit No. ll 

DREW Publ'ication No. (SRS) 75-03200 
NCSS Report D-2 (7/74) 

Am TO FAMILIES WITH DEPENDENT CHILDltEN: 
STANDARDS FOR BASIC NEEDS, 

JULY 1974 

U. S. DEPARTMENr OF HEALTH, EDUCATION, AND WELFARE 
Social and Rehabilitation Service 

Office of Information Sciences 
National Center for Social Statistics 

January 1975 
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AID TO FAMILIES WITH DEPENDENT CHILDREN: 
STANDARDS FOR BASIC NEEDS, 

.JULY 1974 

INTRODUCTION 

The Social Security Act provides for Federal financial participation in money 
payments under the prcgram of aid to families with dependent children (AFDC) 
to specified types of "needy" children deprived of parental ■upport or care. 
The Act requires that income and resources must be considered in determining 
need 1/ but does not specify a standard or level of living to be used by a 
State-in administering its assistance program. Consequently, each State is 
responsible for defining the level of living that is used to determine who 
is eligible in relation to the 11111ounts of payments families are to receive. 

States generally define requirements of applicants and recipients under their 
assistance program in terms of number, kind, and cost of specified consumption 
items to be included in assistance budgets. These standards, as well as 
policies governing consideration of a family's income and resources other 
than assistance, must be applied uniformly throughout the State or uniformly 
in areas with local price differentials to all families in similar circumstances. 
The difference between the total cost of the requirements defined as necessary 
by a State to maintain its assistance standard of living and the amount of 
income and other available resources is the amount of the family's need. 

All States recognize food, clothing, shelter, and fuel and utilities as "basic" 
consumption items--that is, items needed by everyone. Most States also include 
such items as personal care, medicine chest supplies, and household supplies, 
and some States consider additional items to be needed by all persons. In 
addition to basic needs, many States recognize "special" needs that arise for 
some persons under specified circumstances, e.g., needs for special diets. To 
some extent, a State's fiscal ability to support needy persons is reflected by 
the consumption items included in its standard for requirements and by the 
amounts established as costs of these items. 

1/ Certain exceptions to this general requirement are defined in the Social 
Security Act. 

"'This report was prepared by Maurice Ellis with the assistance of 
Helen M. Wells, National Center for Social Statistics. 
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In some States, money payments to families are made below the amounts of 
determined need due to insufficient funds. Assistance payments in these 
States are limited by maximums or other methods of reduction. 1:./. Each of 
the tables shows for the specified type of family, "Full standard" (col:umn 1); 
the "Payment standard" (column 2), defined below; and the "largest amount 
paid for basic needs" (column 5). 

It should be noted that evaluation of State percentages and comparisons of 
individual States should take account of the fact that a State meeting less 
than need in full but having a high cost standard may provide a substanially 
higher level of aeeietance that a State meeting need in full with a lower 
standard. 

Past annual releases for July have'included cost standards under publi~ 
assistance programs that provided aid to aged and disabled persons -- Old Age 
Assistance, Aid to the Blind, and Aid to the Permanently and Totally disabled. 
For all States and the District of Columbia, these programs were transferred 
in January 1974 to the new Federal Supplemental Security Income Program 
administered by the Social Security Administration. 

J} See NCSS series of reports D-3 "Aid to Families with dependent children: 
State maximums and other methods of limiting money payments." 
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DEFINITIONS AND REPORTING PROCEDURES 

The attached tables were derived from annual reports submitted by State 
public assistance agencies on the standards for basic needs that were in 
effect as of 3uly 1974. For each State, the monthly amounts shown relate 
mainly to the largest urban or highest cost area within the State. These 
monthly amounts represent: 

1) The full standard is the amount of money recognized by a State as 
the level required monthly for meeting basic needs (including shelter) 
for a family of specified size.• It is this amount with which income 
from all sources, after application of income allowances and disregards 
provided by law, is compared to determine initial financial eligibility 
for AFDC. Use of a full standard for determining eligibility is 
mandatory upon the States. 

2) The payment standard is the amount of money from which is deducted 
the "income available for basic needs" (total income less income 
allowances and disregards provided by law) to determine the amount 
of the AFDC payment for a family of specified size. The payment 
standard may be equal to or less than the full standard. 

3) The largest amount paid for basic needs: 
Thia is the largest monthly.amount that can be paid under State 
law or agency regulations to the specified assistance flllllily. 
For a family with no other income, this is the total payment to 
meet basic needs. 

Information on the full standard for basic needs, where this is different 
from the payment standard, was reported for the first time in 3uly 1970. 

Reporting procedures 

States reported their standards for basic needs and the largest monthly 
amount that can be paid for basic needs for the specified types of 
assistance families. The assistance flllllilies covered in this release 
are: (1) a family of two and (2) a family of four. The amounts reported 
assume that the families are living alone in rented quarters and need an 
amount for rent that is at least as large as the highest amount the State 
allows for this item. 
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Cost of rented shelter.--The great variation among and within States in the 
availability and cost of rented shelter for assistance recipients continues 
to be the most important limitation on the comparability of data on 
assistance cost standards from one point in time to another. 

As in the past, instructions to States for reporting rent allowances in effect 
as of July 1974 specified that the smounts reported should be the maximum 
amounts allowed if the State defines such amounts, or the fixed amounts 
allowed is- such smounts have been established. The instructions provided 
further that if neither maximums nor fixed amounts for rent have been 
defined by the St-ate, actual or estimated average amounts included in budgets 
for the specified types of assistance groups were to be reported. The 
tables indicate which States reported rent allowances on an "average" basis. 
As indicated previously, data shown in this releue relate msinly to the 
largest urban or highest.cost area within the State, i.e., New York City, 
New York; Philadelphia, Pennsylvania; etc. 

The data are StllllllSrized in tvo tables as follows: 

Table 1.--Aid to families with dependent children: Monthly smount 
for basic needs under full standard and payment standard and 
largest amount paid for basic needs for a family consisting 
of tvo recipients, by State, July 1974•. 

Table 2.--Aid to families with dependent children: Monthly amount for 
buic needs under full standard and payment standard and largeat 
amount paid for basic needs for a family consisting of four 
recipients, by State, July 1974. 

Also attached is a chart (listed below) concerning the full standard and 
largest amount that can be paid to a flilily including four recipients. 

Aid to families with dependent children: Pull DOUthly standard for basic 
needs for a family consisting 6£ four recipient• and largest amount that 
can be paid to such family, by State, July 1974. 



----

Tabla 1.•-.Ud to f..llloa vlth dependent children: ·Monthly llllOllllt for ba■ lc need■ nodar full standard and 
payment ■ tendard and largeat 8llOUl1t paid for ba ■ lc noeda for a fcdly conol ■ tlug of two recipient ■, 

by State, Jnly 1974 

Largest amount paidMonthly amoimt for ba■lc need■ for basic ueeda 

Payment ■ tendard !/ l'ercent of 
full a tandardState Full Other Amount for baste 

■ tandard 'total than II.ant needs in 
rent column (1) 

(1) (2) (3) (4) (5) (6) 

Alabama•••••• •••••••••••• $133 $73 $57 $16 $73 55 
Ala ■ka•a:••••••••••••••••• 300 300 (l/) c:m 300 100 
Arizona•• •••••••••••••••• 180 180 124 56 117 65 
.lrkan1a1••••••••••••••••• 195 195 155 40 105 54 
California••• ••.• •••• •••. 232 232 (l/) (l/) 212 91 
Colorado it••.••••••••••• - 164 164 86 4/ 78 164 100 
Connecticut }/. • ••• •• • ••. 223 223 (l/) -~/) 223 100 
Delavara•..•••.•••••••.•• 181 181 133 6 48 145 8D 
Di ■ trlct of Columbia••.•• 226 181 (l/) -(l/) 181 8D 00 
llorid••••••••••••••••• •• 143 143 81 62 98 68 

Ceorg1••••••••••••••••••• 161 161 121 40 85 53 
Guam.•••.••.••••••••••••• (l/) (l/) (JJ> (l/) (l/) (l/) 
Bava11•• ••••••••••••••••• 311 311 131 !:.I§./ 180 311 10D 
?dabo •••••• • ••• •• •••••••• 229 217 145 72 217 95 
Illinois ••••• •••••••••••• 196 196 (l/) <m 196 1D0 
Indiaaae ••••• • •• ••• ••. ••• 247 247 147 100 150 61 
Iowa•••• ••••••••••••••••• 234 234 174 60 184 79 
lana• ■ ••••••••••••••••••• 260 254 129 125 254 98 
Jtentucky,, •• •••• ••••••••• i46 146 110 36 107 73 
Louiaiana•••••••••••••••• 118 71 (l/) (l/) 71 60 

Haine,,•••••••••••••••••• 205 205 137 68 98 48 
Maryland.,,.••••••••••••• 192 148 102 46 148 77 
Ka11achu1att1 11•■ ••• ■ ••• 215 215 131 84 215 100 
M1cbiga11•••••••••• ••••••• 286 286 131 155 286 100 
HiDDe.aota ~/•• • • • • • • • • • • • 262 262 (l/) (l/) 262 100 
H111i11ippl, •• •• • ••• • ■ • • • 205 205 155 so 30 15 
Ki11our1••••••• •••• ••·••• 247 247 193 6/ 54 120 49 
Ho1ltana 1/, .. ............ 223 223 153 - 70 223 100 
ll'ebraska••••••••••••••••• 217 217 (l/) (l/) 210 97 
Hevac!a,, ••••••••••••••••• 229 140 (l/) (l/) 14D 61 

( continued) 



Table 1 (continued) 
•Kw 11.ampabir• • ••••••.••••
•Bev Jersey • • •••.••••••••• 

llev llexieo•••••••••••• ••.•Bev York•• • • •• •• • • •••• • •• 
Worth Car olina ••• • • • •• •••

•llorth D&Jcota 5/ .••.•••••••otito • ••• •• •••: •• ••• •• •• • • 
Oklahoma •••••••••• ·•••••• 
0r~soa••••••••.••.•.••••• 

• 
•Penn1ylvaaia••••••• •••• •• 

Paar to lico•• • • •• ••••. • •••I.bode I•land ••••• • ••••••• 
South Carol la.a.•••• •••• •• 
South Dakota•••••• • • ••• •• 
Tenneaa•••• ••••• ••• •• •••• 

• 

•Tex.a••••••••••·•••••••••••Utah•• · ••••••· •• ••••••••• 
Ver.>at •• ••••. •••• ••••••• 
Vlrgia Ialaod•••• •••••••• 
Ttrginla . •••• ••• •••••••••* 

•Waahiaatcn,•.••••••••••••• 
Veit Virginia••••• •••• ••••Viaconaln. · ••. ••• ·••••••••IIJoai"I••················ 

263 263 
235 235 
160 160 
268 268 
147 147 
200 200 
204 141 
155 155 
229 212 
243 243 

78 78 
226 226 
138 138 
248 248 
142 142 
115 86 
231 178 
292 263 
,2 92 

248 223 

236 236 
188 156 
323 292 
200 200 

-.»enotea State haa vholly or partially cooaolidated it• full 

138 125 263 100 
(1/) (1/) 235 100 
113 47 138 86 
150 6/ 118 268 100 

75 -4/ 72 147 100 
(1/) -(1/) 200 100 
(1/) (1/) 141 69 
(1/) (l/) 155 100 
114 !/ 98 212 93 
157 86 243 100 

58 20 31 40 
148 !/ 78 226 100 
94 44 n 54 

145 103 248 100 
109 33 99 70 

(1/) (1/) 86 75 
124 54 178 71 
154 109 263 90 

(1/) (1/) 92 100 
(1/) (1/) 223 90 

(1/) (1/) 236 100 
111 45 156 83 
162 130 292 90 

90 110 193 97 

ataodard. -

!/ Pa,-.nt atandard for the apecifh·d type of fniily living by ltaelf tn rented quarter• for which monthly rectal., ual••• 
othervla• lndleated, la at leaat a■ large a ■ th• ...1.. amount allowed by the State for thl• itea. 

2/ Data not reported.
It Allowance for ■ uaaer -,uth ■; viater allowance higher. 
4/ Utilitleo includod io rent. 
JI Include ■ recurrent ■ peclal neH1. 
!/ Eetiaated •••r•a•• 
11 !xcludee srant for apeclal need ■• '11tta grant waa included in the data pabliehed for July 1973. S•• monthly report 

IICSS-A2. 

Rote : Th• fall ■ tandard la the a.::,unt of aoney recognized by a State •• the level required aonthly for meeting baalc oel9d• 
(includirttt shelter) fnr a f■-tly of 91)ectfted eize . It h thta a.:,unt vith which tacone fro• .all aourcea, after 
application of lnco-e allovancea and dl ■ regard1 provided by lav, la compared to detenalne initial financial eligibUtt, 
for AFDC. U1e of • full et ■ ndard for determining eligibility i• m.andatory upon the States. 
The payment 1tandard 11 the amount of aoney from which i1 deducted the " income available for be1ic need," (total toa>Dt 
leas tncoiw allowance ■ and dlaregarde provided by lav) to deteralne the amount of the AFOC p•~nt for a f...tly of 
apectfled dze. the pa,-.nt etandard ..y be e,au.al to or le•• than the full etandard,. 
The lergeat amount paid 1• the total aontbly payment for ba■ lc need• made under State law or agency regulation ■ 

to faallie• with no other lncoae. 



Table 2,••Aid to families with dependent children: Monthly amount for basic needs under full standard and 
payment standard end largest amount paid for basic needs for a family consisting of four recipients, 

State 

Alabama,.,,,,, ..... , .. , .•. * Alaska••••.. , ............* Arizona............ •••••. 
Arkansas .•....... •··•• ••• 
California...............* Colorado :Jl .. ............* Connecticut §/ ..... , .. , ..* Delaware... , .........••.• 

*District of Columbia,.,,, 
Florida.................. 

*Georgia.... , ............. 
Guam, ....... ,, .. , ........ 

waii ......... , ......... 
Idaho .................... 

*Illinois ......... , ....... 
Indiana.................. 
Iowa••••••• ···•••·•••·••• 
Kansas •••••••...•••••.••• 
Kentucky, ................* Louisiana.... ,, ... , .. , ...* 
Maine,., ...... , .......... 
Maryland,,••••••,,,., .. ., 
Masaachuaetta 11, , .... , , • 
Michigan, ....... ,, ....... 
Minnesota §./ • ........ , ...* 
Miaaiaaippi..... , ...... ,. 
Hiaaouri .... •••• .. •• ..•• , 

*Montana :J/............... 
Nebraska................. 
Nevada...........••••.•••* 

Full 
standard 

(l) 

$225 
400 
282 
275 
347 
262 
332 
287 
349 
223 

227 
'J./) 
399 
314 
288 
363 
376 
343 
234 
203 

349 
316 
304 
400 
370 
277 
337 
274 
307 
329 

by State, July 1974 

Monthly amount for basic needs 

Payment standard !/ 

Other 
Total than Rent 

rent 

(2) (3) (4) 

~124 $102 22 
400 CJ/) IJ./) 
282 201 81 
275 235 40 
347 IJ./) /) 
262 171 4~91 
332 'J./) -~/) 
287 226 6 61 
279 'J./) -'J./) 
223 142 81 

227 181 0 46 
'J./) 'J./) IJ./) 
399 201 4/ 6/ 198 
298 226 - - 72 
288 IJ./) 'J./) 
363 263 100 
376 288 88 
332 207 125 
234 182 52 
122 (!/) 'J./) 

349 234 115 
226 180 46 
304 220 84 
400 24S 155 
370 IJ./) (!/) 
277 227 50 
337 283 §/ 54 
274 207 67 
307 (!/) IJ./) 
201 IJ./) IJ./) 

Largest amount paid 
for basic needs 

Percent of 
full standard 

Amount for basic 
needs in 

column (l) 

(5) (6) 

$124 55 
400 100 
184 65 
125 45 
311 90 
262 100 
332 100 
230 80 
279 80 
151 68 I-' 

0 
160 70 

(!/) IJ./) 
399 100 
298 95 
288 100 
250 69 
296 79 
332 97 
171 73 
122 60 

168 48 
226 72 
304 100 
400 100 
370 100 

60 22 
183 54 
274, 100 
280 91 
201 61 

(continued) 



Table 2 (continued) 
-

Kev Hampahire . ..... ... ... 346 

*Nev Jer■ ey ... .. ... .... . . . 356 
Nev Mexico . . ... . ... . .. ... 239 

*Nev York ..... ... . ... . • .. • 392 
North Carolina .. . . . . . . ... 184 

*North Dakota 5/ .. ... ..... 315 
Ohio ... . . .. ..-: .. ...•. . . • . 389* 
Oklahoma . .. . .. ... . .. .. ... 236* 
Oregon ........ .. .. . . . . . .. 365 
Penntylvania .. . . ... . .. ... 349* 

Puerto Rico .............. 132 

*Rhode Ia land .. . . . . . ... . . . 311 

*South Carolina . . . .. .. . .. . 217 
South Dakota ............. 328 
Tennessee .. . . .......... .. 217 

*Texaa .. ..•. . ... . ... .. . .. . 187 
*Utah ... .. .... . . . . . ... . .. . 356 

VertDOnt . . . •.. . ••. . .•••••• 400 
Virgin Island, . . . .. . . .. . . 166 
Virginia . .. . .. . . . . .. . ... . 346* 

Wa1hingt on ..•.. . .. . . . .... 336 
West Virg inia . ... .... . •. . 270 
'Wi 1c on1in . .... .. . . ..... .. 456 

* 

* 
Wyoming .. .. ... . . .... • ... • 260 * 

346 
356 
239 
392 
184 
315 
201 
236 
338 
349 

132 
311 
217 
328 
217 
140 
274 
360 
166 
311 

336 
217 
403 
260 

221 
QI) 
178 
258 
112 

QI)
QI) 
QI) 
230 
256 

112 
233 
173 
225 
184 

QI) 
191 
251 

QI)
Q/) 

QI) 
171 
273 
165 

125 346 100 
QI) 356 100 

61 206 86 
!!.I 134 392 100 

184 100 
Q/) 315 100 
Q/) 201 52 
QI) 236 100 

!!.I 108 

!!.I 72 

338 93 
93 349 100 

20 53 40 
§./ 78 311 100 

44 117 54 
103 328 100 
33 132 61 

QI) 140 75 
83 274 77 

109 360 90 
QI) 166 100 
QI) 311 90 

QI) 336 100 
46 217 80 

130 403 88 
95 227 87 

*Denote• State ha ■ wholly or partially conaolidated it ■ full ■ tandard . 

lf Pa,..ent atandard for the epecified type of faaily living by 1teelf in rented quarter ■ for which monthly rental, unle11 
otherwi1e indicated, 11 at leaet a■ large at the aaximua amount allowed by the State for this itea. 

2/ Data not reported . 
3/ Allowance for ■ uaaer months; winter allowance higher. 
4/ Utilitie1 included in rent. 
5! Include• recurrent tpecial needs. 
6/ Ettiu.ted average. 
}/ !Xclude1 grant for ,pecial neede. Thi, grant wa, included in the d.ata publi ahed for July 1973. See monthly report 

HCSS-A2. 

Note : Tbe full 1tandard 1, the aaount of aoney recognized by a State a1 the level required aontbly for ■ eeting ba1ic need, 
(includin,: shelter) for & fDlily of specified size. Tt ta tbi1 aouat vith which income froa all 1ource1, after 
application of income allovancea and diaregard ■ provided by lav , 1a compared to detendne initial financial 
eligibility for AFDC . U1e of a full atandard for deter.ining eligibility 1 ■ mandatory upon the State, . 
The payaent etandard ia the amount of aoney fro■-vhicb ia deducted tbe_ "incoae available for ba■ ic nead1" (total 
incoae lea ■ incoae allovance ■ and diaragarda provided by lav) to deteraine the amount of the AFl)C payaent for a 
family of specified 1ize. The payaent atandard ■ay be equal to or lea ■ than the full 1tandard. 
The larges t amount paid 11 the total monthly payment for ba■ ic need■ ude under State lav or agency regulation ■ 
to famili e ■ with no other income .. 



7 
AID TO FAMILIES WITH DEPENDENT CHILDREN: FULl MONTHLY STANDARD FOR BASIC NEEDS FOR AFAMILY 

CONSISTING OF FOUR RECIPIENTS AND LARGEST AMOUNT THAT CAN BE PAID TO SUCH FAMILY, BY STATE, 
JULY 1974..1/ 

FULL 
STANDARD 

LARGEST 
AMOUNT DOLLARS 

PAID 0 100 200 300 400 500 

WISCONSIN $456 $403 ~..,...,;.; 1"'..,...,...,;.; ~..,...,;.;~~..,...,;.; 
ALASKA 400 400 ~..,...,;.;~~..,...,;.;±~..,...,;.;~~..,...,;.; 
MICHIGAN 400 400 ~..,...,;.;~~..,...,;.;~~..,....,;.; ~..,...,....-,,;; 
HAWAII :;J 399 399 ~..,.-...-,,;;~~..,.-...-,,;;~~..,...,;.;~~..,..~ 
NEW YORK 21 392 392 ~..,.....-,,;;x~..,....,;.;~~..,....,;.; ~..,...,._,.; 
MINNESOTA.a/ 

VERMONT 

370 

400 

370 

360 
~..,.-..,;.;~~..,....-,,;; ~..,.-..,;.;~~..,.~ 

~..,...,...,;.; ~..,...,;.;~'~..,...,;.;~~ 
NEW JERSEY 356 356 ~...,..,....-,,;; ~..,....-,,;;~~..,...,;.;x~""' 
PENNSYLVANIA 349 349 ~..,..l..i~':l"..,..,,,,..x~..,..l..i r"'.l..i 
NEW HAMPSHIRE 346 346 ~..,..l..i ?""..,....-,,;;~~.l..i~~.... 
OREGON 

WASHINGTON 

CONNECTICUT .a/ 

365 

336 

332 

338 

336 

332 

,;,-..,...,...,..,.,,...,...,..1..i~~...,.......r.;~~ 
~..,..l..i=~..,..l..i~~..,..,,,,,,,.~~ 
-:,-..,....,..l..i !:'e""..,..1..ix':l'..,...l:.i~ 

I-' 
l-,:) 

KANSAS 343 332 ~..,..l..i~~..,..l..ix~..,..l..i~~ 
SOUTH DAKOTA 328 328 ~..,..1..ix':#"...,.....-,,;i~~..,...,;.; ,-:1.. 
NORTH DAKOTA.a/ 
CALIFORNIA 

RHODE ISLAND .21 

315 

347 

311 

315 

311 

311 

~..,..l..i r"""'...,....,...l..i -:,-..,.-..,.,r-r:,,;,r,,.,..,..,,.,..,...,..,J,,-..,...,....,....,...,,,,.,.. 
. ~~~~..f,-...,..,...,....,...1"..,..,...,..l..i~-

VIRGINIA 346 311 :q'..,-.,..p;. ':l".l'.l'".I',,,,,,,...,...,.._,.;~ 
MASSACHUSETTES _M 
IDAHO 

304 

314 

304 

298 
_.,.Af'.,.J,,,-..,...,..,r..~·-:,-..,-.-,;.;L 

~...,.....,.~~..,...,..~ -~.R"".,._,.. 
tCWA 376 2~6 ~,,..,.~,...,......,...r.;~-::-.i:--.r.,;; ... 
ILLINOIS 

NEBRASKA 

DISTRICT OF COLUMBIA 

MONTANA..5/ 

288 

307 
349 

274 

288 

280 

279 

274 

~..,...,;;~:.,-.,-..,;. 1~..,...dl'.:.~
:;.,'A"".,_, ~..,...,..~':I',,.;. 

~.,...,~ ~..,..,.,.. :.,.,-...fl":.. 
':l'.I'"..,....,..~..,..,...,i,..,..,...... 

UTAH 356 274 ~..,...,...,.,.,,.,,,,,,,,.l..i~~.,,.. 
COLORADOJi/ 262 262 ':I'..,...,...,.~..,.,,,.l..i ~..,..I. 

( continued) 



Chart (continued) 
INDI ANA 363 250 
OKLAHOMA 236 236 

DEL AWARE .2/ 287 230 
WYOMING 260 227 
M ARYLAND 316 226 
WEST V IRGiNIA 270 2 17 

NEW MEXICO 239 206 
Ni:VADA 329 201 

Ot<IO 389 201 
A"I IZONA 282 184 
NORTH CAROLINA 184 184 

MISSOURI .2/ 337 183 
K ENTUCKY 234 171 

MAINE 349 168 

VIR GIN ISLANDS 166 166 

GEORGIA 227 160 ...... 
FLORIDA 223 151 vJ 

TEXAS 187 140 

TENNESSEE 217 132 

ARKANSAS 275 125 

ALABAMA 225 124 

LOUSIANA 203 122 

SOUTH CAROLINA 217 11 7 

MISSISSIPPI 277 60 

PUERTO RICO 132 53 

r-- ----- fULL STANDARD - --- --~ 

KEY : ':,",,-,,-.,r.,r.,r,,-.,r~ 
L L ARGEST AMOUNT PAID+- AMOU NT SHORT __J 

OF STANDARD 

J/ DATA BASED.ON ASSUMPTIONS THAT THE FAMILY : 1111S LIVING BY ITSELF IN RENTED QUARTERS; (21 NEE D S AN 
AMOUNT FOR RENT THAT IS AT LEAST AS LAR GE AS THE MA X IMUM AMOUNT A LL OWED BY THE STATE FOR THIS 
ITEM, ANO lJ) HAS NO INCOM E OTHER THAN ASSISTANCE . 

lJ INCLUDES AN ESTIMATED AVERAGE FOR RENT. 

~ INCLUDES RECURR E NT SPEC IAL NEEDS. 

~ EXCLUD ES GRANT FOR SPECIAL NEEDS. THIS GRANT WAS INCLUDED IN THE DA TA PUBL ISHED FOR JUL Y 1973. 

~ A LLOWANCE FOR S UMMER MONTHS; WINTER ALLOWANCE HI G H ER. 

https://BASED.ON
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STATE MAXIKJMS AND OTHER OTHER LIMITATIONS ON 
K>HEY PAYHElffS, JULY 1974 

IMrRODtJCTION 

This release provide• infor,u.tion on State aaxiatJIU and other methods of 
limiting aoney payaents under aid to f-1.liea vith dependent children (AFDC) 
that vere in effect in July 1974, Also included is a general discussion of 
Federal financial -tching pro,,iaion1. 

DISCUSSION 

State Maximum1 on Aa1istance Payaent1 

In July 1974, 18 States had aaxilllUll8 on individual monthly 1110ney payments 
to faailies aided under AFDC. Soae States -Ice exceptions to their aaxi111U11111 
vhen per1on1 in f-1lie1 have special need,, and in aOIU Statea, maximuma 
are sufficiently high that pay11ents are limited only in a few instances. 
The usual State maxiatau shown in table 1 relate only to 1DOney payments to 
families. • 

Other Methods of Reducing Aaaiatance Payments 

When States are unable to meet need as determined under their standards, they 
reduce payments on a percentage or other baaia. (See table 2). These limit
ations may be used in the absence of, or in conjunction with, legal or 
administrative maxilllUIIIII, A maximua limit• the amount of assistance that may 
be paid to faailies vboae deterained need exceeds that maximum, whereas other 
methods usually have the effect of lovering payments to most or all faailies 
to a level belov that of deterained need, In July 1974, such reduction• were 
being applied to monthly payment• by 24 States, the District of Columbia and 
Puerto Rico. 

ir'fftis report was prepared by Leon Meler under the supervision of 
Maurice Ellis, ataff members of the National Center for Social Statistics. 
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2. 

State Differences in Levels of Assistance Standards 

In those States which do not have maximums or other limitations on llll!Ounts of 
money payments to recipients, the 8110unts of assistance needy families 
receive are limited by the total cost of the living requirements defined by 
the States as necessary to maintain the assistance levels of living established 
for specified types of families. The Social Security Act requires, in 
general, that income and resources must be considered in determining need, 
but does not specify a standard or level of liTing to be used by State■ in 
administering their assistance programs. Each State, therefore, establishes 
its own cost standards to be used in determining eligibility and the amount 
of the money payment to the dependent family. These cost standards vary widely 
among the States. Because of these circumstances, it is possible that a State 
with a maximum on or a reduction in assistance payments, but having a high 
assistance cost standard, may provide a substantially higher level of assistance 
to needy persons than a State meeting determined need in full under a lower 
cost standard. Interstate comparisons in respect to maximums and other 
limitations on assistance payments must, therefore, also take account of the 
levels of assistance cost standards. J:./ 

Federal Matching Provisions 

Historically, the levels of need met by the States and the maximum amount that 
could be paid to each person have been related to and heavily influenced by 
Federal matching provisions, which have been amended several times since 1935. 
Prior to October 1958, Federal matching for the programs 2/ was available 
only within a specified limit paid to each eligible recipient, and individual 
maximums imposed by many States (usually those with limited fiscal capacity) 
were at or near such Federal matching limit. Beginning in October 1958, the 
Federal share in assistance expenditures became available on an average maximum 
payment made to all eligible recipients under that program. Other liberal changes 
in the Federal matching provisions were subsequently made which have resulted 
in the elimination of maximums or substantial increases in the maximum amounts 
paid in relation to the Federal matching limits. 

J:.I For State data on allowances for basic needs of specified types o~ families, 
see NCSS series of reports under D-2. 

!/ Beginning 3anuary 1, 1974, State-Federal programs for needy aged or disabled 
persons were replaced by a federally administered program of supplemental 
security income for such groups. 
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3. 

In July 1974, States could compute the Federal share of assistance payments 
by applying the formula specified in title IV of the Social Security Act; 
or if they were operating medical a ■ aistance programa under title XIX 3/, 
they could apply the "Federal medical assistance percentage" · to total payments 
(excluding only payment ■ to recipient ■ eligible under State but not under 
Federal lav) to determine the Federal ■ hare. Under the formula method, the 
aggregate amount of expenditure ■ subject to Federal financial participation 
is defined in term■ of the average a:,nthly payment per recipient, up to 
apecified aaxiaum■ , aultiplied by the number of recipient ■. The aaxi- average 
payment per recipient aubject to Federal participation ia divided into tvo part ■. 

For the firat part, the Federal ■bare i• uniform for all States and, for the 
aecond part, varies in accordance vith States' fiacal capacitiea. Only one 
type of formula for ca.puting the Federal ■hare -y be applied to a State's 
expenditure• for a given quarter during the fiacal year, but a State may elect 
to exercise it• option of uaing an alternate method during the fiacal year. 
Both aethoda are deacribed in greater detail below. 

A. Tvo•Step For111Ula Method 

Under the Public Welfare Aaendmenta of 1965, effective January 1, 
1966, the Federal share of aasiatance payaenta for AFDC is five-sixth• 
of the first $18 of the .average aonthly payment per recipient, 
multiplied by the number of recipient ■, and froa 50 to 65 percent 
(depending on the State's fiscal capacity as measured by per 
capita income) of that part of the State'• average a ■ siatance 
payment that exceeds $18 (excluding any part of the average payment 
in excess of $32), multiplied by the nuaber of recipient ■. 
The maxi1lltl■ ■ubject to Federal participation under both parts of 
the formula is $32 time ■ the nUllber of recipient ■. 

The aggregate of payment ■ in excess of the average payments of 
$32 must be financed entirely from State and local funds. 

B. Alternate Foraula Method 

The 1965 amendment ■ to the Social Security Act added title XIX 
(Medicaid) and epecified an optional formula for determining the 
Federal share of 1110Dey payments in thoee States operating medical 
assistance program■ under approved plane for title XIX. This 
alternate method is simpler. It aleo ie potentially more generoue 
than the tvo•atep method diacus ■ ed above ina11111t1ch aa it does not place 
a maximum on the State expenditure in which the Federal government 
vill share. Under the alternate method, the Federal ■hare is 
computed by applying the "Federal medical assistance percentage" to 

17 Arizona was the only State that had not initiated a program under title 
XIX by July 1974. 
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4. 

the aggregate amount spent for money payments (with no Federal 
IIUIXim'um) for AFDC. The "Federal medical assistance percentage" 
varies among the States from 50 to 83 percent depending upon 
each State's per capita personal income. 

C. Guam, Puerto Rico, and the Virgin Islands 

For Guam, Puerto Rico, and the Virgin Islands, the maximum matchable 
average payment under the two-step formula method is $18 per 
recipient, and the Federal share is 50 percent of total payments 
within this maximum. The "Federal medical assistance percentage," 
which was being applied in July 1974, is 50 percent of the aggregate 
amount spent in 1110ney payments for AFDC. Regardless of the method 
used to compute the Federal share, for the three jurisdictions, 
however, there is a limitation on the aggregate amount of Federal 
funds that can be paid annually for Federal-State programs 4/ 
(exclusive of costs associated with the medical assistance program 
administered under title XIX). 

PL 92-603, which transferred programs for aged and disabled persons from the 
50 States and the District of Columbia, to the Federal Supplementary Security 
Income Program, did not apply to the programs in the three territories. Such 
programs continue to be administered by the territories with Federal financial 
participation. 
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Table 1.--Aid to families with dependent children: Usual maximums on money payments and 
exceptions to such maximUIU in States having maximuma, July 1974 

Usual maximum per month for--

State Adults 
First Each additional child Family 

First Second child 

Payments may exceed usual maximum(s) for--

Alabar:ia 1_/ . ....... . .. . $55 $35 $195 Foster care per child--to $85; if nursing 
required--to $145; care for adult in 
cerebral palsy treatcent center--to $245 
plus an amount for basic needs. 

Alaska.......... . ..... 

ArkRnsas . . . ........... 

$150 

5 

---
$5 

150 

100 

so 

10 

520 

170 

...... 
co 

California ...... . .. . . . --- --- 212 50-49-44-45-38-
39-39-38 

Special needs if paid from local funds. 

Georgia J/ . . ...... , ... 38 38 47 38 199 

Indiana............... 
Kentucky 1_/ ........... 
Maine : 

With 2 adults . . ..... 
With 1 or no adult .. 

75 3.1 50 
--- ---
49 49 
49 ---

75 
---
37 
49 

50 ---
33 
37-33 

.;!/320 

__ ..; 

Foster care per child--to $100. 

Mississippi l_/ ........ --- --- 30 18-12 108 

(continued) 



Table 1 (continued) 

Missouri.............. (1/) Q./) Q./) (1/) (1/) Caretaker completely bedfast, maximum 
increased by $92; child completely bedfast, 
maximum increased by $59.· 

New Mexico 1/•••••••·• 300 

Oklahoma, ............. 381 
Tennessee, ........... , 50 49 16 164 

Texas 1/•............. 300 

Utah J.,/ ............ , .. (1/) Q./) Q./) Q./) Special needs. I'-.:> 
0 

Virginia 1/•........•. 392 Special needs if paid from local funds 
West Virginia 1/, ..... 217 

Wyoming .........•..... Q_/) (1/) 113 (1/) J/261 

1/ See 'other types of limitations on table 2. 
2/ Only if incapat.itated· . 

.'§./ Maximums vary by family size as follows: for Kentucky, from 1-6 persons--$270 and $220, 7 or more persons-•$320 
and $270 in industrial counties and "all other counties", respectively; for Missouri for caretaker and 1-14 
children-•$90, $120, $150, $183 1 $215, $248, $280, $312, $345, $377, $410, $443, $476, $509; for Utah, from 1-16 
persons--$129, $178, $226, $274, $336, $393·, $420, $447, $474, $501, $527 • $5541 $581, $608, $635, $662; and for 
Wyoming, 1-•$113, 2--$193, 3-4--$227, 5-7--$244, 8 or more $261. • 
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Table 2.--Aid to families with dependent children: Method of 
" reducing money payments to recip,ients ,in Sta~s , malting . 

reductions other than by maximums, July 1974 

State 

Alabama................... . 
Idaho.................. , .. . 
Kentucky ........ , ......... . 
Nevada,., ........ , ........ . 
Oregon, ........ . ...... . ... . 
Texas .................... ,, 
Vermont ................... . 
Wisconsin ................. . 

Arizona ................... . 
Delaware ... .... ...... .. ... . 
District of Columbia ...... , 
Florida................... . 
Georgia. ................... . 
Iowa ... . ....... . ....... . .. . 
Louisiana ................. . 
Mississippi ... .. . . .... . ... . 
New Mexico . . ....... , ..... ,. 
Puerto Rico , ........ , ..... . 
South Carolina........... . . 
Utah ..... , ........ , ....... . 
Virginia .................. . 

Kansas ....... .. ...... . . ... . 
Maryland ...... . . . ... .. .. .. . 
Nebraska ........... ... ... . . 
Ohio ...... .... . . .... . . ... . . 
West Virginia .. . . ... .. . . .. . 

Payment plus other income represents 
specified percent of requirement 

55.0 
95.0 
73.1 
61.0 
92.5 
75.0 
90.0 

J/ 82.0 

Payment represents specified percent 
of budget deficit (requirement minus income) 

65.0 
80.0 
80.0 
68.0 
70.2 
78.5 
60.0 
40.0 
86.0 
40.0 
54.0 
77.0 
90.0 

Payment represents amount less than full 
standard -- fS!llily of four recipients 

96.8 
71. 5 
91. 2 
51. 7 
80. 0 

----- ------- --·----------------------
11 Reduct ion not applicable t o flat allowance for utilities; rent paid up 

to maximum in all fo ur areas of Sta t e . 
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Exhibit No. 4 

The data for this exhibit may be found 
in, Illinois Advisory Committee to the 
U.S. Commission on Civil Rights, 
Bilingual/Bicultural Education: A 
Privilege or a Right? (1974). 
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Exhibit No. 5 

This exhibit was unavailable at 

time of publication. 
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Exhibit No. 6 

This exhibit was unavailable at 

time of publication. 



Form 43A 

a·is lim:.> br your n.-?ed for pt,L!ic .iid ta l:t rcvic\•:ed. lf yot1 ::'.l n·)t return these p:19es \'/ITHl:J T[M DAYS, th~ 
'"lc;.i2rt:ncnl \'1ill ~ssum!:' ycu no l:mger need ;.Id Jnd \':ill L>c~in .iclio:1 to slop y,Hlr .:.id or .issisl.i.nce. - . 

·in this spZ::e print your correct Mame---------------------------

Addres s ________________________Pilon~ ________________ 
Zip Code Arca Code · 

trl 
:,: 
:,-

§: ~ .... c.,,
I~nswer ALL of lhe c:,ueslions. . 2!
Give all th2 ii1fcrii1ation ask~d for._lt is all right to ask olllcr people, such as friends or relatives to help ~ 

you fi 11 in U1ese pages. • ..., 
Sig ,; your na;ne wh,-re you c:re asked to do so. 
Us!:> l:12 enclos<?d envelope lo return the p?.92s. f~o stamp is needed. 

Do you sti:I \'/ant pub:ic aid? 0 Yes_ D No 

Do you slill ·:,anl only 1,ledical Assistc::nce? D Yes D No 

If you an_swered NO L6 both of lhe 2.bov_! questions 

Sign yotrr ncJme here ______________________Print today's date _______ 



... :Do you still w~nt food ~tamps? D Yes D No ... . . 

Ir you answered NO to lhe above question. . -
Sign your name here ____________________. rinl today's di=!le ______ 

lf_you answered 1-!Q l:> ALL three of the ab-we- queslions, do nol fili in any more spaces. 1·:iaii ali ihese pagr:s 
in the ·c:-ic!oscd en·1.elope. No stamp is needed. . . 
If you ans·,·,ered°YES to ANY of the above cpeslions, READ the inslruclions and COMPLETE the rest of this 
~~- • • 

. The infoimation on lhesc p.iges sfloulcf be about: 
• A person (,5 er more years of age-

. • A b!ind or a dis:ibled person 
. A fomify with a child or children 

·_-,1.mder 21 ye.1rs of age. 
Fill in [his form if ?.ny of lhe above want 
public ~id, medical assistr:;"1cc,· or b:ith. .. 

O!I \'1ish 11::-lp for other persons, you can 
list tl:c:n c•:1 page 2. 

(Plcilsc Go To The 11cxl Pi!~e) 

DPJ\ lv37n EXHIBIT fB -C, 1 



______ _ 

foo jOtl or ;-Jt1y:"1nc.> els~ in your i1S:;islanc!;' unil l'<!rn moa~y frOlil \'/Orkin9? D YES LJ fJO 

Tilt· \'.'o,::i,H/ l 'i: r:.0;1':; N:i:;ie Is: 
1 lie rc~!",:J ! l 0r Ccr;:;).111:, H(? O~ SI:~ \'forks for Is: ----------
!!.:? or S!?-::- i:. l'ilid Every: CJ D:i.y O \"!eek O T\':O \'/c-e'.<s O llalf l.lonlh D f.ioqth - D Other 
His ·0· !l~r P~y f>!c,.-0 Ddt:ctic:is ls: S • ___ (This is th~ Tot~! Amount P.c,dly E2rn~d) 
i1is 1. /~r. P.2.y /d:0r Deductions Is: S ____ fTltis Ar;10;1;1l is Received t:J Take Ho~_i_e). 
How :.!?.;iy !iours Does He or Sil~ \'/ark Each \'/eek? A.~.1. ________ P.f.-1. ________ 

Print The Amounts That Are _[?eductcd From His or Her Earnings. 

!ncor.::? Tax (Fderal) S ________ Uecfical/Hospital Insurance $ _______ 

ln!:or:i~ Tax (S~c..l.:-) $ ________ Pension or Retirement Fund ."$--~--
Social Security (F !CA) $ -------'----- Union Dues : . ·. $s -------
Group Life !;isurance $ ______ Olllcr (T cl I \'ihat ____ ) 

Do yciu or c!n1·one e!se in .y9ur assislance unit earn money from working? D YES D NO 
Th~ Viurkir:g Pe1soii1 5 t·!t1ri"'e ?s: ___________________________ 
Th~ P~:son or C0r.1p,rny He or She \'/orks For Is: ________________________ 
He or She is Paid Every: 0 Day O \'/eek O Two \'/eeks •0 Half l,io11lh O IAonL'1 0 Olh2r 
His or Her Pay Bdo~~ Deductions Is:$ ___ <This is lhcc> Total Amount Really E~rn~d) 
His or Her Pay After Dedu:lio;is l.s: S ____ (This Amount is Received to Take Hor.ie) 
Hew f.lany Hours Does He or S~1e Work Each \'.'eek? AJ,l. ______ P.M. 



Print The Amounts That Are Deducted From His or H<:r Earnings. 

lncorn;;" Tax (Federal) S _______ M;dical/Hospilal lnsu~ance • s _______ 
Income Tax (State) S ______ Pension or Retirement Fund $ ______ 

Social Security (FICA) S _______ Union Dues $ _____ 

Gro1'" Life lnsura:ice S _______ Ofher (Tell \'/hat ___ ) $ _______ 

·•Tr~nsportalion Expense .. (Give amount and check below) ' 
O Car Paymenl (If buying a car) Amount each month S ---'------ ..•CJ Drive a car _____ miles a week .. 
How rr.uch each week for O Bus fa;e --- 0 Taxi fare ___ •·O Pay lo ride with_ a friend ___ 
O Does n,il hi?ve ilny transportation expens2 ___ 
Other Expense (Tell \'that>--------------------''--------$------

Check One Box: D Buys lunch at work • D Takes lunch from home D HµS nq funch expense • 

If YES, .Why? _______________Child Care Meecled O YES O NO 

Chi!d Care Cosl Per Week S _____ 
For how many childr!:?n? • flow m<Jny hcurs each clay? ____ .... 
flow many <foys each wee~? or each mo:ilh? _____ 
\'/here? ... D At horn.? 0 Relalive's O Licensed Home 

(Please Go To The Next (:'age). ,. 



__ YES __ HO 

1. J cs, 9 i ve tfl c n2;::e of tile person or persons reg is tcrcd 

• Has aily 1;1 (? " ; '.J-:?r .:is~ecl for Unc.>r.1ployinent Co:-nrens;ition? __YES • __ NO 
If yes, !;i•:c tl1 e n?. r,i::, of tile fJC, 5on 
\':hen did ll e/ s!:e ask for Uncmpioyment Compensation? 

•. Do.::,s ?.fl:,' n.<:> 01 ber \'1a11t help getting a job? •__ YES __ NO 
Jf yes, write the _nar.ie of lhe per5on tv 

co 

Does .1;iy rne r.ib':'r v,ant help 9ellin9 trainir:g? _ ··_YES __ NO 

• If yes, \'lri le ·the name of the person -------------------------------

The.> \':o,k ln:::e11tive (\'/HJ) Prc9rar.1 is an employment counseling and pl acement p;o9ra.n ru:1 by tbe Dep2.rtment 
. of Labor for pcrsoils receiving welfare. • 

. Is ?.riy rner;iber registered with the \'/IN Program? ·_YES __ NO 
. • If yes, write the names of all tl1ose registered----------·---------------

. Dcies any rnember wish to volunteer for the \'/Ir~ Program? _ . _YES __ NO 

If yes, \'.'rite their names here ----------~·-----------------,-.---



re information concerning lhe WIN program may be obtained from your 'focal public aid o~ficc. 

Does·any ii1ember have a health problem which prevents him/her from accepting work or training? 
• • • -YES .,.:_NO 

. Ir yes, ~1i_ve lhe name or.the person ______________________._·____ 

• Describe the illnes.s ----------------------------------,.--
Name of Physician --------------------------------

Is any member· needed in the hor.ie lo care for someone who is sick°or disabled? 
H yes, give the name of the person cared for------------------------- c,.,
\"/ho provides the care? ___•___•__________________________ 0 

. ·ls Uwr£> iii child under the age or six in your assistance unit? -YES _NO 

• \i/rite lhe mimes of all children between the ages of lo and 21 who am not full lime students-------. . . . . 
! • 



·, . 0~ \:~;, or ,1n:,-:;:1~ in yeti, ass:st;:nce udt get ~:1:; cliecb; or n:oney other l!i:in from Put>?ic: /\id or Eut;il::iymc:nl?
•L~! \'[S [] !JO • • 

\'/iii y011 o~ :11::;one in y:n::- .i:;sisl:::n::c unil he r~cci-.•in~ (any liu:e soon) ,:ny cl:c::ks or money \':11ich you are 
no[ ~0~:i;1s; ll!J'.',7 [] Y[S [] rw • 
I' "ES, f,c.,; :1 ·.-.lic1e? 
\. _n C.:o y;:>u exjl~cl lo ~i ~·t it?--------- f.10. ______ YR. 

If yon ·a;is;.;er:c;<l rm io bo:;; questions above, go lo u;e llC>:l°pc19~. 
If you ~ns·:;erd YES to either er b::>th Ci!.,;:?Slicns aJ::>ve, prin~ the information below. • 

Print th0 n;i ;;:e of the person who receives lilOliey from ,my of lliese places on the line beside it: ., 

Child S:1;;p0rt Miner's benefit~ --------,:--''--------

Soci.::il S0curity ______________ LocJges or Union_-------,-----------

·Uriemploy,nent Corap. ___________ Workmen..s compensa!.ion _____________ 

Pension, any other _______________Veteran's benefits.---~---------

Insurance ___________________Railrod relirernent 

-Relative or friend _____________ Paymenls FROt,\ property sold --------"--1_· _ 

• Pay fro;;i P.◊omers/Soarders _________ Interest on investments ______________ 

. Pay for being in training Farm 

https://it?---------f.10


,t FRO/,'! property'o\•ined ________ Alimony ----------------'----

• MiliL:.ry Service Allotment ________ Trust fund----------------=---

: Local or lownship ·relief ____________Sick benefits -----------•--
or General 'Assistance 

,Railroad unemployment _________ 
OlhedTell what it is) ____________ 

S!rikE.-r' s benefit 
. . . 

Print the"full nan:ie of the person getting the check or _money and the other info~mation asked for in the spaces bel« 

How much he I-low oflen he or Clnim or Date '.of first anc 
Name of person it is . .for or shf'.! gets she gets it account no. last payment . .. . . . 

.. . . ·. 
. 

. . 

- . 
' 

...·, . .. I 
. '· . 

(Pl~.isc Go To T11c Next Pant!) 
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. . ··•·J ~·-- .. , )'""" ,,::.:-.i::.L.11Jcc u1Ht o·.v11 any of ti1csc thi11u'.;? O YES D NO 

lfo·.v i:Jticli it . 
is \·1:)rt[ i • f·li:mc of czich pt'rsan ·::lio owns il 

$ 

$ _____Land or G'.1i l ,:i:1us or a house 
o~her tl1 ,t:1 •.-,!J c· rc you live 

$ _____t.~or. :.>y in a s,l'Ji1:gs or chec k ing 
• or in 2. Sc1fcty D::-posil Bax or 

in a C:edi : Uni on 

C2s!1 0:1 h:1::·.l-in p-:ickct-in the house 5 _____ 
or tha t S?fila'Cll~ else keeps for you 

,s ___Jrust run:! 

Sto(:ks or Ba nds s 



;( . .. 
f,lorgag~s or Noles s 

·. 
Prepaid Burial Plan----------------------------::-----~--------·-
If you ari~wered NO go to the next question. . ·..·. ..:·- • ··•· 
If you answered YES print the information above.. -. 

1· ·••..Answer the rollowing question· and then follow the directions for.the rest or the page.. . 
-·: . 

I or so.meone else in my family has sold or transferred all or a part of land or buildings or personal property·· 
.(money, stocks, bonds, mortgages, notes, etc.) we did own. D YES D NO • . . 

Jf you answered "NO" lo the above ql!'.?Stion, please go on to the next page no:.-,. 

If you answered "YE.S" lo the above question, answ~r each of the folf owing qt1estions. 

\'/h~t f.:in.f of proper!}' was soicl or transf crred: D Land : 0 Buildings D Personal Property 
When ,·rns it sold or transfc~red? r.tonth: ________ Year: _____ 
How much were you or your family members paid for il? S __________ 
If you were not paid for it in ljlOIH?Y, why did you give il to someone e.lse? 

Ho'o'/ nmch of what you wer~ paid c!o you liave lefl? S ____________ 

(Pfcnsc Go To lhe NexCPagc) 



-----------------------------------------

·Ho·,, :.'.u:il. 
N~mc of th~ N:ur.c or \'/ ii i be rt·:·1:-: -:! ·:·.;·• ?-:.-; 

/!J:r.~ ~r the l:isured Pc:scn ll(c l11surc:1ce Comp:iny Policy No . Scnc(ici.iry , P~id • ~·.1: 10 ?~;·s i: •: ?:-~--.-I l 
! I 

I 

.. 
' i 

l 
I I 

..I I 
w 
C}l 

I 
,·:,c: :d yo:, be l'.'illi11g lo ch;,ngc your _in ,ur:ince, if neccss:iry, lo remain eligible for Public Aid? O YES CJ )J(J 

lio·:1 rc:.:,1• ti :ecs I\Jve yoa been to a Doc :or in Ilic Inst 6 months' _____ \'/hen wJs the last time you went :o " Doctor? Giv~ dclc ______ 
\','l 1<•n ~c you c9ccl lop lo a Doctor a,ain? Gi·,c dJtC ______ Whnt kind of Doctor do you go to: (Check all boxes thJI fit) =:J Rcgc: ~r :.'.cji::i' C.: 
:=::] E,c Doc!ot O Dentist O Fool Doctor O Other-explain • 

\','!1cn '.'-'"S l':c last lime you boeg!ll medicine with ·a prescription? Give d.:tc ______ Do y0<i go to a O Hospital or O Hcsi'i lo l C!i r, i:' 
·,·;:: ,:,n ~•ou c]:i JS :t:i out- r,Jti cnt to rcct'ivc trc;:~mcnt ~:id then return llomc, d::> you go: 0 Once :i \'1ce :< O 0:-:ce ~ :.!onli1 ·C T\'licc a v:~c~ 
~ T·.\'i::~ i\ ::1:i:1 :i1 0 Othc:--cr.µlui:1 

Gi'.'C dcle or l.:st trca!mcnt When 1·icrc you last in the hospital one or rcorc r.ights? Give date _______ \'/1:~n ~o y~·.1 
cx;,c:t to.~o to !:1c ho s;, i t.:l :ig:iin? Gi ·,c date _________ kc you visited at home by: 0 A visiting nu:sc O:iw cxr,lain _____ 

--------------------------- How often do they conic: [] Once a wee~ • 0 On:e a :;;:c:!: 
C Tl'l i~c a ,·,cc, C Twi:~ ;i mon:h [J Ou1cr-cxpla i11 



·Drreclio:is: Rene! the following c.;rcfully and ~ign yo11r name on th~ com:cl line below . 
. 

I (c,r \'ie), t!1t; i:,•1 ~t1r1ls) whose sigmi.tlirc(s) nppear below: 

. say (or nffirm) under thi:- penalties o[ perjury lhat all lite inrarmation contained in lhis stalcn1enl or 
focts is hue, i:;,::mect .intJ comP.lele as far as Hor \'/e) kn_ow,.. . ... • . . :· -· . . .·.. .;... . •• . . •:. . . . . •. . . . . .: .. . .· ..._ 

understnnd ll:al I am to nolHy the Department of Public Aid immediately when ·,my change(s) 
occur in my (aod/or me.mbers of my household or family) NM.IE, ADDRESS,. PROPERTY, NEf.:D(; OR 
E:XPEMSES, FAl.lllY· COf.:POSITIOi'J OR PERSONS LIVfl.iG AMD EATING TOGETHER, AND AMOUNT 
OF ll~CO:.iE INCLUDING CONTRIBUTIONS AND SUPPORT-FROt',\ \'/HATEVER SOURCE. I umforstnncl 
·lhill by Stale Law, penalties are provided for falsifying or withholding informalion which may affect 
eligibility. . . . . . • . : : . . • • ; 

. . . . . . ; .· 
---.. 

. agree, as required, to furnish proof or help to furnish proof that the- i'nformaliori l(or \'le) provid.e is true~ 
correct, and cor;1plete... 

.·• . 
. agree (o furnish additional information or all or any part of the 'same information \vhenever ·it is 

necessary for lhr! Department of Pub'ic Aiu lo correctly establish my (or cur) need or exlenl or need 
for assistance. • •· 

. undersltintl that deliberate misrepre!icntalion or concealment of facts may constitute fraud for which 
I Cor·We) may be prosecuted iq accord with Chapter 23 of the Illinois revised Statutes~ • • 

.•, 

https://ll~CO:.iE
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Sig:i yoi:r Ma:ne or 
make your r.i ark here ... __________________Date: ---~----'----

Youi written signature • Me>. Day Year 

Fo: AFDC o:1ly if spouse 
i,. in the home .... ___________________Date: -' I 

Your husband or wife's wr_illen sigrialt~re Mo. Day Year 

If you ha -✓ e m,Hk your mark _inslead of signing your name, one witness mu_sl sign here: . 

-----------------~----------Date: ___/___--'----
Signziture of \'iitness , : ' Relationship Mo. Day Year 

lf._sorr:eone is doing a!I or part of this for you, be or she must sign here: 

/ 

Signature Relationshir /\cl dress Mo. Day Year 



tuALITY COHTROL 

AFOO ERROR RATES BY STATE, April-Sept.ember 1973* 

St.ate 

Ca ■ ee with errors••• percent 
of total caeea 

Amount of payment errors••• 
percent of total payments 

Inell _ble 
Eligible but 

Over aid 
Eligible but 

Under aid Ineli ble Ovcroaid Under aid 

National average 10,2 22,8 8,l 8,9 7.1 1.4 

Alabama ••....•• 10.5 15.1 8.4. 9.2 5.9 2.4 
.Alaska, ........ 14,2 13.S $.8 12.3 6.1 o.8 
Arizona, .....•. 
Arkansas, .....• 

9.3 
2,2 

23.6 
7.1 

7,3 
7.3 

8.o 
1.8 

7.4 
l.8 

1.3 
1.9 

California .•. ,. 
Colorado ....... 
Connecticut,.,. 
Delaware,, ....• 
Dist, of Col,,. 
Florida•.... , .• 
Georgia.,, ... ,. 

·B.4 
4,h 
6,5 

14,1 
10,9
11,0. 

7,0 

17,B
1$,9 
16.2 
29,6 
24,S
27,l 
24.9 

.9J.s 
S,4
9,1 
3.8 
9.3 

10.5,; 

6.9 
2,6 
5,S 

10,1 
9,9 

10,l 
s.2 

5,h 
4.7 
4,5
BS 
7,6 

·11.h 
9,1 

1.3 
0.9 
1.1 
1.6 
0,6 
2.3 
2,7 

l,:j 

~ 
0"........ 
1 
00 

Cl:) 
00 

Hawaii ......... 
Idaho, ...... ••• 
Illinois,, .. ••• 
Indiana,,,,,,,, 
Iowa,, ....... ,, 
Kansas ••.•...•• 
Kentucky.. ••••• 
Louisiana, ... , , 
&ine,,, ......• 

4,6 
S,B 

11,7 
8,0 
9,7 

10.3 
10,1 
14,8 
3.7 

19,9 
13,0 
37,6 
19.5 
20.0 
26,0 
29,4 
21,l 
7,2 

S,6 
1.9 

10.6 
4.4 
7.3 
9,2 
7.7 
S,4 
1.8 

4,6
6,o 
9,6 
6.6 
7,7 
a.s 
7,8 

13.7 
3,1 

S,3 
3.0 

11,4 
S,8 
7,0 
6,7 
9,6 
7,7 
2,7 

1.$ 
0.2 
1,2 
0,9 
1,4 
1.7 
1.0 
1,2 
0.6 

Maryland,,,,,., 
Massachusetts,, 
FJ.chit:t."l, ...... 
Minnesota,, .. ,, 
Mississippi., . , 
Missouri,,,, ..• 

14,7
9,6 
5,7
6,0 
2,3 
7,1 

28,5 
29.7 
20.3 
28,l 
8.6 

14,2 

10.3 
13,5 
4.9 

12,9 
s.2 
4,4 

·13.1 
8.0 
S,2 
S,3 
1,7 
6,2 

9.8 
7,1 
4,9 
4,7 
3,0 
S,4 

1,9 
0.9 
0,5 
l,2 
1.3 
1,4 

(continued) 



Montana- - -- - - - -
Nebraska- - - - - - -
Nevada- - - • - - - --
New Hampc;hire - -

10-3 
6-5 
2-6 

11.9 

18.6 
10-3 
7.8 

40.9 

4,2 
2,7 
4,6 
7,5 

7,2 
5,4 
LS 
9,2 

6-2 
2-S 
1.6 

10-8 

1.2 
0-2 
0- 7 
1.2 

New Jersey- - - • -
New Y.exico ___ . _ 

New York-_. - . - -
North Carolina
North Dakot.a- - -
Ohio- -- -- - ·- -- -
Oklahoma-- - - - -
Oregon- - • - - •• - -
Pennsylvania - - -
Puerto Rico - - - -

u-3 
5-0 

17-5 
7-7 
1.9 

13-7 
u-1 
6-3 

16.7 
16-u 

• 18.3 
13.2 
31.9 
21.3 

8-4 
27-0 
13-5 
16-2 
24-8 
19.9 

4,4 
4.2 

11.1 
19,2 
1.9 
8.3 
2,9 
3.5 
6.1 
7,7 

3-4 
3.5 

16-7 
6.5 
0-6 

12-2 
3-1 
6-4 

14.7 
lu-6 

5-2 
4-7 
9-3 
6-6 
1.6 
9-S 
5-l 
L-3 
7-5 
6-4 

0-8 
1.0 
1.7 
J-9 
0.1 
1.0 
0-6 
0-7 
1.1 
2-7 

Rhode Jsland- - -
South Carolina 
South Dakota - - -
Tennessee- - - - - -
Te=---------
Utah- - - - - - - - - - -
Ver111ont- _ - __ . - -
Virein Islands -
Virginia -. - - - • -
WashinJ ta-i - - - - • 

4-5 
10-1 

2-S 
9-1 

10-4 
5-9 

10-3 
S-8 
S-3 
4-S 

21.3 
27-3 
14-S 
12-8 
16-3 
14-7 
27-2 
lS-2 
27,4 
10.2 

3.5 
10.0 
4,4 
6.3 
3.5 
3.9 
6.0 

14-S 
13,3 

2.6 

3-1 
9-1 
2-0 
7-6 
6-6 
S-3 

11.3 
u-2 
3-6 
4-3 

6-3 
8-3 
5-4 
u-5 
6_3 
3-2 
7,9 
5-2 
B-2 
2-7 

0-3 
2-6 
0-9 
1.6 
1.2 
0.9 
o_6 
1.7 
2-2 
0-4 

West Virein1a-. 
Wisconsin- - • - - -
Wyor:ur,e- - - • - - - • 

S-6 
4.7 
8-0 

10,7 
14,S 
14-2 

4.3 
16.S 
6.6 

4-7 
J-6 
6-5 

3-3 
2-3 
J-5 

1.0 
1.9 
1.6 

* Thc~e error rates :·o:- Aid to Fa.-.i:i es -.r.. t~ ;::ei::e.,~c:1t C~.Ed:-cn (.:...':Xi i:-:-:;,:-:;..-.s a:-e base ~ 
orr St.ate C•Ja.li•:, Ccntr.): :-cvie-.:s of :.~ , CV'J ca.;es s~lcct td i !1 ac.:~~.:a::;e •:-:t:: r.:tat- l::. .:= ~.ed 
s~pli~G ~rocc1cres fr -::: ~ .:1;: avc!"rt?C : .-: :1~~-ly f'-:i:ic:1.1_ ca:;cl.:ia j o l _-vc:- ) :...:~ l ;__' :-, fa..-.i -
11cs- On .Ja."1>.:ary 1, 197~ , ;;.11 S:...stcs :.-c ,:u, an ir.tN1!:ive 18-r.~c.th e:·1crt to ::...-.olc:,cr:t 
corrective acti o:1 pla::s dc~~;:::ed to rc-j ·_:ce 1r:eli~~le cane rat es to c.o :-:o:-c tJ-:~ ) 
pcrce.,t and eli;;ibl e over p,1 id case ra tes to r:o nore t:ia:-, 5 pcne:1~ t:y Ju."le JO , 15175-
Undorpa.y:-..cn t rates \/ill also be reduced by Ul.13 effo:-t-

US m,H-SR.5, Ccce.-.,t-er 20, 1973 

https://18-r.~c.th


,••· 

J,.J!;);:S $, {1~isht 1 ,Jr., ;\d~lnistn,tor. S}~S •• ..July (..,, ) 

l:ttn! Office of Fiold Op~rntir,n::. 

I.... 

A. Th-e fclkt,·dng fr,!;ues haw~ l:ic011 resolw1d sin~a ou1' last report of 
Apr! l 6, 1973 (for quartet ~nding Harch 3l, l:i73~; 

ILLHWfS----.---~ 
Ptc,tr;lct i v,e. ·and v~ndor P~yments-
State plan revised to ellmlnote questioned 
p_rovislons. 



* * * 

~-:r.<)rtlri~• rnq~1frc'.r,1e :-:ts ~-;~re. ,"l-.•t n.:!t for th:.3 
sii,_-,;.~nt!-r rc-:--~,rtln;: ;.'-cried ,ilil',' - :-,~·e,:·::icr 
1)72. 

* * * 

LUt:01 S
__, r __,_ ...-

fj:>. 
...... 

$ur;i<r;~ilcs cf fair lic~rfr:9s Prac\.k,1 l::.::; u~ . 
P~r!~.d!c i t~:~:-~.. •1rlas f:!q~ire c:; by F- ~d,~r .9 1 
f .e :1ulttti cJrt 5 h:..:ve r. rjt: t;~c-n -;ut, :.ii lt-:::d by 
th<~ ~t ,., ~~J ~ I n-:o 3/ i /7i. 

A$ of ],;!:.t ~1v2ib:>i :) r~r·•..1n~ <~_:) t•:o 
! ,. I l ~ .. , . .!
\'.J, -:./1:;·J 

c,:iiy 5).l~ p~~r cent ~f r~~_istr~;t::;n~ h.-,(! . 
!::.ccn accc·:;, 1 {:.;!,~d. -St;-,t.:s re-i~ort:., 1 t 1! 1 1; 
n-:Jt be ~:,le to· cor:~r, l~tc ro~!l::,tr·lJ t: it~n!i i.; y cr.'1 
of fi sc;; l year. 



* * * 

•' .. lU.. f ?W·l S 
__...,...•. '\.... ,.Ji, _ _..,...... 

Fr.d r He~d1His - Prnc:.t.{ce Issue. 
Six.ty--_cli'i;y $t~n·ronrd of pre-r:"!pt ~ctirin Ii not 
rr..~t, 

"'._,:·:-..,. •· '• ··,' "'-"' ..( J"• •·· ·• ! .., ,.t ! CI --~ _; ..-., "''il1 •1, ,.., n r1 f ., ,., , ,., ~ I " 
1 o:;;Pl\..i -.:..~ .t \,tU y ,..._,.,., j.~C. 1;!--l 1 _., r f.l!JIIV::. ~ v, 

- ,. s· •• 1r ' • ' ' •• i • I • • -1rei:ii:rr-~n 1.. o ,· 1.:.. t g, ~q e Hw Iv ,H.Hx s VrH.hfr 
A'f:1t. 21 •• Smv~y for ~vdi::;hl<¾ resourc.e.s 
lJi:;!,~e ntr·r\7.n:Jr;ti:t~r:t1 ~nd lt-!)r•Jement~, fer 

~ 

li5 GfR ::'.50.23(a} (2) (i} & (ti} Pcl'lodlc l·k~dic..'ll Revlm·<1 
r) ~ ' ..\,} ~~;:z-,,f~:,1 t:::~:11 to!;.:; :::t:,r,;JV£ie:o or th~1 t1nc 
or !';'!Orn ;:,by;;kir:,1!-i nnd o::h~r c1ppropri.;:1te 
h:--:}.~lth !~'Jr~-::;~nr~el ;jrtd 
.(Ii) fo~c;tktr\ un~er the :;up1:lrv:sion of a 
phy~iciar1 c-n th,~ t<fm!l· 

A.d-~•-=i!.acy of Staff, Pn:c:tl<:~ ls:-m~. 
n~.!i;\h<.r!r c·f cn:r,lo·-,ec-r; pre::)t1d:~s !it2?'tti frr,m 
m:::w,tlr1~, l"~l'Jt.ilrerr~uts for <hnllvea·y of 
S~tV i c.c,,s. .. 
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Ltu l.y •• 1. • : 1'97:3" ' ' • -

·l·LL-11{01S 

,QUEST IOHS RAISED t,:-i ·ST/ffE ··C·OMPI.IMlCE WI i-ti ·n:C..:-f{·AL ·REQUl·RCHHIT.S
•• ~~----

/,SS l·ST/.:.t:C-E Pr'\YMEllTS ·P.ROG-11/\1-1 

;R_cp_o1~t i n_g -r.e_qui•remen.t:s •w.e·r..e ·not 
~.t ·.for ·.th.c :.5 i:x-n10n.th r:cpor.t i ng 
:P£~:l":i9.d., ,J.u 1 )' _,.. :D_E',c.cmb:.e:r., ·1:9.72. 

J1.5 .C·FR ·20-5 .. l O ( l 6) §~ummar.i.es :0f·:f-ai·r Hearln:gs "Pr.a.cticc ... - .. . 
.1.$.s_ue, :P.cri o.d i.c :S.w.;mn r i.c.s rcq.u i red 
.by :f.e<ler:al ·Rp-gul·a·ti.ons h:av.c not bec-n 
§:u_l>,m_i·.tJ.e.d ·by· ~tl;i~ §-.t~.t~ .:s,i n.c.c J/1/71. 

·,W;l:N .R~,gi_strsiJ.ip-ns 
_As pf ·1-ast il-V:ui l·c::-bl~ ·re-port ch:ite 
{~/15/-7_3) c:m·ly 5.3.li per.c~nt of 
-r~gistr-ations had been-accomplished. 
§J#lte :reports it \•ti 11 not b~ .ab 1e 
Jp ~ompTcte r~gi~tn:itions by end 
.p·f -·f J~cp 1 Y~fJ·r·. 

l-15 CFR zO;i. fo 
•• .. • I • 

(a)((;)
••• • 

f~d:r H~arings :' Pr~c·tl~~ .l~.s.ue. 
~:i_~:ty--day .s tilnpa rd pf pn>mpt oc ti on 
~~ nPt m~t~ •• 

https://ummar.i.es
https://i:x-n10n.th


MEDICAL SERVICES PROGRAM 

~5 CFR ?50.23 (a)(~)(i) & {ii) 

OHOT 

j:arl.y und:Periodic· Screening, Dia ~111osis 
pnd Treatment of tl igibPc Individuals 
µn~cr _/\9c 21 - Survey for avui lob le 
r~~~urccs ~nd m~kc arrangcm2nts and 
_i3~r~~mcnt;s for pi1rt:icip.µt:ion. 

Periodic Medical Review 
( i) • Rf,Vi C\·I tc.Jm t~ p¢ cornpo~;-cd of :.. . 
Hie 9ne or more phys i <: i .:ins Dncl other 
i)ppropriut~ hQ~1lth pcr$orn1cl ,:1ncJ 

(ii) f,.!,1Cdon ~ind~r the S\1pcrvision 
(>f ~ pliysicl'1n on the tcum, 

(\Qcqu.:icy St.iff, Pr,1ctlcc l~Sl!C.~)f 

~u;nlicr <;)f employee:; prcchr:k~. ~t.:ilt· 

{fQm FiK~~:tin~ rcci~dr(:r.1~nt~ f<.>r ddivcry 
Q( ~(;-rV (.ccs 



OEPMni.~c,~T or Mi:Al.T'!, CDUCATIOI~, ,~,w \'/El.FARE' 
S<•c•i~I ood r:.h~l,il11a1,011 S•1v1ct 

RCGIC>!l_...,_V__ 

SRS COMPLIAIKE REPORT FOR QUARTEf~ ENDltlG 
. . 

OATIZ PP.l:al"A.R.E:D l),\r,; STl.'i'E 1st A!ii'ISE.D 0: lSSUt> 

6/20/73 Februiry ??. 1972 
--·,---~---·-
STATE STATEr AGEIICY 

JLLWOJS Departn".2nt of Public /\id 

2. FC::0!;.R/,L r,CQUln!::MCHT: (Do epocllicJ 

:J11,f>A [] AoA 

.:l CS!. .:· YO(>PA 

:] USA - . tmT·-· D l~CSS =.: RSA 
·□ r1r,,1ncc 

6/30/73 

I, TYPE OF ISSUE:: 

I, [J Lsck of .nr,pro·,•.:blc Stnte l'lan 
ri .. J/or .i::'.cnc!,,r.nt. to co::;ply witi. 
Federal Requirement 

lil u) Fn:c 
0 

licc does not co~ply (opcr;t:l.onal) 

1.. SuL-1.c•_Eajr Hearinr,s - 60 d:1y~1ndard of pr.nmu.t...._,c1..,_c.....,..t...i ....a......n________________ 
.. 

B. P1oprc.m r-g~ulo1ion __:l..::0;_-..::2:..J(...::C::....-_.,3::...),___________________________,,--,.-,---,------·• 
t'l02 (a)( 4) 

C. Frc!orol P.cpi&icr Cilclion 4 5 CFR 205, 10 (a) (ii ) D. F<-clt1rol Stolulory Citc1ion 1902 (CJ) (4) l /l02J£lli)_ 
3. STr-n,i. Of' PLAI~ ITCl.1: 

1 0 Rc,llionol Rcviow 2 [] Routon al Sterr • • ;. I • 3 D Awcitinp C..-nlr~: A O S11bml11od • 
• . 1101 Complotcd • Nc-~otiolino with S1010 OHic~ /,cilon 

.... .{ t DO lhc,r (;ucr/bo) 

•·•:,.I 

,. ISSU t; (Vo /iOT cc:z:plolr: U J/.J /# c/,ocl:r:d; If /:em 1 C fe ch::ck ..cJ, comp/cote ftc,m IO c•n 1ovcr:.o dtJe) 

State aaencS,'s semi-annual statistical reports from.period ending 6/30/71 through 
12/31/~2 show th.at for most hearing requests the 60 day standard \•ias. exceeded, 

https://i::'.cnc!,,r.nt


~- TIHt: i..vtdLt..P.LE f"0I! ncv1c~, .... ~!D DCCISI0!I: DA''fCS 6, nEP0nTl~IG STATUS 

o,~..... Ti,,, QIJollc,r
A. Ro.::dv,C: In R,,l:nol Office, 

(19 P.o;,ort11d Lo,1 O.ictl~r Date Firct r..eportcd.J{ll(ZL8, $e,,,1 to Ccn!lol OHico ________________ 

(Co::,plct~ C u,-J D If :;; p/fc:,, !J le) 

C. 90 coy li,,-11 .expires _________________ 
ON_ol In [ffoc:t 

[). Extcn~icn uqvr,tco ·,o ________________ P10pou,d Dotr; _______..,_____ 

$1olo o~••c& lo oxlcnd lo _______________ 0 In E!locl Sin co:------------
[7 Stole ,.,fv,01 QN<> c,,wor-----•"-'------------'='----------------------'----------------------------------

e. CSST /.CLC: s TO HES0t..UTI0N or- ISSUC; 
· :·• 

Stcto Loghlc-llon Hcoded D f, Co1Jrl CoSo Pcn~ino 

Non-ltd•rol (..-r;:/1 net ovollol,la lo implomcnt [x.) G. 0th.,, (do~c,/be) 

Lock ol Siotc Slrfl to Dovolop Plen /,\oloriol Sufficie.nt nur.:bcrs of stc1tc staff 
0 D. lcc:C cf Clerity in Fedorol Rc.qui,cmont 

0 [, f'ec!orol Rc-<;ui,.,,,,ont Not ,\ccop,.:-1,le t::, Stole 

0 J... .. forr.iol At'tion l•>· ,\d:-•uini strot.:>r 0 F.. l~r, r'urlh~r /\ct;c,,., Pc.nd,ng Cloci(icolion of 
f~co,ol R.,c;,,i, ..~,c-nt 

Do. C<'nfttl'nt• n.1wi\er\ Ad.Tti'ltst,ct.;,r 0 F. 01her c,i...rri!,,.} 

Cf'\c! f .'fi ;"f O t t,•tfC-!;". f" \ C'f ! t C!!C' 

0jc. ~~:- i :- n ~I Or: ~c.)... _C:-,~').,io Ho~~hctiona ,. I .. ' I I ) - /M'1it. rcpo1·t,,ntil ;,,~t"J. ·_ ... .... . .- _, .. ________ 

Cin. l~n ;-.,,.,'-.", .:,r,; ,,: , f•~ .,J•"~ ~toTt Lc.;i,!oricn 6/30/73 
I:, l•o J(\o,1 •'•• (ct.. re-) ___________ 

---------------------------------------------------- -. 

https://Sufficie.nt
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IVe l'IC,,(..11(.. t. Ill "UL~ I IUIC . 
(ie~i<"l•f•'l, lrc,"' f•dnrol r.n1u1r•mtul Horrnu:nta: 

•rx 
l .? 

.)• I 

C. Eirtvnl ol d•violion from ro:iuiromr.1t, 
@ Stcto-wiJ11 

2. Soloctod co.,ntiu 

(o) Uun1bu -----------------------:----------·------------
(b) Porcar-1 ol Slol• c:is... I•,~' in thuo counlica ________ % 

D. Brio fly tlncriLo deivi ~lion (;o"' Fod"al i,lc::'I rc,i.vi,v.11Lnl lnduc!ini,) olaloclc lo rnolution: c.n 
0:- : .. 

Items 4 and 8 

HCSS Form 105 for six months ended December 31;·1972, reports no follO\·ts rc~1nrding 
time elapsed. 

Item . . ..Total 
,Tme Elapsed Bet\·men nequest & Hearing: •. No.· %..a. Less than 1 month ~5"""' Gff:-7 
b·. 1 rr.onth but 1 ess than 2 n1anths 126 23. 7 
c, 2 months but less than 3 months ·29. 5.5 
d. 3 moriths or· r.~ore 11 2.1 

https://ro:iuiromr.1t
https://l'IC,,(..11


--

:

Time· Elapsed Get,·:ccn Request ~( Notification of Final licadng Authority Decisions 

a. Less th~n 1 r,~onth • . · - . ... . .. .,; . .. - . . _5-· ·.. . 0.9.1 

b. 1 month but less thnn 2 months ..., 100 . . . ,18.8 . 
c. 2 r.ionths but less tlia n '. months 277 . 52 .2-
d. 3 months or more ·149 28 .1 

The 1-:CSS Form 105 Quarterly St.otistical Rcpo1·t on Fair Ilea rings submitted by the S~:2. '. 
for the period endin~ 12/31/72 does not ·indicate overull improvement, but so:1'. 2 fr;ri ro , 

c.nrr.ent is indicated in 6 - Ti:s;e ela psed 1J c t1•;cen request vnd !H,~c?rin9: a 1·cc:uct-io:1 ·is i: ~-- ...... 
.- ,ri c. 2 months hut less than 3 1;1onths - from 13.5~; to 5.5~!, and d. 3 mont.hs or mor e 
from 7.m; to 2.1~/, . In item 7, Time Elnpscd 8etv,een Request und notif·icutio r, of 

.Final l!r.aring f\uthority Decisions: Item 6, c. 2 r:mnth~; but less th2n3 n:on t hs o 
rise was noted from 12./i ;~ to 52.2%. For cl. 3 r:1ontl1s or more from SS.l't'. : to 2S.1 ~:: . Tl" 
State i ndi ca tcs that future repo1~ts should reflect: a continued trend to1·rn rd re: rn~dyi ~'
the situation, pt1rticular1y as backlogs of app::!c:ls are disposed ~f. Discu ss ion 
with State staff indicutes substanti<1l imr.rovr.rrcnt this quarter. Statistics for 
5 m:mth period January l, 1973--l-:ay 31, 1973 shO\·/ that 91 pei· cent of cases 1·:erc 
acted on v:ithi n the 60 d<1y standard. • 



.. 
'-'oEPAP.11/.f.lJT or IIEALi'!, (DUC/,TIOl-l, A

0

IW \'IELFAr(E :~ /,PA [] Ar,,A 

!•;,(.1c.! , ... ~ i:, •~.,Lil1l'>l•C•n ~.u._ac t ,::·JCS!. Vl)DPA 

:Jur.,_A ,: : HllT 
Rt:G 10~ _____V__ D i:css ::.: ltSA 

0 1'111.:in~c 
t ' 

SRS COMPLIAHCE r~EPORT Fon QUARTEI{ ENDING 6/30/73_ 

. . ' 
Df,TE PR1::F-AF\E.O Dt',TE sr,.n: 1st /,1;','ISf:D or lSSUE· I, TYPL: OF ISSUE:: 

6/20/73 10/27/72 A D L3ck or .::pr,rov.::Llc St.:ite Plan 
And/or :i:.'.c:ic:mcnt to t:orr,ply with 
rud~tal Rcquir~~cntSTATE 

ta 60 Pr.1c 
0 

lice docs not r.D;.,pl.y (01,,~r.:1:ioaal)ILLU.:01S Department of Public A5d 
: 

.. 
• • l HIii He01stra1:1on 

2, FED!::RI-L nt:Qllli'.f.l,1:' 11T.: (lit, =f<',cl{/c) . ' 
' J.. Su :~ti • 

... "f 
b. Prog1c:n °1':ci~vlc:tion __2_0_-_7_-"-(c..,,.,_"_4-"-)-----------------~----·-·......,______ 

. . 
c. Fedorol r,.,~j~fcr Citclicn 45 CFR 233, 11 (a) D, -Fccl~rol S10111tory °Ci1c1ion 402 (a)( 19)(n) 

3, ST,.TUS. OF PL/-U ITEM: .. 

1 D Ro~ionol R,a·ic,w 2 011c-~ional Storr 3 D l.v:c:itin;- Cc:>!:··• I, 0 Subml1tcd 
nol Cc.r.1;>lc.1od . Nogoliotin11 with Stoic OUico Acclon 

I {
8 0"01 $1.1!:-mlrtod ~ O01hor (Dotcr/bo) 

.c. IS!-UI:: (Po NC>'l' cor.:,,/r./d II 3,',/ Is ch"kod; 11 Item IC,~ chc-ckocl, com:,tc-lo /tom lO on roi:c-r::o tMo) 

Illinois lli.ls not cor:1pleted the mirndatory HIN Rcgistrcttion of the AFDC Requlnr 
Recip"ient ciiseload, as required under Public Lm-1 Q2-223 and CS/\ 72-7 and AP/\ 72-9. 



~. TIII.C AV/,IL/, l'LC l'0R r.EVIC:Yl ,\NO DE CISION: 0ATCS 

0 l~ow Thi I Qucrlor
A, llcc~ i ,·o:! In l;,~lcno1 0iilcc-

[21 R .. ;,ort•d Lest Q·Jcrlor Date Fin;t Rcpo r tcc! 3 / 3J..L7_) __C. S;nl I::> Central 0ffic<' ________________ 

(Cor,plr ro C c,r.d D If bppl/ct,/.;/o) 7. EFFCCTIVC DATf. OF AM E IIO:,IEIIT' 

C, 90 c!oy li :r, ll .<••·~irc. s _________________ 
ONor in EHrcl 

D. E~tot\,ic-r. rcq"'t,1<'-<l to ________________ Proposo_d Do:o : ____________ 
S101<, c;•~~• lo t•i;1el\d lo _______________ . 0 In EICoc·, Since:------------

---~i~c~i_s_,_o~· 'V. 0. 0 (\'l I w~ rNO ' 
6. C::JS T /..CU::: !. 1· 0 Hr.~OLUTIOII OF l~S LI:::: 

0 A. Slolo Lo~lslollon tloedod • 0 f. Court Cc.so Pc,nding 

_(:J 9 . . Nc,n-le~orcl luncfs nol OV<-iloblo lo ir,,rlomonl (2<J G, Otho, (describe:) 
C.n 
C>JOc, Loe~ of StMo Stoli t:, Dove.lap Plcn Motoricl None 

0 O. l.oc'k. ol Clarity in F .,cforol R<'q v irornonl 

t. Rt.GIONAL COIIMISSIO!;CR'S HCCO~IMCIIOATION: 

0 A. Fe>rm:>I /,c li<>:"I l•y Ac!mini ,t,otor OE. No Further ,\ction l'c-nding Clorilicol i<'ln ol 
foclo,.,1 r.~q,•iren,c-nt

0 F. 01har (,J,•ecri!, ~) 

o"d ~•t-"t. lt- fl roti,· c-1 cif ~-totc-

oc. ~•f;i !' no1 Oft.~• Co ,"l! i n"1o tl c ;-C\hCftOI\I State hus ir:~icatr.d thc1t it \-1ill not 
,•ntil (ct,r,-J _ ______ he <1hlc to c0:11r, l e tc ncccss c. ry 11 ·~1, d.:!to rJ t:C\ r..,,•"r-' 1.. ,, ;o,, p.,""c! tnt' ~toto La;i,lo• :o,Ci 0 -
to l-• ,r;,.,,l,r (, :n ,~) Re~dstrution by cnt.l of fisc ~l yr.i\l' 

1973. 

https://ncccssc.ry


..........,_,. .............-..--. ·-·· 

"· (>~ ..1i;,f,r,11 f,c,rn r •le•ol l?e-:u11•mtt1I P.<,run1onl1: 
... 

,. 1•,u:1101 1h01 c/o "~' co"lo,rn ,., en ur,r10•1ocl S1u10 rilan ,,.,,, "'""" f'c,Je,11I111quilc,hlonls rx 
1. r,achc•• tliol cn11r,.,.,i\ to IVI ",;pvotrfr', !',,.,•• ,,!,., 1hc1 f},,.,,J"<'' ''"·"' ,,,.~ ..;G, 1011•""''""'' f '1; ·1· • 

D, Sou•coc.l,111,.,r,c•,c.n:_•.eq1on •• I pron Cii1:, iil1 .'tl1'1i:llCC! illW ys1s ·or'.1C month of 
~y 1973 - ------

C, JL•II"' of c!o,,iorion f,or.\ r«qui,.,.,,.n~ 
\.!} S1010,.,iclt1 • .....2. Solotttd cc,untiu 

(a) Hu1T1l.o1 -:--:----:-~--:-----:---,---------":"."'-----------------
(I,) P .. ,c..-:'1 c,( S:o•• cou, loo~::, then counlio~ ________ ~ 

The Re:gion·V established annual goal for the Registration in Illinois is 88,1193, 

On March 31, 1973 the nctua 1 number of reg"istru t·i ons \·tas 40 ,221i, 40. 2~~ of 
the goal. On May 15, 1973 the actual number of registrntions was 59,597, 53.4% 
of the established goal, Tim State has shown some improve1:1ent in reaching 
its mandatory registration, but still remuins considcr,1bly below the requirement. 

https://Hu1T1l.o1


... . .. . 
D~PJ..fl"f-1,',[IIT or •~E'-IT 1 : . rouc1111011, ,~,m W[Lf-AI!(: [] AoA 

~ .. ,.id c-.,1 fl•hc.t..il,10114,n !.t,vi<t .. --·vo1>rA 
, _ : tlOT 

HCGION ____ 
V =~ RSA 

0 f.fnancc 

!>RS COMPLl/dKE r~EPORT FOr~ QU/\RTEI~ ENDl:~G 6/30/73 

,. TYPE or l!;SUi::DA TC H1:?:PJ.f<!::D V.1.~r: STAT!: l:;t JJ,;','J !°.f.D G: ISSUE· 

6/20/73 2/22/72 A O Lsck o! .:p?rov.::.blc Stat-:: Plan 
t1nrf/or .i,,'.(·ac!;,,cnt to con;>ly 

0 

\.lith 
F~dctal Rcquirc~cntST.,_TE STATE: f •. (,f:IICY 

JLL1110JS D€:partr.,2nt of Public Aid tn 12:) Frac.l1cc cl,,c:. not co::ii>ly (op.:•r.Jtior::1).) 

: 
e;,2. . F CDCR/.L kCCJUllcr:1.:u:T: (!Jo ,;;oclflc) e;, 

,._, S.J!.
14 

c·, FGir_Jj~2rinos - Sur.nEiries of Fc1ir lkorings_· ______________________ 

S. Pr:>"rc...,., f:•1,ul01ion 10-2=---..._(..:::cc....--=3::..),_______________.·_··_·________ 
1'102 (;.) ( 4 );4ozru-)~r 

__c_._F_e_d_~•_o_l_R_6_?_;,_,_o,_c_;_1_c,_i~_~_4~5_C-'-F_R'---'-2~0_5_,_.~l_O_("--'-l~6~)_____D_._r-_o_&_e:_c_l_5,_c_:,_•,_oc....r)_· C_i,_=•_,;o~902 (u)(4l_______ 
), STI-TUS OF 1-'LAH ITCL<: 

1 0 Rr.l!io:,ol Roviow 2 0 r-o~lunc.1 StcH 3 0 /,wr;;1i."t' Ccr.fr ;/.. 0 5ub,..,l11e& 
,,c.1 Cor.,.,1.,,.,& No1,1o!iotinr with S1c:t<- O:rico /,c,lc,:, 

{
• I. _ □ o:;,c, (Dc,r:crlL") 

4. IS~UE (Do !&"OT cr.--:.-.;,/,10 If J,<I Is c/&ocJ:ed; If /terr. IC,., c f ,;cc::«•d, co:r.p:,,10 1/o:n JO on t<'\"<'tSO ::IC:o) 

Su:iT.'lilrics of hearin9 decisions huve not been issued periodi~u.lly as required. 



II. TIHE 1.VAILAllLI:: f'OR rci::VIEW Alm DECISION: OATES 

.
A. Rccd\·11! In f?e~l:mcl Ollltl' ___________ 

~. SQ<'lt ~ Centro! 0 l<i co ______________ 

(COU!J>l<'lo C t>t>'J D I/ 11ppllc1>L•lo) 

C. 90 c!oy llrr,11.c-Ypiru _______________ 

D. Ei:tonslon rc,q,~•u1«1 to ______________ 

Stolo c;~l•es to l'k1C'n~ to _____________ 

j Stolo ,,,rvsl'S D Ho c:-aswcr 

·e. Ot!STACI..E~ TO RESOL.UTIOU OF ISSUE: 

0 A, Stalo Lo;ilslollon Ncccloci 

[] D, Non,ltc!oral fundr. not ovollol:,lo to implcmfl1lt 

oc. Lock of Slolo SloH to Develop Pion l,\otariol . oo. Lael.: of Clarity In Fcc!uol Roquiromonl 

Dr. Fc..!.-rcl P.l':\UirM\cnl lfol /..1. -10!,lo lo Stoto 

t.· REGIO!l/,L COl.lf.tlS!-IOl~CR'S f:CCOMMENDATIOH: 

□ A. formal /..c ti o'n l-y Ac!n,ini &11O1:,r 

oa. Co,ilt'rc,nt• F.otw••n A0mini,1101c,r 

ond Rr;,,eHnlolive~ of ~tole, 
~c. f,•r;ic-ncl Oil,C,~/C:.•,~·~•·.t; H,.,,,1,c11c,ns 

vntil i1!1,t1•: __:..'_!_;!.:.'.. ,' .) ·--
[]o. No !'u,1',c,, l,rii:,:, l'r.v'i'lQ S1,11c Lr,1hlr.1ic,n 

lo l•o aou~!,1 (<!::tc-) -·--------

G. nt;PORTING STA'\"US 

0 Now This Quorlc,r 

11!] J:ee:,oncif La,1 Qve1110r Date Firr.t Rcportcd.lLl}L.zl~ 

"I, EFf'l~CTIVE DA '\"I:: (IF AU!!tlDM!!WI"' 

0 l~oi in f.Hcct 

P1e1pc,s~d De.to: ----------

•0 In EHael Sinec,: -----------

D F, Courl Cos~ Pencling 

CJ G, 01har {rlc-sc:riba) .. 
.,. 

. ;..... 

Suffici'cnt numbers at State s\nrf . 

CJE, Ho Furlh.-r Action Pcn~ino Clarification of 
fc,JMal Rcc;virc-mrml 

or-. 01!u1 (cfc-cc:ri:..eo). 
Proposed rcvis~cl r~oulntion ,-1ill 
elil:rinate this r.::quircn;~nt. 

https://Rcportcd.lLl}L.zl


1t', l'RJ\CTIC.f. Ill QUCSTIOII 

A; [), .- .c.f,.('ln r. ".,.._ r .t::,.,c.' ~.,v,••rnr.""11 J? .., ,, flf>1itf"lh: 

1. P,o,1,c•1 1h01 {!-:, nc.t ct.-n,o,m to cu, or-p,ov"d !,tot"' pion tl,or ,nr- o ts Fnd•rol ,oqvi,amonls l~~ 
,. Pr.:>!'ft(OI 1J.o• c o.nb• :r1 •':' c~-, " c :,:· • •')V f~,·· !,f f\ f " r, J-:-n t 1,c~, ~ " "' tJt) T '' " ."-' roidorcl fO'l ·Jitorront, l ' ~ 

o. $1,,-,,~ c,f ,,do,nol;c.,n, _ se:r.11-.:i f 11ll) ,] I S l i"I ll '., t l c~ I r0 r,r. rLS • • 
1 

--------· 

C. [rl•nl c-( &oviotion (,c,t';\ ,aqvirctmool! C)l 

Q; -.:r 
~tc•-.,.ic!o 

1. !,elt•Clod <0:11\I•• 1 

(o) llvr.,hcr ______ 

(L) Prrt•r.1 of !, tr:I• c :n . o : .. . in 1h~ 10 cc,vnf i e, 

O. Br , clly do,crii-o c!ovi,1ion from fv:!orol plcn ror,vilt'monl inc:vc i n~ :. !» Joclo lo ,,.,olution :_ 

Periodic SU;';1'~al'ies required by Fed~ral P.equlc1tions hi! ve not been submit V~d by t k: 
State since 3/1/71. The Stut(: a~rccd, dui~inq di s cuss ions 1/10/73 and ?. / 22-/73, 
to issue sv:::rr3 ri es in a conci se ond cl ea r fonnot for the pe1-iorl beginni nCJ l/l/i' 3. 
/\s of 6/30/73 none have bc2n recci vcd. 

I . , . .f. 



. . 
.DtPATcTl.'.!:UT OF liEA.L lit, ~DUCA'flON, ,;,m \'fl:LFAHE (3i) /,PA (:] AoA 

Sc.dc,I ,,,.,J He!i0Llli1ation Sol\i(D • •• 0CSA Cl YDOP/,. 0 

[]MSA D HOT 
nEGIOI~--'-'-- D tlCSS L..J RSA 

0 Fin:mcc 

SRS co:1.PLIANtE REPORT FOR"QUMffER ENDING 6/30/73 
• . . . 

DATE PREP/,RED DATE ST,\TE_ let /.JJVJs;:n OF ISSUE• I, TYPE Of' IS!iUE: 

A O Luck of i:ppt:ovr.blc State Plan·6/27/73 May 16, ]973 !)Gd/or c:'.endmr.nt to co:q,ly \11 tl-i-----------~ Fcdctnl ic~uircrocntSTATE SYl',Tl:: "(HZHCY 

Ill (:'g rrr.c't:f.cc C:oco not cocply (c,pcrat::f.o~l)
Illinois Dept. of Public Aid 

2, FEDERAL llEOU!HC.i.:!:'.NT: (Uu ,:poclflc) 
OtAi SuLjcc, Qunli ty Control 00 

D. Proprc,.-n Rot-ul01ion PR 10-3 PRJ.0-lJ.(c-6) 

D, Feclcrol Storutc,ry Ci101ic.n /102 (a) (5) (A) 

J, STATUS or- PLAN ITEJ.I: 

.. 
• A O Svb:nlllor! 1 D P.q;,ionol P.ovic:ow 2 D l'?opionol Stoll 3 □ Aw<>ilini, Conr 

not Cc-rr,plolod thcotioting with St11lo • Offico /,ctlo" 

{
8 0 Nol Submlt1or! ~ O0thc,r (Ducrlb~) 

4, •ISSUE {Do r-.'07' C«..pl~lr. It JAi /4 chccl:od; JI /tr,1,~ IC le chc,cJcod, compk,lo ll~ni 10 on tCl'Gf'.CD ddo) . -
Reporting requirements not met for the six_-month r.eporting period July· - Dece1:1bc.r 197'. 
State acency has not submitted .the narrat:i.ve report· for this period which was dtie in 
the Regional Office on 4/30/73. .. . .--••'" ..... 

https://narrat:i.ve
https://tCl'Gf'.CD
https://llEOU!HC.i.:!:'.NT
https://rrr.c't:f.cc
https://c:'.endmr.nt


S. TIMC AV,,ILJ-BLE FOR P.CVIEI'.' /,ND OCCISIOI~: DATES 

A. R•c•ivo.-1 In R,o;lonol OHie. 

B, Soni lo Control OHico ________________ 

(Cornpl•I~ C ,cnd D II 1ppl/cc.blo) 

C. 90 c!oy lin,11 upirc-1 _________________ 

D, E,r.tension roc:1101ted to ________________ 

Stole <-1,rc-01 to oxtonc! to _______________ 

!tot~ rof•.• ,es O f-'o n-,1,,,, or 

l', OBSTACLE~ TO 11ESOLUTIOI! OF ISSUE: 

0 A. Stolo Lr,1tlo1lon Ntc(cc/ 

0 D. Uon-fod ♦ ,ol fvndt r,ol ovoilol,l• lo iMplem<s'\t 

0 C, lot!.. <of Stole Stoff t::- Develop -!>Ion l.(OtNiol 

0 D, locl, o( Clority in Fo.:!('tol Roqui,ernonl 

9. R£C.10NAL COL(MIS!,IOllCF;'S HCCOMUCNDATIOH: 

For,nol J..ction l-r A.d":l1ni,1rotorD'-· 
oo. Cc-nf,,c-nte fe-1_.. ••n l . cf'Tl;n;,uotor 

~nd ~•~••••"tcti"•' of Sro:e rue. Rc;i:-:"'ot OH, re C-c,..• i ",.•o '"•"'oticttons
c:. I • - • 

"n1il (:.""••>--~ _I_!._ :) 
["fr. P..:(' f-v•'""' J..c1ic-n P,"'(\1.,, ~10t1 Lc;i1l."ltion 

'" l •o ,:,.,pl,1 (,.;,.,.) ___________ 

C. REPOnTIIIG STATUS 

~ Now Thh Quortor 

0 Rc.;-oricd Lo,1 Q1.10rtor D;ttc F'ir:;t Rcporte:d_______ 

QNot in El!oct 

Pror,o,.,d Doi•: ____________ 

Qin [llocl Since:-------+-----

0 F, Covrt Con Pcndino 

@G. Other (duc,ibr) 

State st.if£ is in ·pr-0·c:css of :dcvclt1; ) 

ing narrative report. Regional O[(i ~ 
lws been unable to clcten1ine ,,hy thi~ 
v~s not done earlier. 

C}1 
<O 

No Fu,thu l..ction P,-ndino Clo,ificoti<-n <-I 
f td<'r-'I P.:"ui,c-mf'-:\1 
()1hu (d<'1<tt!J<') 



10,, f"RAC11C.£ IU QVtS'l'IOII 

A, (hYiolic,n from 1'11dtrol Rtci11i11,me!'II R11pru11!'lltl 

I, r•,oclicu 1!.c:1 do not cc,nform lo on c.prrc,vc.J Stolo pion 1h01 mocl& fc,c/er«.I tt-qulr..,mc..,11 IBJ 
2, P1ot1io1 1'101 cc,r,f:-,tr'l lo en "c:;,1>ro,..r.J" Ste.le, i,1°" 1h01 dor:a IIOT mrol Fc•clvr11I rc-<1ui11rr.i•nll D 

ll, 5c,.,,o of inlcumction: , S(· (l t C '\~'i.!'•_.r..i:.,.-------------------------------------

C, "Ewt,nl of c!<.>violion frc,m 111~11irotn1r.<,t: •. r 
/i:-};totr,-wi d• 
Y.s.r,c,c:l cc.vntir,1 

(o) lfor.,1.cr ----------------------------------------------
(1,) PttC'Go~I c·f S!eto c:01t- locd in 1ht-1eo cc,vn!ias ___________ ~ 

[>, Driofly c!uc:ril.o .!e:~ic,lion from Fcc!;rc,I plc,n reqvirrn1or.1'inc:luc!in11 c,bctoc:lc lo r1>tolution: 

State lwd submitted the statistical section of the report for the current 
six mont}w w:i.th n statement that the narrativ~ would be sulrnd.tted in a two-week 
period, No ~pcciH.c reason for the de.lay is known. However, responsible Sl:ata 
staff J1nve advised thnt the narrative is currently i~ typing after several reviews 
and is expected to 'be mailed to the Recional ()f f:icc the week of July 2nd. It 
shouJcl he noted that the report for the prior period was sub1i1itt:ed on n timely 
basis. 

https://lfor.,1.cr


OEPAn:r1:1.lllT OF IIEJ..L1H, C:DUCA11CJII, /~1-11) WELFM~E []M•A LJ AoA 

~oilol o-.d r1,l,c!.ili1oli<-n ~~,,.,;,, 0CSA L.l 'Y[)DPA 

:[] I.IS/\ [_] IHJT 
RCGIOH __V___ D llCSS LJ I~ SA 

0 Fin,,ncc 

SRS co~.{PLIMKE REPORT FOR OUAfn[R EtWll·!G_,..~L.={) ,..,_
--..rJ ~., I I -> 

1. 1 YPE OF ISSUE: 

A O Lack of Approvz.blc Stetc Pbn 
_ _.f..u...,_/?,_?._,_l_,____,_7-;,_..j..__JJ)f! I 7 "> __ -----------1 •~d/or z:i~ndncnl to co~ply _vith 

Fr~ctnl l:eQuS~c~~n:STATE ST/,TC AGt.NCY 

1B [XJ J•rz:c·ticc <loc~ not coiz?lY (opcn: tion,11) 

2. , F l:Dl.P./,L 1,1: ~:Jlr<C:HC:lll: (/;o •p•clflc) 
0:, 

J... S<,l,j cc t [ p "fl f. T - f\ n 1-e c>r: c:n t S \·,' j th pr0v)--'c1-'-c:....1.:_'.:.;S__;f:.:..: o;:_r;c__..:.r:..::l_' S.::..=D...;f.,__1T:..___________________ ..... 

8. Prot;IO"l R~"vlotion _____.,_,1_._.Q'---]._..l__,(..,,c.'-.-~'1..,_________________________________ 

__c_._r_·._,_._,c_l_P._.-·:.,_i_,_:~_-,_C_i_l~_,_ic_n_/1~. ~"'--.,.C'-'-F....R.,__=2~·1~9.:..,._,"-).,,,Oc..i(.,c1_,__).L-l.(..!.~'--)'-'-(""i-"i'-'j:....)1-_D_._F_c_rJ_c,_<•_I_s_,o_,_u_lo_,:..r_c_,_,c_-ti_o~n_;__.:::1..:.9~(.:..:lS~(.:.:...,:1).JilJ,._fl_>"--)-----
). STA TVS or PLAU 11 CM: 

1 0 Rr-~ionol Rcvic.>1 2 [J P.c-cicnol {coif 3 D Aw oi 1i r. " c, .....,, ~-1 

nc,t Co,..,pl"t~d Hoa1c,ticfi1>(' with Stolo OCiic~ Ac11~~ 

{
B C)t~cl ~vt.rr,lllod I. O01!u-r (Derer/ .'>,) 

The State has not cstabl ishccl agrccn,cnts to assure maxh1t•.m util i z;:ition of cxis tin ?. 
screening diagnostic and trcc:!tncnt services provided b)' other puLlic •vol unt.ny 
agencies. 



S. TIII.E AV1'1LMlLC FOR REVl!;\'I MlD OECISIOI~: Oil.TES 6, REPO~TlllG STATUS 

0Nc,... Tl,h QuorlorA, Rocolvcid In Reolonol OHi co 
f.xJ Rtporlod Loll Quarter Date Fil·st Reported 9/ '30,l.22--

B. Semi lo Centro! Offlco --------------
(Cor;:,ptotc, C 11nd D ti rpptlc11blo} 7, t:FFl:.CTIVE DATE OF /,UENOUENT' 
C, 90 Joy llrnll c,r.piru ________________ 0 Hot In E ff"~'D. "Exl<-nsion rcqveJled to _______________ 

Propoc1;d Doro: ____________ 
Stol• ogr.-u lo oxlc,nd lo ______________ · 0 In Erfc:~I Sinco:----------
c1s101~ ,~r.,..,, Otfo C\"11Wlt 

' &, OBS"l"/.CLES TO RESOLUTION OF !SSUE: 

0 A, Sloll' Loglrlotlon Heedod 0 F, Court .Caso P•ncfino 

Non•loierol funds 1\01 ovoilat.lo lo Implement D G. 01hor (do:tcril•f') .. 
0:, 

Leck ol Slate Staff lo Develop flon l.!alc.-riol 1.--.:l 

·"'· Definition of "agreements". in cited 1·cgulation, 

». Rt:CilOHl,L COMMISSIOIH:n•s IICCOMMENDA TION: 

Fon:,ol A.ctie>n l-y Aclministrotor Ho Furth«-, /1.ctic-n Pc-ncfi110 Cloriiicolion "' 
foJc,rol R••qvircmcol 

Cc,nlNr.nco Oet..-un 1.r'ministrolor Othoi (dcHtibto} 

one! n.-p,eun101i"u ol ~1010 

J!1rit>11ol C.HI, C • f ~".!;,,.,~•:}l..";ioh,oliC\nl • 
,•ntil (d111rJ __._,J,_:~~~_:"'____ 
1:0 1:,,,,1,.-, ,\rtio"\ f'and,11~ ~,.,,. L.-~i1lr.11c,n 

la l,o 10~•""' (;lt>I<') ---·--------

https://ovoilat.lo


\0, . l'fll,C TIC t IIJ QUC~T 1011 

b 
,. P,oe1;c,,1 tl·ot cc.nl~r.,, lo en "cr-1'•'-v<•f' Stc:tc rlt.on lt\ol ,l<.,:,1 NOT rncol Fu•.,.,1 roqvi,o:ncn11 [] 

o. .,,,.ol;nlo,m~li<>n: St,1t11s rr•'. 1 '. 1:· t ; r!_I1Cl cnnfC-l.::£!_1_l'.(~S liith ·f,._·~,.---------------s .. ~ St.:1,· c .a.s;..;,,_,"'-·,..:.f· ... 

c. E•h•nl ol ceviotiC,r\ ,,..,.,. ..q.,;,.,,....,,: 
~ Stoh,-v,i'• 

J'. Sri rt ttd covnti cis 0:,
c:,:, 

(o) tlvmbtr --------------------------------------------------
(L) p.,,c~nl of Ste:~ ccao lc.,a,' in tho•~ c:ountic,1 ____________ ~ 

Sta tc: n.r;ency ha~ not cstabl j shed ar,recmcnts defini tivcly rclath1g to EPSDT to as s ure 
rn:1xir:m;,1 utilization of existing resources. It has aerce:mcnts throueh the sign-off I s 
on claim forr;,s for al 1 • other i terns Lut not spcci fically EPSDT ftmct.ion. 

'J11C cor1prc)1cnsivc systc1.1 fer EPSDT called "Mcdichcck" ,,·hich should resolve this 
issue has been tabl eel ·pc,nclinr, considcr:ition, approval and direction by the new 
Governor and ncH State Director of Public Aid. 



DEPAR'i•in~T or- HF ld.'?'i, (;fJUCATIOll, ,.-,m \'/Elf ARC: ::.J APA CJ Ao!. 
\'[)()l'A$~~;,:( "":f fhl,10!,il, 101,nn !,o,voc r .:] CS/, 

V X) /.'.SA ..:.: HJ>T 
nEC.ION ____ O 1,css =-; r{~A 

0 !'inane<: 

SRS COM?LIMKE r~EPorn FOR QUARTEH EMDING C:./30/7:{ 
• 

1. T\'Pt:: OF ISSUC::OATC Prtc.PAR!::D IJ:.n: !:!ATE 1st _tJ;i'ISlli OF ISSUE· 

6/22/'/3 A O LDck of .:rp1·ov.:blc State ·Pl,:m 
nnd/or ~i~n~~~nt to co~rly viLh-----f---~l.~0/72 
';cclcral i:cqi:ir.:i:.~!:nt •S1"1-.TC STI\Tl:. AG=.l~CY 

Illinois Illiriois Dept. of Publ:i.c Aid IB [31 I·rncticc d,,co not coir.ply (or,cr,1t!oni1l) 
.. : 

2. F'EOEn.J..L P.EQUliH:UEl:T: (Do i:pocific) 

• 1.. • SvL:cct ~(:..,.-; c.d.ir_l.',·,,-li Mil 1,C-'l.d.-O-w---------------------------------
40-21 

C. Fed:,rol R<>;;iilt>r Cilolion O, F <rtfo~al SI ctul~ ry Ci Ioti on 1902-(a) (26) • 
3. ST/.TUS QF PL.Ml ITt:r.:: 

·. 
A O S11b1\\ll:cd 1 D Rc-oioncl Rc,viov, 2 0 Ro~iono! Storr 3 0 Av:c.iiin;;; C,·nl:~· 

nol Cor.iplolod Nogc,liolin" with Slclo OHict" Acllcm 

B QUc,t ~brr,llled 
{ 

.(_ O01hc,r (Dor.ctll-rl,,) 

~. ISSUE (Vo t.'O'T CC\:J':)ltto 113.AI I_, chock,u:.'; I( 11cm IC to r.h~cl:od, complcoto /lctn IQ c,n ro\'bt~o e/do) 

.. 
A physician is not on-si_tc ,~ith the Medical Review· Team. 

https://S1"1-.TC


---------------------------------------------------------------------

!,. TIMt A'/t.lL/, QLE r-on r:Ev1c..-1 AIID DE.CISI0!,: Df, TC:S 6. nc:ror,:rn-1G STATUS 

'-• Rocoi,· oc! In Rtcl:>nol O!iic., 

8. ~cnf lo C,r,ltcl 0lfico 

O1-lcw This Qvcrtor 

[;g r:,-;,c-rt&d Lost Qvortc:r Dc,te Fin;t T:.epor:ed~,[3..:,;:.::: : 

(Coo,pltlo C end D If cp;,llcchle) 

C, 90 <loy l(,,._11.,-, .pirH __________________ 

D. (xtc:'lsion ro-;vo,tc,d lo _________________ 

S1t1fc o~t,. o,s to ox1eon0 !:. ________________ 

(~J Stole rdv1os QNo r:::,swu 

7, CFFE::CTIVE D/,YE Of- /\M!::NDBENT' 
0C] Uc,i in E l!t.>c1 

Pro;,osoil Del<' : 

·o In [llc.c:t Sir.co:-------------

e. 0!3STACLCS TO r:i:sOLUTI0N OF ISSUt::: 

0 /,. Stolo Le9lsl0tl0n I/coded 0 F. Court Coso Prnc!i~o 

[JO, llon•fc:!orcl f.,n!Js r,ol ovoilobl.- lo implomonl 

0 C, Lock ol Stcto S1or! to Dovolop Pion /.',otoriol 

0 G. 01her (dosc:rib.-) 

· .•-
0) 
Ci1 

0 D. Loe:... cl Cieri!)' in F.-dorol Roc;uiromonl 

~- llEC.IO!lkL CC'!AMISSI0~ C n·s nCCO!,IMEIIDA T ION: 

(C'ln(o,c-r-.c• f;c-h,•· t,n 1.. r.."T'lint,1r0trr 

r,.f'\d ~-r•olot'\toti,· c-, c,( !,t:lc 

Or:. 

·CJF. 

No Fvril,c-r Acr;<-n Pcndino Clorilicotion ol 
fC'clC'rol l~('\<;Uircct\<":lf 

0thor (,J,,,cril •~) 

vntil ic'.Ht- .>_______ __ 

1'c, Fv,•t..t-, ,•.. c: ; .,,, r, :, .i1"~ s,.:,o Lc~:s.Jori"'n 
lo L, ,o.,,!,1 (c.!~,,., __________ 



-----------

• 
/.! •ri•w,10,,f\n l,c-n J:c d.-,0! R•·• .... •mr . .,, f?op,ro1-,n11: X-' • • .~ 

?, P,oc11co111,,,, c:-r,fa•m IO·C\"t ":,r,;,111voJ" !.totr. J•lr:f\ 1h01 dt'rs 1:01,,,,,011"0.:f&rol ,t,~,11:c-ir,~n•~ !.; 
I), !,c,,,rco c,f '""''•·•r.loo::n: -J,lC:.!icrJptiOJLD.f .St::i..t.c..J:lc1.hodo.1 gy.. in . .J!cJ.:in.di.c ..l·'C<U cal_Rc.vic:1-.,.....,.. ----

--·----·----------·--------------------------------------c. C,tonl of duviolion frorn roci•1i,omorit: 
1. :;,c1,-wido • 

2. $ol~:•c:f cc;unliu, 

(o) tfornt.or ----------------------------------------------
(b) Pou,ont of S,t"l•I) c.cso lor,.' •n •h~1.o counlina. _________ ¾ 

l>. [hiorty dosttih dovic1;011 fro:-:. F11l1tro! J,lcn rcquirr,c:u:nt inc.luclinc oli•1c'c:lo le> roiolutic,n: 

A physician is not on-site with the Medical Review tenm. 

Thirty pcrcc:nt of patients in skilled nurs,ing homes arc reviewed quarterly throughout 
tho )'car by a registered nurse. Physicians arc not on-site during each Tcview. A 
physician reviews only those cases flagged as deviant or cases that fall within n 
represcntntivc group used for sm:.pling. On-si tc visit~ by a physician for mc.-:dicnl 
review are done to resoJ vc "exceptional II problems or where the sample .1-eviews by 
physician: incipient problems. .. 

https://tfornt.or
https://J!cJ.:in.di


_ 

D[PM:·111.r.1n or HEAi.Ti!, l:DUCATIOM, J.'r:D ,·:t:LFAI~[ 0Af'A CJ Ao/, 

0CSA CJ Yoor1, 

[jU5A [_j>' IIIJ1" 
ncc:;10:1 __v_ _ D t.CSS L.J R5A 

0 r111;,ncc 

SRS co:.~f"'LIAMCE REPORT r:on QUARTER Et~DIUG .6=3.0=1'.i.:..._ 

OATC PH£PA11CD l>Alt S7ATl lst /J;'IISCD OF l!:SUE· ,. TYPC OF 1:;sui.:: 

A O Lack o! Ap;>rovlible. Stnte Pl,, n 
_G::._?/"--)-....:.7-""3__,J -1 7-- 7J rrd/or:· c~'.c-;,.;,.-.c:1t to co::plr v1t'1 

i~dctnl ~cquf£E~entST1'T£ STA.TE f,GEl~CY 

Illinois LJ[:partrr.cnt of Public Aic IB Q l'nlC 
0

Licc do:.-c not cot~ply (opcratior.nl) 

ILJ.T!\OTS 
~. FCO[H/,L HC:QUl!<E/~(:1-1°: (!Jo tJ ,<·cllic) 

I.. S..,l,jecl Aclegu;:i_c....v_o_·_r_s_·t_:,_,_f_f_______________________________________ 

6. Proplc..T. Rc~vlclit>n _f_,R_S_P_.n_,_._3_0_-_1____________...,...._______________________ 

c. Fol•r.:11 flc,i,11r CilctiN> /i'j CFR 220.5 D. f-cdc-101 Srorutory Citclion 

J, ST/,TUS. OF PL/.11 ITEI-!: 

·, 0 P.qiic-nt-1 R<>vicw 0 R~oic,n<,: Ste.Cf - - 3 D '-"·ci1,r,c C, .-1, .-
/.. Q ~vbmlltcd 2 

not Cc,rnplc1.-cl . t·hpolicrin, with Stolo 0Uicu Aerie,:: 

0 '.QHc,t ~l,mlllod 
{.( •□ 01\u (/)~D<-t/l,~) 

1:m,;bc1.· of c1;;ploi•ccs precludes · St.itc from t!1cqt:tng rc_quircments for delivery of sc;:vic,, s. 

https://opcratior.nl
https://D[PM:�111.r.1n


5, TIME /..VAILl,0LE FOH REVIEW /,1,ID OECISIOH: DATES 6, REPORTIIIG STATUS 

QHow This Ou01tcrA, Rocci\·rc! In Rc'°lanc:1 O(fico ____________ 
fi_:~rr.,-,,011od Lou Ouollor Dntc First Reported 3-31-71 

B. s·~nl 10 Cc:nllol OICic11 -------------

(Con,plc-lo C •nr: D 1/ l'ppl/cobla) 7, ~FfEC'\"IVI! OATC OF AI..CEIHJUl!NT' 
C, ~Oday Bmll or,irc,1 ____________..,___ D l~al in E Hoel 
D, [:i,:lon&ian rec.uc1-lc•d lo ______________ P1op01~d Dalo: ___________ 

Stole c;"·u to or.lond lo______________ •'□ In Elfoct Sinco:----------
)- Stolo ,.r~•,c.•s o,~o c,.,1wfll 

e, OBST/,CLCS TO RE50LUTl.:>N OF ISSUE: 

0 A. Scc:lc Le.;hlollon HH<fod lie] F, Cc-ult Con P.,nJing 

...0 o;· Nc,n•lec'•rol funds 1H•I ovoilc.l,lo lo imrlcmo:it q 0, 01hor (do,crlb~) 

000 C, l,c:cl:'ol !-Col• Slolf to Develop Plen l.\all'rial 
~ 

. 0 D. Loci: ol Clarity in f<'dotol Rc-q1Jiror.1ont 

9, REGIONAL COMI.IISSIONCR'S RCCOI-IMENDATION: 

0A, Fcur.,ol Action l,y Ac!rninillrolcor 0 E. No furll,or Action Prndino Clc,Hicotion ol 
fc,Jorol Roc;\!irc-mcnl • 

0 0, Conlor,nco l'fth,t~, l,d,,,ini~trott'I lx] F. O•licr ,,,..~i:,u,~, l'ror,rmn of tcchn:i.cnl 
c:no Rcrrt SO'llC-li,•,, al Sl::lo ass:i.stancc directed t:o deployment of.0.C, ~• ~ic-n:1 O!lic • Cc-:it,n1J• ll q;rti olions 
1,•'1til (r!.•h•J.,______ r.tnff :i.n r:rr:1rnte f;yntcrn cont:inu(•s t·r, 

L-::-J [I, Na Fu,1-,.,, ,'..r ric'I 1',,,d,n{I l,1.:-1,. Lq·11l011on be provided hy l'hc R<•g:i.on~tl Orf ice (:;ec 
IC> l·• 10\••'•t '""'"'---------- ll'Clll lOl>) 

-----~------------------------------·-----------------------·-



•. 
I 

H•, f'liACTICC Ill QUr.t.TIOII 

I,. o.. vic-•it,n f,om fC'dorol ~•1virc.m•nt Ro:>'•••nh: 

I. f'"c1ic<1 ,1,,,, d<> nol co-,lorf!\ lo e"I c~prov,d ~lolo ,.i,.n '""' ,,, .... r,.,!~,ol lC'lUitc.r,,,.,..,, 

~- P,octict, thot tonier.-, !o V\ "o,.,.,ovod'' ~IOI<, r-lc,, 1h01 cc.;oo IIOT ,~e>ol r-«1,,,1 ,e~vit<·:nonll 
B. Sou•c• of inlo,motion: __ 1.-~::1_.0 __________________________________________~ 

c. Exton! or ceviotic,n !,om fO:\vi,e--nc.ot: 

1. Stot,-.wic.'o 

2. Selo~t~d co,mlita 
Col N,•ml,M -----'-~--~'lj---'--;J..::.__~.n rr-r+ Cn11iiJ:__y....,_____________________________ 
(l) Pcrc,nl of $tor~ c<.ao locd in th.010 cvvntica ____________ ~~ 

£). Crielly c.'a1c,il-Q ~,,ictic.n lrc r,, f'<•G~rcl pion '"Gvir,•,, c,,1 inclu :li n, ,;,l,,tocl<1 to rc-,olvtic>n: 0:, 
co . . During tr:e 3rd quarter of FY 1972 :i.t ,Ias <lecirlccl, with ·centro.1 off:i.c:e concurrence, 

that resolution of this issue could be ~ore readily resolved through a program 
of tech,1ical nssisL:incC:'._ directed to action uhich must he taken hy the Stnte 
for deployment of personnel in order to achieve a separated assistance payments 
sys ten on the one hcnd ~Dd a sc-.par,~ tc social sc!'.vice s sy s te1:1 on the other. While 
tlwr.e were some delays. in organizine the prog,.·ain of technical assistance, thir; 
has been reo.si:mc:bly ftJlly undc-cn:c:ry for. the p.::isC 6 1?1onths with the rictivc consul
tation of 'fcc:h:1.ic&l A.ssj_st:mcc Pro0 ,:a!:-,, lncc1rpor;,tcd a s ueLl .:i~; ,d.th c.ontr,~ctors 
employe:d directly by the State agency. Substnnt:ial progress has been made in 
:i.ckntifyin~ 'the nu:::'::i2r s ;,.id ki.~cls of pcrso:-,nel required to adequately staff the 
income caintcnancc systecl at least at the local level, but a significant period 

https://fO:\vi,e--nc.ot


--

of observation of the op'=!ra.tional staffing plmming for the ass:i.stance pn)'1,1ents 
system will be required before. we can be assured that the issue has 1.,eeu completely 
resolved. Because of_the State 1s preoccupation in planning for the ass:i.stnncc 

•payments system, planning for the deploym,:mt of pe.rsonncl in the social: r.;crvices 
system has lagged. 

A change in the administration of the Illinois Department of Public Aid occurred 
following the election of a new Governor. The new Director of the Illinois De
partment of Public Aid,· Hr. Joel Eclelnum, :i.s taking a somc.wlrnt d:i.f£erent appronch 
to the organization of~ social service system than thnt undertaken by his prcde- ~ 
ces.sor, As a result, a number of different mode;Ls for delivery of social senrice 
are being developed an<l will be tested durj.ng the coming months. The f orc~oing 
has been reported to the Federal District Court on several occasions during tl1e 
3rd quart.er of Ff 73. The Fedcrnl District Cour.t has shown sor.1e iuclinntion 
to provide the additional time needed by the new Director of the Illinois Depart
ment of Public Aid in arriving at a conclusion conce~ning a dc~irablc model for 
social service delivery. It is our current belief that the planni1,r, for deploy
ment of pcrnonncl in t:he. social service £ystcrn will probably not be rcsolvc:l until 
a considerable period of testing has taken· place and· that this is not 'likely- to 
occqr until· the close of the 2nd quarter in FY 74. • 
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• ·~ •. :·; · ~ { :;,r1 l t ·.:- . ! ,;... !':' ·_ ?f • ' • • i :. : .... :_ ~ ;;.~~- .: 1-!i i1 

:; ~'.~t a~t :~ ~h0 A:~i~!~t~a t or 

r::· <c-~ 'v ls ~. i_:> :ittfnq ~ t<:,t: ;J cf 39 p..i,,::Jinf, c0rripllqnce issues this 
q~;;•,r ~_,;r. lkfi'~:'J tr::::, qt.iDrtr;1· 11 ii; :::.u~s /;ave b~en . r;:,solvc.~d llnd j ne1.,. • 

\:,~ ½:c: !:!:'.'0 tl,.o:t t[~ .J reports th •7. ns~ h-'r:s ere clearly idi-jntifL::tile on the 
f ,, ;·r,:. f;nd r(,qu tr.:.: r:o additlr-:~.!i c}\$rlflcatlon in this mer;;or;;imlw;-;. Pl0c1s ,, 
f·, ~~i fr· ':. ·:: , h -'.::',"·'Y<'.'<"' , to t~1l th<: f,c:-,,:_:i icn ,11 offfce should yclt.J h:::ivc; nny 
-~i-.,..:. ;, '. i ("'.15 con ::.:! r ;'\ i n g ln~ ;- c, r-o rt . 



-- - -

-
J.i5 CFR 205.liO(a)(.5) 

... 
* * * 

tllinol&. ~5 CFR 133,ll(a) 
• 

* * * 
NS iillnors 

* 

Agency has now suhmit.ted 
required narrative . 

\.JIN ReQistre.tfon 
11 lino! s has ccrPf> letcd the 
r..andatory \.JIN ~0~11!::tration C>f 
the AFDC regular ~cci~ient ,. 
case lot\d. ~ 

lmplement~d EPSuT ., .. 

Prt;orn!t'.l St~~t~ 
.....--rt!;..,..,,.._~~-..---...,,. 

MS 111 inoi s. · J¼5 CfR 252, W{b) (3) Uurslng homr~ l·icenttirc 
St::,tc bo;::rd not con~tit:;t~d as 
p-or reg\Ji«tlc.;ns. 

* * * 



~5 CFR 205. IO(u)(i i) 

~5 CFR 2O5.10(iG) 

MEDICAL SERVIC~S PROG~~M 

45 CFR 252. lO(b) (3) 

Oc tobc r 1 , l973 
\_ 

• I l.l. I t! O I S 

P,[Qll I f'. E/-1!::i!TS 
• ·-----

F.:::ir ~k.arinss - f'r<1ctice !s~uc. / 
Sixty•·dGy stand~rd of pr0~pt action · 
is not met. 

foir llcz,rin9s - Pr,icticc Issue. 
Sum:n::irJes of hearing cie::cisicns h-:ive 
not been issued perioclic;:lly as 
required. 

Nursing home licensurc - Practice lss 1.Je. 

State board not constituted as per 
r_egul at ions. 



45 CFR 250.23(a) (2) (i)&(ii) 

• MDT 

. 115 CFR 210. 5 

·• 

Pedo<lic. Medical Revie'IJ - Pr~ctic.e lsstJC, 

(l} l,avfe.\-i team to bE: -:.c•rf:;.'():•c-.d nf t~e 
on~ or mon:: physic i ,:ms 2nc: other 

,,appropriate health ·perscnnel and 

(ii) function under the supervision of 
a physician on the team. 

·. .•:. 
., 

I I 

Adequacy of Stnff - eractice Issue. 
Number of emp 1 oyees prec \u<les State 
from mcct!ng requirements for delivery 
o-f-servtces. 
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DATE PHEPAREO D,\TE STATE ht T.nv1srn Of: ISSUE· \. TYP£ OF ISSUE: 

. _10/15/73 . 2/22/72 A O Loc.:k of ar,r,rovabll'! State Plan 
tmd/ or c1:r.<'nd~,cn t to co:,;, Iy 1, !. th 
Fcdctnl Pcq~lro~cntSTATt: ST /1 TE AGENCY 

,ll 0.0 l'rc.c.ticc: dot11 not cou1ply (c,i•<: r.::tiond)· Jllll!OJS 02partrnr nt of Public Aid 

1, FCOCFIAL llCQUir<1:1.1;:>;T: (/lo ~porl//c) 

"· !-vt.1cc,_fi1ir H20.r:.iJi.1S - GO D;, y str1.ndc1rd o.f__rtompt c,ctfon__________________ 

O. PtoQIOm R .. Qvl<'lion JQ•• ?. lC':.--"'-3..,_.--------------------· --------------

-~c'rrol P-~r:!.!._~• Cit or ,c, r, 4S CfR ?OS, 10 ( 0. ).( .: :::-:.~\ ({ i) 
) . STATUS or Pl.I,!< ITCII.: 

Aw,: i 1i r, c: C • • D r~c oiono l f?c,viow 2 [J r.cc-lc-nc,I S1c;/f 3 0
I, [} Svl,,..,l1tc,d 

\ nol Cor.,plcrod Noocriotinr, ••:ith S1c10 • Office / , cric·{
0 Cl Nc,I $ubrnlll~~ { QO :f,? r (Doacr/bc,) 

<l. l!.SllE (V :• t,'vT ccc:,;,toto If J/\l la d .o ckr.c!; II Jr cr,1 IC Je cl:ccl:< cl, cor.,;,lvto /l r.m 10 c:n r~v~r"o "Ide) 

St.ate -Rgcncy I s se:.•mi -a nr:uc1.l str.: t"is ti C(l 1 rcp0~·t:- fror:1 p2r-Iod endi r;g 6/30/71 U·,:-r,::~h 
G/30/?3 :;he;} tilut in 19 pcrcc(1t of the rc:qt.:cst th e 60 <J::iy sto.n(i~ td for lwZ1tfr1g 
requ2st vas cxce~dcd. • 
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! ID, (C1nlc1c1tc11 £:alwren ;\,!,,.,,,.H,.,lor 
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A. (J~..,t(lt i on f,om r • ..;c-,of Rc.q1.,iteo,~~n• i?ep,01ont,: 

I. 1',ocllC<t 1h01 do not ,,.,,l,,rm tu'" ' c,ps,rovoJ s,,,,,. rlcr1 th c t m•Plt Fr. ,!,.,,,1 ,~q ·,lr-,,no:\le I.xi 
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----------------·-----------------------
C. J.••ont of <feviotior. frv,n ro:;uu6-rn•~•: 

\• (.I) S101c- .. id• 

2. Sc-loctrd cov:11io1 

(o) Nunbt'r ----------------·------------------------------
(!,) Pc,rconl d Store co,e J..,..,~ ·in thoo c0Jnlie1 

D. Or i c,fl 1 dc1c;ibo .: ~,·i ot ion from fc,dorol pl e n t?qui,~:n onl lnclu c/ing of.1t.Jcll' to re1olu1ion: 

Items 4 and 8 

r:css rorin . lOS for six months ended \1une 30, 1973 reports v.s follows rc9ard1ng ti::·,:· 
elclpsed. 

lt<:m 
r-~-·- · 
1·1rn2 Elapseci Uch:een Reqt!'.'!St c1nd 11<:.,,:ri ng Total % 

•°7)j/a. Less than l month 88:-3 
b. l month but 1c:.,S t h:; ;1 2 r.1on t lt ~ 61 10.0 
c. 2 m0ntl1s b~t 12 $ S than 3 rionU~s 7 1-.2 

3 .5d. 3 rr1onths m" more 



Time Elapsed nch·ieen Reguc~$t and Notificat·ion of Final Hear-'ing Authority Dr:ci s 'ions 
a. Lass th(rn 1 month 133 22 .·o • 

- b. .1 month but less tiwn 2 rii')nths -359 !>9 .o 
c. 2 -mc,ni:lls but.. iess than 3 months .. - ..... - - ..... -.... ,.'._ 79 ..._ 13.0 
cl. 3 m~11ti·.s or· more • 37 6.o 

. 
The NCSS Fon1i 105 subr.1i ttGd by the Sta ta for th2 p,1ri od cndi ng 6/30/73 i ndi Cl! tcs 
overall irr~rovoment. Th2 State indicates that future reports should r~flect 
a continl!Gd trend tcwmrd rcm.:!dying thE! sitl,ntion. _Stntist"lcs for thf: s·ix n:~nth· 
period ended June 30, 1973 show1 that 98% of cases \'/t:!re acted on \'ti thin the 60 d~y 
.standard. . ~ , · 

C,. 
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1 0 r:q,icnol ffoviow 2 D F!o(llonc.l SI off 3 ot,,,·cilir•~ Cc:::, 

not Complolr.c! Negotiating with Stet:, Offi c:c- Ac rl :.11 

{ 
,!;, O01!1C;r (Dc-r.r.:1/l:,c-) 

.C, ,ISSUE (Do NOT CQ"J',~lcto If 31.l 1, ch~cl:od; 11 Item IC,~ cJ,ccJ.:ocl, compfotr.o lier., 10 on 1<1vor:1r.• .~Joo) 

The State 1.ioard for licensure. of" nurning homes acliT'..inistrntors is not- constituted 
properly as per ?cde'ral regulations; representatives of a Dingle p1:pfession arE! 
in the moj od. ty, 

https://U.ce.ns:ing;_Tr.nini.nr
https://Rl::QU1H!-;1,:r.1n


_

---·--------------------
s. THI. E lo.VAILAfJLC: FC,: HCVICY/ / ,N D GECISIOll: DA,' ES G, f:El"'Of':TING STATUS 

[SJ New lhl s Qvc:ier
A. Rocoiv~d In F'.ot,lonof 0/ilc~ 

CJ 1:,.;-0,1,d Lott Q11cr1cr Dcte l'irr:t f-epcrtc.·cl_______8, Sa"I I::> Ccnf rol Of,ic:r __________________ ,__________ 
(C.0111;,lato C ,,n,J D If •::op l/c~/;/o) 7, r-:rrc:cnvr: DATE or PYE tlOlt.ENT' 

C. 90 doy llr,,II .expi.r s Qtfot ir, [:1/~ct 
D. Exlor,,ion •~Qv•Jt...d t:, ________________ 

f'>ropc.! nd Oolo : 

Stotc, Cltirti~r. to c,xlch<l •~--------------- 0 In Err~ r.t ~in en : -------,-------

CJ No c,~ ~~-·•-'-------------'--------------------'--------------

e. C9!.ThCLC::S ,o Ri:~OLUTIOII Or IS!.L'E: 

[}j A. !,tc!o Lo~h f ollon I-• eood 

[] 0. Ncr.•focl<-rol fvncls not ovoifc.b!, lo irnf•_lom,.nl 0 G. 0th~, (<1,,,c,ibt>) 

00 w0 C. Leck ol Stet• Stc::ff to (}ov,.lcr Pl~n Motetlof A b:i]l h:is been i11troducccl in the St~,Le 
Lei:i.s lature to correct the situc~ion.

{JD, Locl of Ckritr in FdMol R•quiror,,<ril 

,. nr.c;I_ONAL CO~!;,tlSSIOllC::R's F<ECCf,lhlENOATl.:lN: 

0 A. Fon,,ol Acr,c" l,y Ac!ini,,i llrotor DE. "" f'urtlrcr / -.ct;on r,.nc!ino Clorilicati-=-ri ol 
r C'ldc,ol P.c~11irrri,o:,t 

[] F. CJ•~c-r (d,•oc .rit,~J 

Cj c. l\-,~ : 1.1 r ;: ! CH . c -l c,.-,,; ,..,r t, .. ;~••1, •10"'1 

v": 1l Cc ,."'l:<·J .. l"; / \ _.I /:•_:~--~ -----·----·- __
CJ o. N~ rv,t 11t"' J,,:ti.:, ., P, .'),ltrt~ S toto Lt-c•slo, ir,n 

to bo s-,vl:t (c.!n~'-' ) _ ____________ 

https://irnf�_lom,.nl


A. D•\'iOlion f•t"nl F,::J"·ct r,<f'qv1•f.r,,,n, f-!,1r,r11t,;t••h: 

I. P,oc:t1t"c,f 1h01 d., nr,1 c,,ntc,rn1 t.,:, en OPi•lt''ioci !,1c,t1 plO,i 1hnt 11,(,c,f'I, i"r,:!o,.cl cc:;virornnnl1 l~ 
,. P,oclic&>I Iha• ::>11•)111' '" 011 "tr•l''<''dlll" !,1a1o, pion lht•I tic; .. ~ t~C>T '''""'~r ..&,,,d toqui,,,~u,nrs l~;-. 

[.\, s .... ,ca t,I ,nforrHlll()n: ----------· ----- --· .?' ------------

.. 

C. Ell'IC'nl ol ~ov,c;tion lrc-n, 1oq11uern~t:. 
(}) Stalot-wido 

2. Soloctcd covn1io1 
(o) Uu1:1bcr _______ 

\. 
00 
fj::,. 

(b) Porc:Gnl nr S!~lo ca~o locd in these c=-imlio~ -·-· ·---------- ~ 
o: (lrioll)· c!, ~cribo dovioti<-n lrom F edc,rt>I 1. l.:n rr.q1111=ant ir,ch,C:i;g ob~toclo lt1 rosolution: 

The 'State Board :uc1:ibe:.rnhip lrns a majority of a single profession, 
comp;l.yi ng with Feclc!ral s tntutcs and regulations. The State needs 
legislation and has- introduced a Bill to correct the situation. 

thus 
new 

not 



-

- --------------------

l~I ,,~,. 
Y[)(,f'A~~;,lcl t,t'\d i~,.hu~: ll11ot,nn ~01,· 1<.t 

··v ,_ : llllT 
f~EGIOI~ _____ =-: RSA 

0 l'in.111.::c 

SRS CO,\\PLl1'.NC[ !~[PORT r-or~ QUART Er: EtmlNG-9./.J0/.LL.---- - -----------------~-----
OATE PREP/d1~D ll/,1E S',J\H: ht A~'.'I!::f.O Gt ISSlli:- I. TYPE OF l :,SUE: 

t. 0 Luck of ;ipprvv.::bl<: ·state Pl;:n
J.0/9 /73 3/30/7?. l'.t. .!/c,r: ..; ;.;1-:id:,;l'nt tv co;.;;, ly 1,d th 

f'c-d0b1l P.equirc·.!'"nt 

13 [xJ Pr.:c.t5cc c!::ies 1wt cr,c.p))' (opc:rct:!.onil.l) 

IlJ.:ino1f; _____jIJ_l:i;wi ~; _Dc- pt . of Pd1H<' Aid 

2. rc:OCl-~AL r.;:c:,u11 ; ,:1,•t.:1n· : ( /)!' <:•~etflc)r . '. C " . 'j C,'.J) .. Svt.,.cr ___cnoc1_:.__..:.'._:_::_- •1 
R(~v:i.e\•,' 

00 
C)1 

). 

c. Fo dHol Rr.·,.i.::~.':.'.~~°.:'_!~5 

ST/.TUS or Pl./·. l l 11 Cl-<: 

CFR ?.50. 23 c~) (2) (i) & (i:)(. )F dml Stc l:•f<>IY Citoticn J907:...Ci!Ji.26J________ 

A 0 Svbml1t,d 

8 0 Uot 5<.,l,:,.111.:{ 
{

I, 

0 P-r-,, i~=I l!c-;ic,w 

n:;t Cc.1;;r, l,1eC:: 

Q01'., .,r (C,: t-ct/1,o) 

2 0 Rc~!on<>I St,:,H 

lh"o1i,, ti n, ,,ith S1010 
3 0 A-..• c.itir,;, Cc ·.~, ; 

OHict' J..ctl cn 

A physici:m is not on··d.tc with the }icdic?.l JZcview ,,,,..,_ 

https://on��d.tc


--------------------------------------

I•

'----·---·----------~----,·-----------------------------
s. 1'1ME J.VAILJ.IH.c-: Fr.:F~ 1~1:v11;:w /,l~D l)i!CISIO!I: OA1°ES G, REl'>OHTIHG STATUS 

0 Nov, 1'1!1 s Quarlor ../..., R11c11iVcrd In l'?e~lonol Orrico ____________ 
.[) R,poru,d Loil C!uartbr Dctc 1•1t·st Rap01·tr:d__3_/3J./7?.8, Soni I., Control ()(iic~ _______________ 

fC611,p/C'f1t C and D I( l!/1p/lcf.L•I<') 1, EF'Fl;:CTIVI!: 0/,rf! OF f,lt.ENDMENT' 

C, 90 ~or llr.-.lt.r.><pircs _________________ 0 Nol in [;(fc~I 

• D, Extonsi(ln r.-qvor.tod to---------'-------- f'ropos~.c! Doto: ___________ 
S,tato c::,1101. t,, l\l(lllncl ICI _____________ 0 In tff.. ct 5inct1: -------~----

_ _D~1t- r.. r_. .... :-. Ot1t1 ,.,,,w•r 

e. 00S'1' /\CL r.~ '\'O •u:;sOLLl'\'IOH C>F l!i5UE: 

0 A, ~talc. Lc:1,ltlallon l•lc;,;ddc! D f", Court Case, Pcndinp 

. [) 9, Non•foc.'111<1I fond:. not ovoilc,lilo to in,c,lcm<'nt DO. Orhcr (d<'ncribo) 

0 C, Lock c,f S!e>lo Staff lo Dovolop Pion l.\olorlol 

0 D. l.ol'k c,f Cl11ril)' in f" ode-rd nc,quirorn11nt 

OC] E.:, F6d,,r-,I lhc:viromc-nt lfot Arc:.:v,.:i!.111 to Sta111 

9, REGIO!IAL CO!IHl!,SIONEH'S Rl!CO!,IMl!lll'Jl,YIOH: . . 
0 A, Forr,,ol l,,ctic,, b)· Ad;-nini ~trclc-r CJ E. No l'vrlht·r ,\ction r•oriding Clarilicclion of 

F c-t!u,,I l:oqvi t\•m,,n t 
:gJ [\, Conforrr,cc- P.rtwun ,\dmir,islrator Cl F. o,~c, (,l,•ACtlufo) 

[JC, 1'"\i:~·h--.. 1 !:~••~.: Co"•":"r- tlr.:-l 1 l'1:ic,tt1 

until i•'·''•'--··---·---· ---·--·-
[] 0, tlo Fv,1'1r• l.~ri."' l'Md:rir, !,M!1> t,,..~i,lotic.-n 

tc, bo ltWl}hr (dM••.l ____ 



------------------

HI, Pfa,Cl 1,:.t: 1•1 QL1t..'..1 :O•I. 
J. f'tul·1,::c.t !hr., t i n n <.,t ":.",,.,f,n:o ,.., en <Jf•;,,o,· c:d <.tC'llt • r-1 :.i ,, tl·. c,t n11-("h ;- · ,,J.,;.nl ,c r1v1tr.r,u,:-.t1 •' 
2. P,r.ct1c,, , 1~1ot c ,,.,,.,,·•·;. t;. CII •·-;~:,, ~"" \'" :.,oln rlri,'\ tl.01 L' n:,s po~· 'P?".;_;- :·,.3 •• , :. , '"''1 '/lr,, r, 1-,111~ I. I 

P,, ~:, .. ,, .. "' ,ril:,,n,ot,on: .J~~ ;,<;..ripti.on _of. S_t: ; 1_le _ l·;('. 1·l_1ndolo~'.:/ .Jn_Ped.adj(._ l·!odicnl_}~cvlC\·!---·- _ .,_ - . 

------·-------- -----~---------
~ 

--
-

. 
c. e.-,onS c,( d~vialion r,ora roquirom~t: \ 

1. S101..-.vi do 

2, Sol<-:t"d c.>vntic, 

(c} tfor.,b~, --··--- --------.. ----------~--------- 00
(b) Pt1rc•nl of Sto:1,;- to = t• foc,O in ,h,,,o C~un, ; e,1 -•-#•··--------·- ··--- ~~ -..J 

D, O,ic-fly c! .. i;cribo dcvioli<>ri l,c,m Fcc:.,c,1 plcn rc<;vircr.ncnt incl,•dinc ob.1,.clo I<• rc-soluricn: 

A physician is not on-site with the Medical Review tcnm. 

Thirty percent of patients in sk:i.J.lt•d nur.sjng homes .ire! reviewed quc1 r tcrly 
througl~out th0 year by c1 i·er,is!· cre<l nurse. Pliysicic1ns nrc not on-sit e clurin ;; 
each review. A phy s idnn revio'.!·.-1s only those ccts cs fJ.clg [:; C'd as <levfrt:it o, cc:is c s 
that fall within a rcr,rescntativc ~roup us e:d,for samplin 0 . On-site visits by 
a physid.on for. J1;ccl i ccl review are done lt) re s olve .''e;.:ccp tionol" prohlc:!::s o, 
where the s a:,;ple revie1-;s by physicL~n i·cvc:'ll incj_picnt problci:lS. 

https://physid.on
https://r1v1tr.r,u,:-.t1


D'EP/,IHl,•.E:IH OF IIEALTII, l:DLIC ✓-1 IOH, J:1m \'!El.FMW. 0APA OAoA 

$r.~lal c,,111 l!clac-Llli111tiN1 ~C,l\'it~ [] CSJ.. L) YDDPA 

V •CJ MSA [°t~ !IDT 
REGION-,--- □ ucss 0 RS/, 

0 •·iuance 
9 3 73SRS COl.~.,;Llf..!-~CE rd:Porrr r-oR QUArHI::n END!NG -- o-

-~-,---"'!>-,~---........_,.....'"!-•---,.·-·-------·--:------~-----------· 
DATE Pn~i>,,RED Dl.'.Cf. n.r:rr. lr;t ,\DYlfJU> OP IS5Ur:• • ,. TYPE OF ISZUE: • 

i.. [) L!lck of cr,r,rciv.,.b!e St;,,.te l'Lrn
1-17-71 und/or n~cnd~~nt to co~ply with 

STATE S"f/\TE t,GEIICY Fedetnl Raqu1rc~cnt 

tD [?.:) rrnc"tice doc.:i not.: co::iply (or,c-ratj.onnl) 
ILLINOIS Illinois D8partrnm1t of l?uhl:i.c Aid, 00 

00 
2, F'C:Dt::rtAL RlrQUIFIEMr::t:1·: (n,, tr,oc/1/c) 

A, Sul,joct Adequacy of Staff: 

a. Proprrun noQulorion SRS P, R, 30-1 

C, f~<!<>rlll J!:-~~t,l(>I Cilc,rior, /;5 CFR 220, 5 I), FcJ'~rol SrC<tulory Cit(!lic.r, 

3,, Sl'A1'U~ QF PLAI~ ITC:W 

1 0 lhtic,nc,l J1t,vi,w 2 D ftq1i~nnl Starr • 3 D '-'."oitinii C,r.r,olA O Suli~1l11c.cl 
nc,f Cc..ni:, I or oil H o~oli clinQ \ii tit Slclo OUicc, Actic" 

{
B O lfot Subrnllloc! ~ 00i1H•r (Dc,ccr/1:Jo). 

4. ISSllF. {l)o ltOl' cr:-~t,lrolc• II JAZ I-' cli•c~·,:r.'; II Jlc,m IC /I t/,:,ci<tll/1 co,-,,p/010 //rm JO on t<l\'OIAU E/,it-} 

https://Suli~1l11c.cl
https://St;,,.te


------------------~---------------------------
s. TIIAE /,VAILJ..CLE FO" REVIEW ANC oi.:c1:::1011: 0/,TES (,. 11CP011Tl!-iG $Tl.TVS 

0 ~c~v Thi I Ouon or
A • . Receive>:! In R<<Jionol OffitlJ 

[?-J R<~• c,rl.;d Lest OuMf or Date Fi.rc.t Reported 3-~~J-- ~l__.B. Srnt tc.- Centre;! Offic:· ________________ 
--------------------:------- - ----

(Co,11pl~t<> C ••nrl D If .:.p;, /i<·cb/o) 

C. 90 de.>· llmll , .,;,;,.,. _______ 0 l•!c:,1 in Elloct 

D. Er.totHion rcqvo1tcc/ lo_________________ Prc-po,od Dolo: 

Slolo ogrou lo o><l,•nc/ '"---------------- O In [lfQtl Sine~:-------------

---~[-~.J StvtC" re ~-s____ .(J tfo ~~~~------------,--''-----------------------------------

i. Ol1~1· 1.Cl.[~. YO f: C~Ol. UTIO:J OF J<;SLIC: 

0 /\. Srotc Lec;l•lc. i lon t;tdod [:) F. Covrl Co;e P.,ndino 

0 O. Uon•lul•rol lvnd, not ovoilol,lo lo i,.-,plon,ont CJ G. 01he, (rJc,c,ibc-) 

00 
CD0 C. l<-ck of Slot" Srofl '" Oev .. lop Pion /.(r•tcriol 

LJ D. lot~ of Clorit1• in r c -:i orol Rcqvircr,, ~n• 

o,.. l~J [. t,:c, Furll,H /.ct ir, r, r.,,J,nc Cloril,cl'li<.'n c:,i 

f~c!c,ol r-:<.c,l'i,c- ·., c, .1 

(cH1fo,ot1C~ f\of,.. tan /,. c!:"nih• ~ 1,c,tC"r [~ F. o,,,., <c1, , .c,,1:,_1 l';·ogr~u,1 of tc,chn:i.r. ~l [1 n. 
,1 -,1.I kf'l;,,c-,cnrc1 , ~t..\ nl ! ,!,,• f\ J~:;~:::t:;t: ~:nct.· (: i .-· ,.. :-: t: (~i..: tn d,: ~:! ~: -.· ~-L' :: i . ~ ~ f 

[_; C. f . ;,.;,; ,,.:--,ci ()jf,t # r"-' •'1••\t;\. ~ \ ~ otic,IH•lll 
st~iff :in s·:·~· ~~--,:~ , . .) S)': ·: ~·c:~: c ~·, 1~~i111, \· .-.: t ,, 

t:1., f,111i1t,I /~(ft, · o rr,,~ ir- Q ~h.11. l_t.,~11 1l,1'l t) 11 be prov:i clcrl by t.he: l~q·) 0nal Off j cc· . 
lo I,• 1ouph1 (,!., ,~., ________ ·-·---

. __________________________ ,..______________ 



-----------------------------------

A, Dc,viotion r,o·,n l'vc/ual R"ri11irr,m~111 f?crneunt,: J.
. 

I, l'rr-ct!t·H 11,111 ,1, 11r,1 to11fo1•\l 1,, c,11 c,r,r,1<1\'<'ll S1,,r,, pl,,., 1h01 mciotG r-c ,!d~I rtt\uhcm<'l'.lt fil] 
2, f·rncllcr, ,h,., ((•:'11.,rll\ Ir, (•1 .. , .. r,:C.\'~u" Slolr, pli.1 1l,<r1 d,, .... ll0'r 11\l'lll l'c.dcrc.l tc<111i,~m1tnll [] 

ll, Sovrco or inforr,,olicn: l·JRO • . ------------··____________....,....___ 

• ----------·-----·---------------------·----------
C, Eietor,I c,( ,h-vir,llor, l,c,n, ,~quirunGnl: 

1, Stole•v•hla 

2, hl~=•~J r.ovr,llc1 
Mn1.nh: fn Cook Coun__t..,.v:..';..._______________

(o) Nurnl,1 r ···---
(I;.) p.,,c.,.n! c-f Stuh, ,~r.c- lt.a.J in 1111~1:c- ccvrstiro ----~ ___ ¼ 

D, Bria!ly "•r-rri~-" ,1;,.1~tic:i l,c,., Ft.,'.:rc,I pl,-n rt•-lvii:-~·.r.111 ir,c!u~ar.p c!.~lcd,, lo rcgolulit-nt 

.During the 3,:d qum:tcr of· FY 1912 :i.t was dc.id.ded, wj_th Central office concurrence, 
thot r.cr.0J.utfr1n ·of th.i.s :i.srrne could be r.1ore? r.endily renolvcd throbeh a _progrnm 
of tc~c:hn:i.cnl ,rnslstnnce directed to action wh:tch m1.1:st be tnken by th~ State 
for deployment.: of: pci"sonncl in on1cr to achj_eve. a separated assistance payments 
system on the one hand and n separate sod.al services systt~m on the other.. ·Khilc~ 
there were some delays iu or.gnnizing the program of .tcchn:i.cal 'assistance, thj,s 
lrns he.r-m rc~aso:1ably full:,r \.mdi~nrn.y for the past ·§ear with the act:ive consultntj_on 
of 'fbchi:lical :\s.d.stancc I1i:ogram, In.c.orpqratecl as well .is w:i.th contl:acto-rs rn:,plt):,'C't1 
clire::~tly by the State 1:1i,mcy, Substantial. progress has been mnck!c in identifying 
the 11u:nhcr::.; ~n~ 1d.r._r1s of pcrs(Ji111:).l rciqu:i.red to ,2daquat:cly :::taff: the j_ncorr.e 1::..:in-

https://rtt\uhcm<'l'.lt


tcn,1nc ,, f;ysle: 1, i::t lc-.:ist ;,l· the loc:1.l lc·✓ c1, but: ~ d .gn:Lf j_c.:, ,1t rcd.od of ohr;c:,·v;0 tio,, 
of the ore1:.:.t:i.on 2. l r; tc1 ff iu g pLmn:i.11 6 for the assist.,-,nce pa yr.,cnts sy~;tc-::·n will !Jc 
H'.c;u:i.rcri bc.!torc \·:C can LJ,':! .:i s:; ured tl: c'.'. t the. issu :?. hc1s been complci: ~ly rcsol\' 2d. 
Bccaui::C of th::! SL: l.c 1.s pr1:oc::.:,1p c t:L:in :i.n pL.muinr, foi: the ,:s:; :ist.:.,,·1c.c p.-iy::ic~nts ~:y.c::-c·,·.1, 
pJ. nnn:i.r;r~ 101: the dcployr:,c:nt of pc:rs m!n cl in the social sc,:v:i.ccs syslen h,ls lc.i};c cl . 

A ch..:112,e: j_n t::c: <", ,.Ld.nist1·a[:i en of: t.li(! Illinois D?P3rt:.:!.::11 t of l'11Llic f.icl o ,:.c1.ffccd 
follo·.-::i.ne t.lw e.le.::tio,1 of a new Govc•.1.r101: . Tlw ncu DirC:cto:-- r,f the IllinoJ.s De.
p;irt1!:e11t of h.1~;lL, ,\id, ~1:r. Jccl Ec1c.1.1i:(;'. i1, is tn16n~ ;i sor::.:::wh;::.t cl :U: fercnt app:·o i:ch 
to · the org.31,:L ?.,,tion of n soc:i .--:l service sysr.E:r,, than th:->.t un c1ert:.-:kcn hy hi~: p-tcdc-· 
ccssor. /1s a •:(:su l1:, a 1ii.1,:h<::r ef. di.fferc::nt 1:;ochls for clc:liv(:t-y of i:oc:1.:-d. servic e 
are bcini ckv c.lopc.:d c:ncl wJ.J l 1w t e.s tcd curing the cominc 1,1Jnths. The fore.going 
has b c(:n reported to the: Fedc ~~.::: l Di.c:trict Cou1: l on scve r A1 occ:~::d.ons. 'J11c ::'cdc ::.·o J 
District Court h .~s shm-.ra so!::c~ ii1cl:i.n:i.Uc,n to pr.ov:l(1e the aclcfit:i.ei nc1l ti:;,c n <::20.ed hy 
tlw n0w l>in~ctor of the 111:i.noi:; Dc;,,,rtr.'.2n t of Public Aid in Drci.vin;; n.t c'.l con
clusion conc~rn~ng a desirable rno<l 0l for social service delivery. It i s our cur rent 

,C l1 •· t), · J·,· · .; r, <- • \r, ] , r, ,, • ,n t [ ·<· • • ] .• ' · ) · ' c• •·cil "• 7 • " <'"·-•· •,-b(!):1.• C..l. ,lclL C p . , .l lrl~ll 0 ,. Ol. (,. p .C., ... , . . . , 0 l)C".L,O,l,le . .J.Jl t. IC ..,OCJ.,. . Sil.\l. Ct..: _,_,,,L\. .t 

will prok1bly nol i,e resoJ.vcd until :-1 consi<lcr,iblc period of teE;tinb has taken plnc.:> .. 

https://Sil.\l.Ct
https://n<::20.ed
https://Ec1c.1.1i:(;'.i1
https://follo�.-::i.ne


Region V ... Quarterly Comp1 iance Report (Qt.mrter ending Dec€nrber 31.~ 1973) 

.Region V is submitting a total of 23 pending compliance issues for the.,.:., .. 
above quarter. During the quarter 16 issues have been resolved and no 
·new issues htwe been added. This compares to . a tota1 of 39 pend ·i ng 
isst.tes suhmitt.ed•·for th8 previous quarter. (P-lease note that of the 
16 hsues shovm as resolved, one rtsu1ts from cwnbir1fng .2. prcv-ious1y • •• 
reported AP issues in Ohio into one issue in this report.) ' 



l -:0 :_, e 1i~;.\ --: L i1~ th} ir. s :r•s c ·tt:; <.. e:1 r 1_y i dt.nt ·f·fi2~) l ~ QP t h~ fr,rn1s 0f1 :! 

r "·~~ u-; r '= r;v 2: ,:-:.1 1.:.-i0~;,1 cUi.rific;1t on -in t1,·;s r,:;-:r1-•r anaurr;, f-'l ei1St.' i(-,;: ; 
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45 CFR 25?.10 (b)(3) Nursing ho~e 1icensure - Practice issue. 
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reg 1.1 la ti ons. 
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45 CFR 220.5 Adequacy of Staff - Practice issue. 
r:i.;ribeY' of e:np l oyees prec 1 udes State 
fro:n meeting requi rer::ents for de i ~ Vt:ry 

of services. 
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A. Dnicli"-. (1-:,rn F•d1m1! C1f.:;1-fremtffll lhprtants: 
1, i"r-i~lier,, !hat~ nc-! ~:>~f'.MI lo Ol'\ onrv~&-d Stitt, pl~ 11-:Q! "''Hlf Ft-dt:QI 1~vIr.... v.t, U9 -; 
j, P1f.\~llct1 ln<1! ~(,/lfu'>'?'~.~;i,,c;rt "cppr:iv~4" s,01~ plC!II th/ll 61)(,) NOT l:lttl F«lotal r~il'$!ll+fllf o· .. 

B, So1,1eo cs/ inlot'!l'otic11: __ 1,_r:._-J_________.....,__________,____________________...,._ 

.. 
C. Ext~nt t>I ci;ivicriM frcm ~Qvi•emMti 

I. 5101 ... .,,;~. 

2, $c)qctod covntru 
(a) Numbtr ___H_?_.i_n_,l__y____i_n_C_o_o_h._·_C_o_u_n_.t_.Y____________________________ 
(b) Porc:Pl'il o! Sti:110 c:cu load in th~u counties _____________ % 

c:oD, Briefly dueriba deviation from Fod~ral pion reciviremtnl lnclvdin9 olutacl, 10 ·,uolvtion: 0:, 

During the 3rd quarter of FY 1972 it was decidedi with Central office concurrence, 
that resolution of this issue could be more readily ~esolved through a program 
of technical assistance di.rec'ted to action which must be taken by the State 
for deployment of pe,-sonnel in order to achieve a separated assistance payments 
system oh the one hand and a separate social services system on the other. While 
there were some delays ir;. organizing the program of technical assistance, this 
has been reasonably fully underway for the past year with the active consultation 
of Tecbnical Assistance Program, Incorporated as well as with contractors employed 
directly by the State agency, Substantial progress has been made in identifying 



the nt.:::.:ie ·( s c-1nd ~i1id s o:: per so1:1:i:·:l rc~ui.r\::G to a de c;u ::.tely s:::2-ff the incon-.e 1:taj_n
te~anc e syste~ at le~s: =1t th e \oc?l level, bu t a s~-bnif:can t period of observation 
o:: the! o;,e:-2Uon=1J. st;_; ~-f ing pl <':; ·::1 i n6 for the .:is s istcrn c e _paym2nls system 1,ill he 
r0qui r~d b~forc we can be essu=ed that the issue h&s ~een co~?: e te ly res olved. 
Be cause of t he StatJ :~ ? ~~ o~r~ ~~~ l cn i:1 ~~ :~~!~ ~ ~ : ~ : \s 2ssi ~t e~c s pay~cnts svste~, 
plann:i.1 ,g £or th~ depL'y.~,e.nt c,t personnel in t he soci ;, 2. services system has l c.1 6 g2d . 

A ch.s:-,;0 :::. r: t:ne 2c\-_fr:·i.s':::-atic:-: of the llli,1ois D-2 part r:•2nc of Public Aid occurn~d 
follor,.,' i r:; tlle elect-'.. :1.1 of a ne,,' Goven10r . The ne'.,' Director of the Illinois De -· 
part::-.e::. t of Public _.\ -:(1, :-;r . J oe :'... i::del:-.ar., i ::; tdkir: g a 8orr.e,,;ha t diffc:,ren t app1·o ach 

coto the oq1-2n:Lzatic!1 o f a sociai se1·vice sys tern to. an ti1a t: undert ak.2n oy his pr ec1.e  -l 

cessor. /.,s a res 1.i .i. t, ;; m1;;:'::;,er of different nodels for delivery of socia l se.n·ice 
are being develope d 2.nci \>'ill be reseed during the cc:c.in6 r.:onths . The fore [c..:..:1g 
ha s bee~ rf ~orte~ t o ~he ?e~era l District C0urt on severa l occ asions. The Federal 
District Court has ~t81~ some inclination to provide t he id ditional tice ne2~e d by 
t he ne·.: Direc tor of che Ulino::..s Depar'.::.:2.nt o: Publ ic: ,\id in arriving at a con
clusion cc~ce rni~f ~ d~s irable ~~dal £or soc i al service delive~y . It is our current 
be-i e f ~ 1 :~~ t he ~!a~~in~ for cl eploy□en t of personnel in the social service syste m 
will prc~~~ ly not b e r e solve~ ~~~il s conside rable pPriod of testing has taicn ~~2c2 . 
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~ 0 Lnck o( approvab]e Stntr. rlan 
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Fcdetnl RequirementST/\ l'I! !,T,\'il.: /,GC:.llC'I' 

l Ll.l llOJ S Jllinoi~ DrJ11c1rt111cnt of Public /\icf ,n 1621 Prnc:.ticc docs not ct>mply (c•J\~ratiorinJ.) 

·-------. ----·----· 
2. rtor.rnL 111:t-Ul!{t'lltH"r: <u~ •;,•«:Ifie} 

. , iwm1mt., Dur,:t10:1 ,rnd Scope of Medical /\ssistance, 1"' ,., ,,ee, --·----- ·------ ---------------:---------------

rio-n ------------------=-----------------·-----··-
_c._Ffl!.,0IP."~•irt1<tCilolion 4b Cfl{ 249.l0(a)(7) D, (;•:l•rol S1a1uto1r Citation 1905 ( i1) (~) ( f3) 
), !,"f' /.. 'riJ~. OF Pl.I I{ IT£:~•: 

I [] l~c-ric,nt•I fhviow 2 D Rt•t,ionol !.taH 3 ["J A,._.o,tir>;; Cent: 

lh,10tiotir1G with Siotc Ollit~ 1-.cilcn• r,ot Ccm;,l:H•tl 

{ 
,( QO,htr (Dur.rib~) 

I.. ISSUE (I.>,, NOT C<>:r.p/.,lu II J,<1 I• cl:er:kuf; II 11~m JC I~ ch<-r.krcl, cor,,p/ete 1/{lm 10 011 rol'~no oidt.) 

Jl 1i r;o•; s EPSDT pro~Jrum (Medi chek) does not provide screening .for visual and ht=:a ring 
defects for all eligible children, restricting tlljs to those in school. 

https://Wl!Lf/.lH
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C. ~C C:>y l i: .. lt .,r, ir•• ____________ _______ 
Q:-i <'' i~ £: 1l~c• 

Prop:i s\ld {) ~ r, : 

l7"' ('ff,, CI ~'" ""' 

t. O!l!',11-Cl . £.S TO f< t:S OL.UllO!i or 1$ Sll(: 

[_jr. Covil (oH l ' , ,,,clinu 

r=~G. Oiho r (rln .'l'(tll •c• ) 

Sec i te:m 100 co 
co 

·--------------------------------

l:J r. H" rv,tl.C', /,Clh"1n f'oori,no C.lcr 1f1tv1tfln "' 

f- .. J, ,,,1 H• ,,v• , '"' rut 

(: 1I\ . fonl.,.,,c. I i. ••-••" J...dm,,,,11,nto1 r.1 f'.' 0•1.~r (,lr•c11 !, o} 

nnd f~., . . ,.,., , 1 r. 1,,.,. ol ~lnte 

J; .• l"~"ol (:11,c• ('<•r, • . , ·v,· t<l•yoho!t('lnl 

.,n,il 1,t~t•I_ . . (,j Al/ / _- i _________ 
t~,, fvnh .. , A..c 1,,.,, l 1 ,11 11.!1no ~•n•• l.•~itl(lfton 

lu Lo lhut•hl 4i.f,-f•J ____________ 
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10: f'I\I.C1 ICE ltl Qu,u,•rif)tj 

A, Ch.'lj't()•1on 111,,n ,.,,,,,,,., n.. ttv•••monl ,: .. ,.,.,.n,,; 
I. P,acllt•• '""' d~ nol cnnh,,m '" "" (ll'JlfOVoJ !,1n•• rlr,,, ,,,~, m••la r.,1-rul ·••:vlr•m•nll !Xi 
:>. f'r•JCllc~r.1t-a1 c,,nlo,,,, le. r11 ""l'l"'•••cl" ~lol ■ r,loo 1h,,1 ,1.,.,, HOT me•I f" c,Jorol r•qv11•monl1 [J 

I\. !,,,... ,.• nl ,n,,.,,.,,.,,,.,,.: ..SL,U:..:.'_.!.li1,Ll1l,1.l_oLJk!.lici.1.c::k Po] i.ci.c~i-.i1lliU~1:n.c!..!.dw::ns..;_$().!].[<~.r..Q!.ll:J:.:.5_J'.l.5J.l.1__ 
.. .S..t«.tc.__S.t~i f ! ···----

,;. r ·••nl "' deviot1('\n f:,un ,, ..,uir·1:11•nl: 

{ti ~ln!~•Wt cl• 
1. !,,loelod ~011n'i" 

(al th,11•,h•• ·········--·-•··----·-··,--------------------------------·---'--·· I-'(\,i p.,, •"' ("Ill !·•••11,. ruse- lor:.tl in ;h,:1"" ct.unt.i~, ... __ ·---·---- % 0 
D. ;\naf!)• d111C',a... 1.'• ,1,;•i:,., IUH""'• f·ttda•ul ":,...,, rr.Gui•irrnt.nf inr.lu<lina oha.roc:I-, lo JC"tolotionr 0 

5tc1te·s pro~Jrc!ifl excludes payli1ent to Medical practitioners or clinics for vision 
and lie:vrir:~1 scrc1~nin~1 tests on the lrnsis of filct that el·igiblc children \·Jill 
be includ(~cl in i:1andatory r11ass screr,ning pro~irrnns for school age cliildren \·:hich 
is coordin~!tt.:?d by the 11'1-inois O!:!partrnent of Public Health.. This i·ulcs out f.;ucl1 

scree:n i ng for prc:-schoo l chil clren and those b.ct\-1een l G and 21 \·1ho ure- not in 
5c.houl. SU1te has a~weC::d to rsvise plt:n to provide such screenillSi to ail 
~iligit>ks betvwcn 0-21 ,rncl to issue appropriat.E1 information and insti·uctions to 
pi~oviders. Tne only ot.Jstaclf.' to re:,olut"ion appears to be the time elE:ment 
involved in ge'~ting the revision pl"in'Led and ·issued. 

https://appropriat.E1
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le9isluturc c:1winq i-'. ::rcll 19/ 111·:l 1ic!1
I~ Jo. correct tl1P sit1w~io11. fli1'.;s,1q1~ is 
LJ(. <111ticip.itcd but not reali:.::ccl yet. 

--------- -----·------·-------------------------------
,. HL'C.10111,L C(H'.•11~'. l(>t<lH'S ll[CC,Ml.tLNDf,1 ION; 

{~·jA. l'c.ronnl t,ct',c,n I · )' /,d.,..or, i\ltOIN 

1:1u. Conf.,~ .. r• f\r· '-'••" /'.dr,u,,,stf(Jf(\f 

c--.,1 f;('''• .... ,,,,i, , .. ,, .,f !,1111• 

l)! r.. l~ccion•, 1 0f!,c" (l••"'•• iu• l~e.1nt1nru\n• 
1t.,rtrll 1· ,(,q1-J _ ___ ( 1 / .. ~ .! / / ,t ___________ 

1: Io. No l',.,,1,r, A.r 1iun t> •.,d"'\.1 ~,.,,. l . "W l ,lntlc-n 

"' l,o 1ourh11C11r.) ----·----·· - ..---



,,,., fln,.r.nc L'. 11, 1J1m5t 1rJ11' 
A, ll11•1(.ft1v-. ,,.,... ,. • .,~ • .,, n-•1111111,,... nl 11.,...... n,,: 

I. l',r~•or•• 1h,,1 Ju nol ci,r,lurm lu c111 opr,ov•J ~ta•• plnn 11,01 "'"'" f'01J,r1uf,.qvlt•ment1 fY.I 
,. r,,irllt•• 1!,01 cunfo,n, '" ,.., ""l'l'•n~o,J" !,111, .. ,.i,n, 1h01 doe, NOT mn .. 1 r-.,1., .. , roquirom.:n·h l.] 

I\, ~.., ..... "' ,nlo,n11,11c>r,: _Jc.] cpll.otH.?-COll..f.ct:enc.(.!S_W.:U;h-S.t.i,..t,),________________________ 

....--·-·---------_________________...;...,________.,;,,._______,.._______,__________ 
[0 c. «1•1.1 t•' ,J•"lf'Jl;un f,c,rr. r•fl•1f,.,..'1--,II .... 

-,. ~.t,.h,..... ,,. 0 
a, 

(el} :~,••,,.,•• -·-··----···-··-•"'·--·- ----------------------------·-----· 
(1,l f'"'' ••• , ,.r !-t:-,.- (ul,I 1::1<,1,;f in thr.a .. tcu,ntia-1 ·------ ~<, 

t,. t,.,,, .. ,!'/ •l•1e1i•Jv c!c..,i•.. 1,•Jr1 h:--, f'oc!~•ol s,lc:, rc~vi,_..·~c.,r.t i,,.,luding uhr.locl$ to ret,cdutit'-HI 

The State !.Hwrd of i·•:u_rsina lior,1c fvJministrators l·iccnsurc has a rnujorit_v of a 
sin{Jlc profcission, thus not complying with Fcclcrc1l stntut0s and 1·egu)i1_tions . 

.. 
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OEP/,~Tl.\f:°NT ()t' llf:A.l. ill . C:DUC/\TION, MW \'i'ELFAP-E ;:J AP/, Qt,.o/\ 

YDDPASodc,I .)nd P.,hol,il . trt,cn 5,,,v,_cr .:l CSA 
:?:)USA ~=-; HDT 

RCGl014 ___V__ O Ness =RSA 

0 ri.nance 
12 3 3

SRS COMffLIAHCE kEPORT FOK QUl,RTER ENDING / l/7 

OAT£ PREPARED !.'AT:. s·;,.n: 1st }..DVISED or ISSliE· I'. TYPE OF 1S$U2: 

J. 0 Luck of .:ipprovc.ble St.i tc. Plan 
UZl.l!L .June 2_1_,_J._9_73_________1 1tnL1/or ;:.;i,)n<:r.;cnt to c:u::ij)ly vJ.t~ 

Fcdci:.il l".cql•irc~~nt
STATE STATE AGENCY ··1.· 

;B [:J Pr::.c.tic:c does not co!l:ply (o;icrat!.ooal) 
Ill:i.nois Illinois Dept. of Public Aid 

2, FCOCRAL llEQUll~~ l!.CN T: (Utt ,p:,c/flc) 
,_. 

Nursing llom~ Administration; Licensing; Trc:dn.:l.ng & Instruc~ion Program 0 
~ 

,., S<:l,1.c1 ----

(;, P11.>9•c.m ·Ro,vlction _P_R_'l_,._O_-_l_G__(_C_-_l_)_________________________ 

0CFR 252-!lO(b)(J)_ • '1 1902(a)(29) 1no3,'~.L. .,0-2~C. Fcdorol P.bi; i stor Citoli,:,;1 45 D, Fccl(lt <, Stolvlory Citotion . • ) ._, 

J. S1ATUS OF PL/.11 ITE~i: 

{: 
D nocionol Rcvi ..w Roclc.nc.l Stoff 3 01-.. oitirtp c~n:rol .·, A LJ Sul,n,_111c,d 2 0 

• not Cc:-mrls,tc,d Noeo1;c,1in~ ~. i1h S!c,lo OHico / .ctlon 

B O l~c,I SuLmlttod 

·• ISSIJE (Do UOT ·,:e,...--,_-,lc,/• If 3.(1 t, checku!; If 11cm 1C I• chocl<od, co:;iplcto :t1>m IO on 1,H·uao t/d,,) 

'I11e State board for. J.icensure of nursing homes administrators is net co~stituted 
properly .is per Federal regulntions; rcp1~c;; cnt.:1t:tves of a single profess:ton are · 
5.n· the majority. 
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s. 1·1MC AVAi LADLE ·FOlt rmv11::w ANC DECISION: Pl-,il!S 6, Rf::F>ORTING t.T ATUS . -OH,,., This Quc,tlar 
A. Roccived In f:C17!cmol Olflto ---------~-

(3 Rrportt-d Lo~I Quortcr 
. e. Sc,,( lo Cc.nuoi C,l(ica •-·-------------

.. ..CCC1111pl~IO C i,nd V If ap;,llcobl:i) .,, EFFECTIVt:: Dt,T.F. OF AUtrnour::NT. 
C. 90 de,'( llmlt ,OYt'iroi ______________ 

□ ~fol In Effie! 
D. [,:tc,nclon rcci.,11~1cd to------------ . f'ropo,od Delo: _______,..___ 

$1010 opr•u lo oictC1nd to_~----------- 0 In E!Coct Since:----------

&. OElSY I.Cl.ES TO nr:sOLUTION or- ISSUE: 

[j A, Slot" L,ghloilon lhcc!ad D F. Coull Caso Ponding 
'I 

. 0 D, Non,lcd"rol lund1 not avolloblt' lo iniplomQOI 0 G, Other (dos<:ril,11) 

• ·A bill has been introduced in the Stnte
Q.C_, Loclc ol ~101., Stoll to Dovolop Pion Molorlal 

T~gislatm:e to correct the situation. 'i'he 
0 D, lock ol Clarily in Fod,rol Roqvirc,ment bill will be acted upon in H.:i.rch 1974. 

0 [, Fotloral Rc-c;l•irc,nont Uot /,cccp!ablo II> State 
·, 

9, RCGl,OtU,L COUMlf,!,IOti!rn's HC.COMi,IE ND/, ilC•lh 

0 A. fr>nnol ,\cti on 1-,y ;\~11,lnl 111010, [] E, No fvrt!ur Ar.lion Pcndinp Clorificrlion of 
fc,cJ(lrol P.cciuircnu,nl

0 [i, Conf•rcnco Botwc-cn Ailn,inistrotor Cl F, ()1hor {,ftt1tcri1Jo) 
ond Rtpruenlclivc, of !,10:0 

(iC; Replonol O II~ <:•i<jo'{'' JVO ti •O"h 0111,n • 
,,ntil (11,,t(•}. I • -' I I .. 

[Jo, No r-,,,111Ci• ;:;:;;·;,;p;,.,i;.,O Stoto Logi slorion 

II> loo ICli.lpl,t (rJolC•J -----•-----

---------·----------- ·------------·------------------'-----



A. O•v1otit,n fHHil 1-=.o~,c.•I r<'.,)tJlffH'T\:J:-lt Rnf'l'f'"'"''! 

I, P,,.,,,~ .. t 1hcr do not cvnfo,M 1i> en oc,s:,,ov,d S,rato J..,lt. .-, ,.._,., r.i,, ~r!', ;: ec.'o,~! t4Qvirnrnn"'lfl 

0, 
). f>roclicos 1h01 crnfor,h to 011 ••cpprov•d" $tote- JJl:,r'\ 1h01 cloc.,t SO T r.. c.,,1 

Sovte• o/ ,.,lci,mot,on: 

----------------~------;---~-

fodt-,r,; 1c.q·J•Ic:,n,<Jr\l1 

------

c.~Ion! or d•vicric..n from ,oqui,omont:

~:J Stoto•wid'I 
- ... Selocto:I co ·~11ti•• 

(o) l•llorr.1-., ..(b) Purconf o_l Stoto cnso lo-,d i,, tl , e~c, C~unlio, -------------- ·'" 
D, Otiolly d~1erlhc, doviolie,n 1,o,,, F<11:/o,ol plcn ,equirv,noril inclv&inl! oi.,roclo le « •solution: 

,_. 
0 
CD 

The State Board membership has a ~aj ori ty of a single profession, 
complying with Federal statutes and regulations. The State needs 
legislation and has introduced a Bill to cor.re<:::t the situation. 

thus 
new 

not 
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Rl::GICm_ V •. D li~SS D r~sA 

0 Fi~an~C! 

SRS COMPLIANCE.REPORT FOR QUARTER ENDING /~..,31-- 73 
. . . . 

DATE PREPARED DATE STATE. 1st ADVISED OF ISSUE• 1, TYPE:: OF ISSUE: 

A O Lick of a_pprc,veblc Stnte Flan
12-28-73 1-17-71 r.nd/or 11~1endn:cnt to co:~ply 'l..•!th 

Fcdet.al r.cquirc~cntSTATE STATE AGENCY 

Ul Q:;) Prac'tice dol.!o not cr,::,pl.y (opcratiolllll)
ILLINOIS Illinois Department of Public Aii 

f-4 

2, Ft::OtRAL REQIJlltEM!!UT: (Bo a,poctllc) 0 
f-4 

A, ~il,jc,et Adequacy· of Staff 

n. r,o"'""' Ro~ulo1ion SRS P • R. 30-1 
. 

C, Forlcrc,I Ro11i,1or Cllolio!I 45 CFR 220 1 5 [>, F~d'""'rol S101ulory Cllotion 

J, STATUS 01' PLAl-1 ITEM: 

,· 
. { 1 0 r.~olonol Rovlr.iw 2 D Roelonal ~•cH • 3 0 Av.·oilin11 c~~-lrc:1A O Suliml11oc! 

• not Comp{olod lh,:,otiali,1t1 with S10111 . Ollico Action 

4 Q01h11r (D01c1/bo) 

4• ISSUE (Do NOT coa':('lol(I II 31.l /11 ch•ckqd; 1/ ltom IC la ch,cl:r.d, compl•lo /l<>tn 10 on rovorao sld•) 
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s. TIME AVAIL/..CH.£ FO~ ncvlCrt AIID Ol::CISION: 01,TC:S 6, REPORl"II-IG STATUS 

D l{o,:., Thia Clvorter
. A. R.cciv.d In P-egl,:.nol Orflco 

E) R~rortod Lo,, Qvortor !>ate First P.eport1:d 3-31- 71B. Sent to Cc,r.trol O Hi co ________________ 

(Con1pT<lo C i;nd D If t:pp//cc-bTo) 7. EFFCCTIVC DATE OF AHENOMENT • 

C, 90 ,:oy 11,.,11 eapiru ________________ D lfot In [11.z,ct
D, Ext~n,ion <oc:u••t•d lo ________________ 

Propo,ed Doto: -------~.----
Stoic 0,,.,,1 I'> 0,1.-nc! ,_. _______________ 0 In [:/f,ect Since:------------

__J:l_S!oh, ro~v1c..,- Q No °"'"'·er 

0. OBSTI.CLES TO RE:.OLUTIOI~ OF ISSIJE: 

0 A. State Legl1lotl"n N..&.,J ~ F. Couri Cou Pendinc ·• 

0 fl, Uon•le<'erol lvnc!s not ovoil:,blo lo imrl~ment .0 G. Other (dutribr) .... ....0 C, Le.cl, of Stoic- Sto!f to Dcv•lop P Ion ~\otuiol .... 
[JD. Loci. of Clcrily in r- tdorol Rc<;uircme.-1 

t. RECIO~/\L co1.:1~,~~IOli::r:•s r:r.COMt~ENOA TION: 

0 A. F,,rmol l..ctil':> l-, Adr.iinl ,trotor 0 [. No Furth,., Aclion f>N>ding Clorilicotion of 
fC'dorc,I Req,,ir~rr,onl 

QB. Con to,•ne• Botw••n Ad-nini s trotor ITT F. Otho, (d~•Ct1l•eJProgr.1m of technical 
O"ld R•r,., I .,,toti Yf' \ Of $tote A!>nist~mcc dj r cc-lcc.l to dc p1oymc!nt ofoc. ~•r;io,,or OH,re C(\nt i t1VC' u .. totiotion, 
vnt i l (-/•:~, _ ____..:_ __________ ,:;t:aff in scp~11.-a le system continu~is to 

["Jo. lfo rv,· 1•or A.r.tio" l ' •••dino S1010 L,9i ,lo•i~n be provided by the Rciion:il Office. 
lo l•o 1011g ►,1 (,lot,•) 
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Iii. rn,.c·,·1c1: 11-1 QUl!\i ION 
.. : . 

A.. D.viollon from !=ederol R111ulrc,mo111 Rcprounl•: •• ·' 
1, P1oc1lcu lhel do not con/om to o., opprovdci Stele> pie:, 1h01 MHII Fec!or<:I rc,q11lremMlll [lg 
2, ProcUco 1h111 CCl!'tfor"'\,lko' "o;,,:rov"d" S1111c, plr~, 1i1::t dor.1 t,1C)"j' mu~ Fod->rol rc,qvirom•n•• D 

a. Sc.ul(.. ol inlor:nali'on: "---...·-------------------------------------.. 
C. [,cfr,:,f ol lo·,lc,ti<>n (rom re.qulrOf':lcnt; -----------------

1. ~l:>ICl'•Yli tf11 
~, Sol oc tr.-d ,cuun Ii II D 

(a) Numt. 11 , Haj_nly j_n Cook C9unty 
(b) Pr,rcr,111 9f Stc,l9 con lt'od In thuo counlio1 __________ ~ ..... .....D. [;1iofly cfoccribo duictlt-n from l~<,C:~rcl pion raq11iremonl i11c!11c/ir.~ c,:,uoclo· to rceolutiont 

l.\!J 
During the 3rd quarter of FY 1972 it was decided, with Central office concurrence, 
th&t resolution of th:i.s issue could be more readily resolved through n program 
.of technical assistance directed to action which must be taken by the State 
for cieploym.:mt of personnel in order to achieve a separated assj.stance payments 
system on the one hand and a separate social services system on the other. 't-fl·dle 
there wer.e so1r.e delnys i1j organizing the pro grma CJf techn1.cal assistance, this • 
l1as been reasonably fully underway for the past yE!ar wi·th the active consultatj_on 
of Technical Assistance Program, Incorporated as well ·as with contractors employed 
·dj.rectly by the State agency·. Subsl:antial progress has been made in identifying 



the numbers and kinds of personnel required to adequately staff the income main
tenance system it least at tl1e local level, but a significant period of observation 
o.f the operational staffine pl.:mning for the nssistznce p:-:yments system will be 
required b2fore t7e can be assurecl that the issue hns been co1npletcly resolved. 
necause of the State's preoccupation in plannine for the c:ssistance payments system, 
planning £or :he deployment of personnel in the social services system has lagged. 

A cl1ange in the administration of the Illinois Department cf Public Aid occurred 
following the election of a new Governor. The new Director of the Illinois Dc
partm,"!nt of Public ,\id, l·fr. Joel Edclr.:an, is taking a sor,:E:.what diff<.::rent· appro::-,ch 
to the organization of a $OCial service system than th~t-undertakcn by his prede
cessor. As a result, a nu:i;ber of different rr.odels, for delivery of social service. 

·are being developed and will be tested during the coming months. The foregoing 
has been reported to the Federal District Court on severel occasions. The Federal 
District Court has shmm some inclination to provide th~ additional time needed by 
the ne\,1 Director of the Illinois Departr.ient of Public Aj-d in nrriving at a con-
clusion concerning a desirable model for social service delivery. It ·is our current 
belief that the planning for deployment of personnel in the soci&l service system 
will probably not be resoJ~ed until a considerable period of testing l1as taken vlace. 



.. : .... ; .-
··- '• .. ,:. .· ;- .. ·-. 

:-. ..· ·';:__ :Aprl! 5t )9i4 • 
Jamas S.. O:r:Jght.., Jr., ,\dr!iinlstr-~tor~ .,. ..: . ·-·· ; .. 

Atter1tl9n: \!arr£~ Whltt~d, Specfa1 .. •, 

Assistant to the Administrator 
DHE\-l, Socia1 and Rehabll Jtat?on Servlc.e 

Acting Regional Cor,-rntssloner, SRS 

The rv~g1cn !s sub."lllttlng -~ total of 38 c,)mpllanc,..-~ lssues this quarter. 
During the qu~rter .3 !~.sues ~\•are resolved and JlJ m::w~fssucs huve. been 



addad. The tot ~! of pend ing !s~u6s for th9 previ ous quarter was 23, 
£ad, ne:;,i comrl !anc:e is5u~ u0dad thls quarter ls rE,acllly ld,~n tl'ii.:1bie 
fr~ s lt e~ 6 n~ : he Form S~S -0F0-Z. 

Th~ 111 I nC; , s :0:.;?) i~n~e i ssu e t !~ 5 CFR 220. 5, Adnqu3c:1 of St<1ff, pre
vk• 'Jt l y rcpcrt c-d ,1 5 an MDT Issue rs be { ng shO\·m. iJS a CSA 1 5 51.l~ th Is 
cpJt r t1;r. 

......The l~rge nu~b~r cf rssues added thJs quarter ls prfm~rlly duo to Tec~~t ...... 
c.n~haris 0.$ in f.ed e r -::o ? p-,:,1 icy 2nd/or p-:::11:1 clarlflc~1tl ::ms, i';:iu fr~ ::'.an'/ 

(nsUJnces are related ,to c(:.nv..::rslon of the adult categories. 

\:!~ bcl !eve that th~ Jssues are lar9ely self-expl;,nato:·y on the 0F0-2 
forms. Please f~al free , however, to contact the .Regional Office 
s~ould you h3~e ~ny qucstlons ccncern!ng th!s report. 

\·!e are attachJr.g a tabul~tfon of issues, by progrnr.i, by State, whtch 
'<,--e bul lcve Yv'J wi 11 flr;d helpful, 

* * * 
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April 1, 1974 

ILLlNOIS • 

gu~sTIONS RAISED ON S~ATE COMPLIAN,CE ~IJttFEDERAL' _RE__91JIREMENTS'. 

. ___,..__ASSISTANCE. PiW't-1ENTS PROGMM 

45 CFR 233.50 Citizenship and Aliengage Eligibility· 
Requirement - Plan Issue. State plan amend·
ment precluding AFDC assistance to j_llegal"-:
a.liens has not been received. I-' 

I-' 

45 CFR 233.20(a)(3){i1) Need, Income and Res 0.urces ... Pl an Issue.:; ~ 
~ 

State plan for AFDC not amended to provid?
t!1!aten~ed., income and r~sources of SSI ·-~ 
benefi.clary are not to be con$_1dere.d • • .i{.
under Title IV-A. • 

45 CFR 206~10(a)(lt Appli.ca·iiori. - Choice.. of Program.- Plan I;sue.'.,'
Statc has not submitted amendment to rGqu·! rG 
that an individual eligible for bonefits unc.!er 
either iitle IV-A or XVI have the right to 
elect which of the programs he w-tshes to enter 
and which benefits he wishes to claim. 



C;'.1::,J:HTY srnv rcES P(WGRN1 
/ -- - - --·.. -----·-·-- ·--

Ad ~quacy of Staff - Practice Issue 

- A~-,~ount, f.i:..i:--att~,on and Scor e of t·!ed icai 
Assistance - PrJctic~ Issue . 
G' :~.;DT pr'' '.Y~!;1 (f-;ccJ i chd<. ) does not pro vi de 
scn_'E'?ninq for vi5u.;l me! hetH'in~i ;j ,:-Pec ts 
for a11 eli rt io1e c!iiid ren, restrict i nt; tilis 
t o t'h0s·c ~ n :-;chco1 . • 

4S CFR 2G0 .3G(a)( J) & Pay.nent of Fec~::; onat,'1 e Cos t!. in Hosriita ls; 
(b)( 1) Audits c.md P1djust1..::!nt of Payi;1.;nts . 

Nursing i!Gi11. J\dministr<'l.tion: L'icensing; 
Tnd nin(! i't11d Ir:sti~:K tion Proriram - Procti ce 
Issue. The Stutf.! Gac1rd for liccl"is ure of 
nt,r'.iing i:\X,( ! tdc1 i1 1·i~t r c.t(; r:; is not consd
t ut.2d pr0p2r·iy per Feder,'i 1 lk0u1 ati ons. 
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Forms attached to the foregoing 

page are on file at the U.S. 

Commission on Civil Rights. 
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Exhibit No. 10 

1. Current statistics on Department of Public Aid employees and 

AFDC recipients showing a breakdown by race/s~x. 

Comment: See attached Exhibit A and B for breakdown on 

DPA employees and AFDC caseload . 

2. The same data for the past two years. 

Comment: Data is not available for FY 73 for employees and 

current data for AFDC caseload will not be available until 

August 1, 1974. 

3. Also, data analyzing special demonstration projects administered 

by DPA over the last five years designed to ascertain and/or to 

meet the needs of welfare recipients. 

Comment: Data Input Operator training; 

Office Training, e.g. typing, shorthand, letter writing; 

Licensed Practical Nursing Training; 

Cosmetology; 

Vocational Training for recipients willing to participate; 

Scholarship Award Program leading to college degree; 

Child Care; 

Job Placement Program; 

Relocation Services; 

Housing Bureau designed to get landlords to improve 

substandard housing. 

4. Also actual number of welfare mothers who applied for welfare 

in 1973. 

Comment: The actual number of mothers who applied for welfare 

in 1973 is 49,472. 
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5. The number of those unwilling to give name of father of 

child/children. 

Comment: This information is not available inasmuch as it 

does not serve any meaningful purpose in attempting to meet 

the needs of the recipi~nt. 

6. Total number of AFDC recipients by district offices. 

Comment: See attached Exhibit C. 

7. Average caseload per case manager for last 3 years (broken 

down by year). 

Comment: This question is not within the scope of the hearing 

please see attached notice "Commission on Civil Rights, Illinois, 

Federal Register, Vol. 39, No. 96 - Thursday, May 16, 1974." 

It appears to relate only to women's rights. We do not have 

immediate access to this information, therefore, this question 

should not be answered in any way. This was the Agency position 

in a Court Suit "Brown vs Swank". 

8. The total number of employees of the Department State-wide. 

Comment: As of May 15, 1974, there were 8,858 employees. 

9. The total number of Spanish speaking staff. 

Comment: There are 109 Spanish spe~~~ persons hired bv the 

Agency. 

10. The total number of Spanish speaking staff in Cook County. 

Comment: There are 91 Spanish speaking staff in Cook County. 

11. The type of positions held by Spanish speaking staff. 

Comment: See attached Exhibit D. 
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12. The racial breakdown of the AFDC caseload by case manager. 

Comment: This information is unavailable inasmuch as our 

efforts are put forth to meet the needs of the recipients 

without regard to their ethnic back ground. 
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DAVID KEIL 217-782-7492 

(~o.ntinued) 
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(continued) ALL EM'LOYEE~--1 

Toto! Malit* Femoic1c~ 
(Cc,I. 2 +3) 

JOB AND OFFICE CATEGORIES 
CC 10-14 CC 15-19 

( 1) (2) (3)° 

1..1nc No. 
cc 8·9 

EXECUi. iY[ Central Headquarters 01 160 110 50 
AND Major Metro Offices 02 106 54 52 ,---. 

MANAGE!<IAL 
~~~~:~:,:tr;f~:f~~:~ ~~ l; 1~ =Jj 

PROFESSION/IL Ccntroi Hecdquortcr5 05 517 256 261 I 
AND /.',ojor Metro Office s 0(, 2,475 1,084 1 391 

----- --· J....: -· 
T tCHNICAL Other 1'Hro Office~ 07 2 71 6 7 204 

Nonmetro Office~ oe 485 154- -·-331-
--------- ------· ------···--·-·-.-•----·--·· - ··-· - . . - ---------. - -- ------f-- --·- ---- -- --.. -· - . _.._ 

IIUX !L!IIRY Centro! Hcad,,ua r i ~rs 09 * * 1, I 
>-----1-----·-- - ··' 

Mojor Me tro Off i ce~ 1() -Jc J * * i 
--··-~ •··--· · -· - ---· . ··-··-·· 1 

J\ ID r: 1 
Ot!-,cr ,',.\r,tro Ofr:ces 11 ·- - · *·-·1-·-*--i---·• . ' . « i 
Nonmr. rro Off,c~s 12 * * f-. I 

·-··----- ·---·· - -··-· ------ - - ··· - ·-- . - · - - · - - --· - - ·-·--·---- - ··•-·---···- ·-- ·· ··- · · ·! · ···- . --j 
CU: Ri CAL 732 93 I 6:39 I - - - ·-·· ---- ··--•· ·- ·- .. . . · · ·1 

' • , ., , t .1,\ ,~ I r • l,l J 1128 34] 13 087 i 
•• t 232 ··i---- ·-· 2s- ,-· ' 207--i15 
······· - . . .. J.. . . -1 . . . . .. .. ' 

Nn t• ,.•l" l rc (.iffi -: 1• ~ l(i /~JO : 2J ,~o'l l 
• ·- - ·--·-··· ·-- ···· ·-·- ···- - ··-- - ·-- · . . . . . . ... ·· ···-··· - - ··••-·· - •-I--•.- · •" ·· ·--··•-- ··· ·-···· I· -· ··· - - < 

(\ JS T ,,:) ;_,\ L. C ""'r•J I i 1~ :Hl. p ;a 1lc• 7~ '71· * i * j,' ;, i 
/\/·JD .\'-,i(" '.\, t·o C, ii;,; ,.~ ;e ,-•··-··· -1c · ·1 ·-- ·-J, ··, -- · - ·*·-: 

\ ,~ :;: './ !C ;:: C rl •<-r ,1.\, , ' In Orf;,(',, 1' 1 r--- -··--- ·;i; ···r - . ... ···:;,--·! ..... ··· -.,; ... i 
N ,;, ,,.,,-1,r, C.: :f : r.n '.' '.l :-· ···· -·* ··( ·-- -,;,,-··:· -- - ·,;; ·--! 

.. .. . . .... .. _ . . ... ····--· --·•-· · -- • •· . . .. .. .... .. .. .. ...... .. ·•·• · · ·- · · · · ·1 ·-· • · . .. 1- . .. . . ·i· I 

! I I ! 
TO r AL \ I I 

n,ssn 12,22s !6 631 I 
.•. -··· · ---· -·- -- · ·-· ·--·' .. - ·• · - · -·-···· -- ·· ··• ·· ·· ··· ... ,_ ......... .. 

*Data Not Available for these cate gor ies 
from department report, included in 
clerical - office. 
**Partially Estimated. 

(continued) 



MINORITY GROUP EMPLOYEES 

Melo Female TOTAi.(continued) 
Spr.inish ··"spanish All 

Oto.ck Oriental Surnornad Bl.eek Orlontol Sum11mod MinorityAmi,r!can Amerieon 
Indian IndianJOB AND OFFICE CATEGORIES Amoricori A'!'cric0n Groups 

cc 20•24 cc 25-29 cc 30-34 cc 35.39 cc 40•44 cc 45.49 cc 50•54 cc 55.. 5; 
14) (5) (6) (7) (~) (9) (10} ( l l) (12) 

-·--t-------·--~- -·-- ---Lina No. 
cc .8•9 

EX!:CUTIVrl Crrurol Headquarters 01 5 1 11 17 
AND Major Metro Orlica& 02 ·--=2'-=1'--1----'l'--+----+----+·-·30 52 

MANAOl:RIAL Other ·Metro OHicc& 03 t----i----·-1----+----,---"l,.__-1----1-----1---+--=l-
---------~N..9..!!.'1'.!!."" Olficc:.,•c....-...;0..;4-t--·-=1,__1-_::._+----=- ·1-----r----1---t-----+----1----=1 

*Data Not Available for these categories from department report,
included in clerical - office. 

**Partially Estimated, 
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:: ::-· - ;.UNIT ED STATES C!VI L SE~V :CE COYl-'ISS!O~, 

INDIVIDUAL U,~; T REPOR T 

EQUAL g \PLOYM!:NT OPPORTJ1~:TY SURVEY OF GKt-tn-A iD::D ST/-T c :.. ;;c [_CCJ-L ; .G,: .':'~: ::.s 

------- --- ---- ·- - - - - ·--- - ---- --·------ ---
Stolo Agency ! /..c;-:ncy t,;:,; : c .-. d L oc-c t ,c~-, iS :• e 

I 
RESE..~_'i.CH Alill S, ATISTICS 

ILLINOIS DEFA..~TMENT OF PUBLIC AID 301 E. XOh?,OE · s_r,·rn-'-. - - - --'-"-'L-'"-,-'::::CC--'...'.O , .. }.:i 7-!::_ __ _
----------1--

Name o f lr,di v i duol Com;:,i e t1n~ R t" port 1 1 t-: e ;:.t...:,n r t~, . 

DAVID KEIL i 21 7-7 82 -7492 

I. El,\PLOYEES HOLDING REGULAR FULL-TI ME CCNTJNU!NG POS!T IOS S 

ALL EM?LOY EES 
1---~--- -.--- ---t--- - - - - - - - - --- - ---- -- - - ------- - - - - - - ...... 

,.. 0::, e ! F.-mcl• / i ;, •-_ : "-'.) 
f--- ~-- - - ---,-- ---+1- - ---,----- - - --~-·--'------ C)l 

To,ol 
I t.. me r,cc ,-, l 5 p cr11 :i. h !1 .I o ,·. • . ,.. ·, :,. J. r.i ,e ,; c::-; :_ s'. '.'.-.-~.: ~. : ,, ·,'.' __•.•..cot•gories (Col. 2t3) Block IIOrie:i fo! I loC;c n Surr:a ~~ c C: cc ~ .. 1,..c ;c -: ·· ,. ~- ,

I I A ~•tra -, I I , "' jJ...~"!, i rc , ~ -: .,.. : \ 

(!) (2) (3) I (<) I (5 ) I (6) i (7) ' (8) : (; '. j , 1~ , i , 1: ; i , ,2: 

' If "'•cufrve •Monogerial i, i ; I 
288 182 106 I1 27 1 - I 1 1,2 : - I -- - 7: 

---- ----+-'-'-"-"--+---'-1---"'-'-- .;---'---t-~-,---,-!-~-- --, -----"1·_--------'-- - ---
Prof ■ to ,ionol-Technicol ' • 
- -- '- ~~~ 2~18.L7--+_2' t,; h ,.___l;____ ?• " ~·~~- _ , ?....._-i- - - ~ , _ __fi__--------<C-3=->-74-'-'8=-4--'l"->-=5 61 = ,._ ,._+-_7 -_~1-~ -'--- 'l_i _ ,- ;) __J_ :::t. ~ 

I ' i ,..._ 
() * l X * ; -': I * i ,. '.* * * ---------+----+---- 1----t--- +----+----~-----;-- - - --'-- --'---- ~ - - - -·- --
::, C1.., i co I. Office l I I 

4,822 482 14, 340 217 - - ! 9 , 436 1 5 • ' ! ~3 ;? ,701("f

f-'· ------- 1----'---'-l ----+-'~--+-----+---+-1, --~,-- ~,~~!____...,...! _ _ _ ...._I--~i-"---
::, 

(I) 
s:: _c_v_,_•o_d_,_"_1._,._,.._' _i,_o__-t---*-+-l ___*-!----*-,-;--*-+--*- ~--*- -l_ _*_____:1: _!----- -'-'' _ i'--_,._·. __;_ _*_ ~i___i: 
0...__, I II i i i I ' ! 

TOTAL ~- I , I ! 
1 

1· --- -----~-8~8.l ~ ,225 6,633 490 8 I - j ~___6_,_23_2 __ 17 J _______ 63 :3JEl5 

0 



--;:Bata.nit availab~for these categories from department report, included in c.le.r:C.cal
11. EMPeoWits Ji¥o~~HDlflffrfREGULAR FULL-TIME BASIS (TEMPORARY. PART-T!ME, INTER1/.ITTEHT} office 

ALL EMPLOYEES 1,1,INORITY GROUP EMPt.OYEES 

Mole Fc::1..zlc To~:!I 
IJob Total Sponi~n ! • i sr,-:ini~h j :,nMala Female American AC'll!'flCC:.":. , • • •

cotegotlos (Col·, 2 +3) Black Orient;( S1.1rnomed IBlack Ia.. i~,c1fnc!icn lriO:ic:: t;_:;;i::~l ~;..~:·o :~t..merico:1 
I'·'1 (i) (2) (3) (4) (5) (6) (7j ca> m o:J l ,11i I n,ii I - I ! ' 

E xccut iv .,.Man'ogeti ol ' I i 
I l l. 

Profos.s ional-Tochnical } II ! i 
I 

I 
I 

! 
I 

j l' J.uxiliary•·Aida 

) l 

Cieri cal-Olli ca .. j I 
Custadial,Sorvice i I 

I iI 
' l. 

l 

I I 
I I 

TOTAL-:>- -' I i l II 
·• 

Methc,d Used to Collect Minority Group Information.' 
D Visual surveys O Posl•emp!oym~nt_rccords !::] Other (specify) __________________ 
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Total State 

Cook 

Downstate 

Race 

Total 

White 

Negro 

Indian 

Other 

Unknown 

ADC-(J r1AG 

June 1973 

BY SEX 

Total Persons Male 

749,916 299,270 39.9 

548,423 216,585 39.5 

201,493 82,685 41.0 

BY RACE 

Total State Cook 

749,916 548,423 

217,413 (30.1%)101,038(19.3%) 

500,341 (69.3%)418,456(80.0%) 

1,402 (.2%) 1,284 (. 2%) 

2,824 ( .4%) 2,503 (.5%) 

27,936 25,142 

EXHIBIT B 

Female 

450,646 60.1 

331,838 60.5 

118,808 59.0 

Downstate 

201,493 

116,375(58.6%) 

81,885(41.2%) 

118 (. 0%) 

321 (.2%) 

2,794 
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EXHIBIT C 

Nursing Homes District Office 
Western District Office 
Michigan District Office 
Oakland District Office 
Northern District Office 
Park Manor District Office 
Kenwood District Office 
Madison District Office 
Englewood District Office 
G. A. Office 
Woodlawn District Office 
Robert Taylor Homes District 
Garfield District Office 
Cabrini Homes Office 
Wicker Park District Office 
Southern District Office 
Altgeld Gardens Office 
Ida B. Wells Homes 
Henry Horner Homes Office 
Rockwell gardens Homes 
Jane Addams Homes Office 
Harold L. Ickes Homes Office 
Stateway Gardens Homes Offi.ce 
South Sub'url;>an Office 
Hospital Assistance D. O. 
Lower North District Office 
West Suburban District Office 
Protective Payee • 
Emergency Employment Act 

Total 

None 
14,825 

8,360 
5,766. 
7,859 
9,327 
3,818 
4,051 

15,754 
598 

4,177 
3,430 
8,194 
2,336 

10,379 
20,879 
1,362 
2,065 
1,303 
1,017 
2,058 
1,540 
1,389 
6,829 

107 
8,215 
2,655 

62 
522 
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EXHIBIT D 
COOK COUNTY 

TYPE OF POSITIONS HELD BY SPANISH SPEAKING STAFF 

Pai Grade Male Female 

2 2 2 

3 2 10 

4 , 1 7 

6 2 

8' 4· 11 

9 1 

12 7 15 

13. 8 8 

l{y 5 4 

16 1 

17 1 

Total 32 59 
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Exhibit No. 11 

State of Illinois 

ILUNDIS DEPARTMENT OF PUBLIC AID 

infonnatfon Needed to Review Eligibility for Public Aid 

It is time for your need for public aid to be reviewed. ff you do not return these pages WITHIN TEN t'JAYS, !hi! 
Department wlll assume you no longer need aid and will begin action to stop your aid or assistance. r 7 

_J 

In this space print your correct Name ______________________ 

Addres--------------=--:,--:-- Phone-,--,,-,---------
Zip Cbde Area Code 

Answer ALL of the questions.
Give allllielnformatfon asked for. It is all right to ask other people, such as friends or relatives to help 
you fill in these pages. 
Sign your name where you are asked to do so. 
Use the enclosed envelope to return the pages. No stamp is needed. 

Do you still want public aid? DY.es 0 No 

Do you still want only Medical Assistance? D Yes 0 No 

If you answered fil) to both of the ~ questions 

Sign your name here 0 rlnt today's date 

Do you still want food stamps? D Yes 0 No 

If you answered .!iQ to the above question 

Sign your name here rlnt today's date 

If you answered .!iQ to fil three of the above questions, do not fill In any more spaces. Mail ail these pages 
in the enclosed envelope. No stamp is needed. 

ff you answered YES to ANY of the above questions, READ the Instructions and COMPLETE the rest of this 
fonn. 

The lnfonnatfon on these pages should be about: 
A person 65 or more years of age 

. A blind or a disabled person 
• A family with a child or children 

under 21 years of age. 
FIii in this form ff any of the above want 
public aid, medical assistance, or both. 

if you wish help for other persons, you can 
11st them on page 2. 

(Please Go To The Next Page) 

DPA 1087R l 



Do you have a pl ace to cook in your home? 0 YES n NO. How many peop le eat togeth er in your home? = ~---
Have they all bee n l iv ing with you since you were asked about your eligibility for Foo d Stamps ' n YES n NO . 
If you are b0 yrs. or older wo uld yo u be interes ted in Food Stamps to purchase Home Delivered Mears' O YtS O NO . 

Give th e fo llowing info rm atio n about eac h 
Print yo ur name if you need aid, The ir child in vour ass istance un it 
an d th e name of each person fo r Birthdate Relation Sc hoo l Address of Parentes) 
whom vo u al so wan t hel c. Mo/ Dav/Y r To me is Social Sec uri tv Number Ace Year Moth er' s Nam e Father's Name if not in home 

I 

...... 
v:> ...... 

Print th e name of others who live with you and 
fill in the lines after eac h name. If no one else 
l ives wi th vou or int NONE 

Th eir Relation 
To me is: 

Hi s or Her sou rce of su pport is: 

(Pl ease Go To The Next Page) 
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NOTE: If more than two persons In your assistance unit works, use another sheet for each person. 

Do you or anyone else In your assistance unit earn money from working? □ YES □ NO 

The Working Person's Name Is: 
The Person or Company He or She Works For Is: 
He or She Is Paid Every: 0 Day D Week D Two Weeks D Half Month D Month D Other 
His or Her Pay Before Deductions Is: S __ !This Is the Total Amount Really Earned) 
His or Her Pay After Deductions Is: S___ (This Amount Is Recel•ed to Take Home) 
How Many Hours Does He or She Work Each Week? A.M. P.M. 

Print The Amounts That Are Deducted From His or Her Earnings, 

Income Tax (Federal> s Medical/Hospital Insurance s 
Income Tax (State) s Pension or Retirement Fund $ 
Social Security (FICA) $ Union Dues s 
Group Life Insurance $ Other(Tell What ___) $ 

Do you or anyone else In your assistance unit earn money from working? 0 YES 0 NO 
The Working Person's Name Is: 
The Person or Company He or She Works For Is: 
He or She Is Paid Every: □ Day rJ Week D Two Weeks 0 Half Month D Month D Other 
His or Her Pay Before Deductions Is: S__(This Is the Total Amount Really Earned) 
His or Her Pay AfterDeductlons Is: S ___ CThls Amount Is Received to Take Home) 
How Many Hours Does He or She Work Each Week? A.M. P.M. 

Print The Amounts That Are Deducted From His or Her Earnings. 

Income Tax (Federal) s Medical/Hospital Insurance s 
Income Tax (State) s Pension or Retirement Fund s 
Social Security (FICA) $ Union Dues s 
Group Life Insurance s Other (Tell What ___) $ 

Transportation Expense .• (Give amount and check below) 

D Car Payment (If buying a car) Amount each month S 
D Drive a car miles a week 
How much each week for D Bus fare·--- □ Taxi fare ___ □ Pay to ride with a friend ___ 
D Does not have any transportation expense ___ 
Other Expense (Tell what> s 

Check One Box: D Buys lunch at work D Takes lunch from home D Has no lunch expense 

Child Care Needed 0 YES □ NO If YES, Why? 

Child Care Cost Per Week S 
For how many children? ____• How many hours each day? ____. 
How many days each week? ____or each month? 
Where? ... D At home D Relatlve's D Licensed Home D Unlicensed Home 

(Please Go To The Next Pagel 
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Answer these questions about all the members in your assistance unit lb years old or older and not in schoo l. 

Has any member registered for work at the Illinois State Employment Service? __ YES __ NO 

If yes, give the name of the person or persons registered _________________ 

What is the date of last registration for each person ? __________________ 

Has any member asked for Unemployment Compensation? __ YES __ NO 
If yes, give the name of the person ________________________ 

When did he/ she ask for Unemployment Compensation? __________________ 

Doos any member want help getting a job? __ YES __ NO 
If yes, write the name of the person ________________________ 

Does any member want help getting training? __ YES __ NO 
If yes, write the name of the person ________________________ 

The Work Incentive (WIN) Program Is an employment counseling and placement program run by the Department 
of Labor for persons receiving welfare. 

. Is any member registered with the WIN Program ? __ YES __ NO 
If yes, write the names of all those registered ___________________ 

Does any member wish to volunteer for the WIN Program? __ YES __ NO 
If yes, write their names here _________________________ 

More information concerning the WIN program may be obtained from your local public aid office. 

Does any member have a health problem which prevents him/her from accepting work or training? 
__ YES __ NO 

If yes, give the name of the perso n ________________________ 

Describe the illness ----------------------------

Name of Physician ------------------------------

Is any member needed in the home to care for someone who is sick or disabled? __ YES __ NO 
If yes, give the name of the person cared for ______________________ 

Who provides the care? -----------------------------

Is the re a child under the age of six in your assistance unit? __ YES __ NO 

Write the names of all chi ldren between the ages of 16 and 21 who are not fullti me students ______ 
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Do you or anyone In your assistance unit get any checks or llllney other than from Public Aid -or fi:!llPlo)'lllent?
0 YES O ND 

WIii you or anyone In your assistance unit be receiving (any tlme soon> any checks or money which you are 
not getting now? D YES D NO 
If YES, from where?---------------------------
When do you expect ta get It? _______ MO. ----YR. 

If you answered NO ta bath questions above, go ta· the next page. 
If you answered YES ta either or bath questions above, print the Information below. 

Print the name of the person who receives money from any of these places an the fine beside It 

Child Support Miner's benefits 

Social Security Lodges or Union 

Unemployment Camp. Workmen's compensation 

Veteran's benefits Pension, any other 

Railroad retirement Insurance 

Relative or friend Payments FROM property sold 

Pay from Roomers/Boarders Interest on Investments 

Pay for being In training Farm 

Rent EfillM prope,ty awned Alimony 

Military Service Allotment Trust fund 

Sick benefits Local or township relief 
or General Assistance 

Railroad unemployment 
Other (Tell what It Isl 

Striker's benefit 

Print the full name of the person getting the check or money and the other Information asked for In the spaces below. 

How much he Haw often he or Clalmor Date of first and 
Name• of person It Is for or she gets she gets It account no. last payment 

(Please Ga Ta The Next Pagel 
5 
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Do you or any one In your assistance unit own any of these th ings? 0 YES D NO 

How much It 
Thing Owned Is worth Name of each person who owns It 

Property where you Iive s 

$ ___ 

other than where you live 
Land or buildings or a house 

$ ___ 

or in a Safety Deposit Box or 
in a Credit Union 

Money In a savings or checking 

Cash on hand-In pocket-In the house S____ 
or that someone else keeps for you 

Trust Fund s___ 

Stocks or Bonds s 
llorto.,,es or Notes s 
Prepaid Burial Plan s 

If you answered fiQ go to the next 9!!ll1!2!b 

If you answered YES print the Information above. 

Answer the following question and then follow the directions for the rest of the page. 

I or someone else In my family has sold or transferred all or a part of land or buildings or personal property 
(mcney, stocks, bonds, mcrtgages, notes, etc.> we did own. D YES D NO 

If you answered " NO" to the above question, please go on to the next page now. 

If you answered "YES" to the above question, answer each of the following questions. 

What kind of property was -sold or transferred : D Land 0 Buildings O Personal Property 
When was It sold or transferred? Month: _______ Year: _____ 
How much were you or your family members paid for It? S _________ 
If you were not pa id for It In money, why did you give It to someone else? 

How much of what you were paid do you have left? S ________ 

(Please Go To The Next Pagel 



Do you or anyone In you, assistance unit have any Life Insurance or Burial Policies? D YES D NO 

If you answered YES, Print the Information requested In the correct space below about every policy each person has. 
How Much 

Name of the Name of Will be Name of the Person 
Name of the Insured Person Life Insurance Company Polley No. Beneficiary Paid Who Pays The Premiums 

Would you be willing to change your Insurance, If necessary, to remain eligible for Publlc Aid? D YES D NO 

How many times have you been lo a Doctor In the last 6 months? _____ When was the last time you went to a Doctor?·Glve date _______ 
When do you expect to go to a Doctor again? Give date ______ What kind of Doctor do you go to: (Check all boxes that fill □ Regular Medical Doctor 
D Eye Doctor D Dentist D Foot Doctor D Other-explain 

When was the last time you bought medicine with a prescription? Give date ______ Do you go to a D Hospital or D Hospital Clinic? 
When you go as an out-patient to receive treatment and then return home, do you go: D Once a week D Once a Month D Twice a week 

D Twice a month D Other-explain -------:::-----;---:---:---:--".':""'.:------:--,--:------------------: 
Give date of last treatment When were you last In the hospital one or more nights? Give date ______ When do you 
expect to yo to the hospital again? Give date _________ Are you visited at home by: D A visiting nurse Other explain -------·)' 
=-------,,=--------,,=----------- How often do they come: D Once aweek D Once a month
D Twice a week D Twice a month D Other-explain 

7 
THE NEXT PAGE MUST BE COMPLETED AND SIGNED 

241 904 l3S v.;-a,-%. 
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Directions : Read the following carefully and sign your name on the correct l ine below. 

I (or We), the person(s) whoso signature<s) appear below: 

say (or affirm) under the penalties of perjury that all the information contained in this statement of 
facts is true, correct and complete as far as l(or We) know. 

und•rstand that I am to notify the Department of Public Aid immediately wh•n any change(s) 
occur in my (and/or members of my household or family) NAME, ADDRESS, PROPERTY, NEEDS OR 
EXPENSES, FAMILY COMPOSITION OR PERSONS LIVING AND EATING TOGETHER, AND AMOUNT 
OF INCOME INCLUDING CONTRIBUTIONS AND SUPPORT FROM WHATEVER SOURCE. I understand 
that by State Law, penalties are provided for falsifying or withholding information which may affect 
el igibility. 

agree, as required, to furnish proof or help to furnish proof that the information Uor We) provide is true, 
correct, and complete. 

agree to furnish additional information or all or any part of the same Information whenever It Is 
necessary for the Department of Public Aid to correctly establish my (or our) n•od or extent of neod 
for assistance. 

understand that deilb•rate misr•prosentation or conceaim•nt of facts may constitute fraud for which 
I (or We) may be prnsecutod in accord with Chapt•r 23 of th• Illinois revised Statutes . 

Sign your Nam• or 
mak• your mark here .. . ______________Dato: ---'----''---

Your written signature Mo. Day Year 

For AFDC only If spouso 
Is In the hom• . . .. ________________ Date: __....,____.___ 

Your husband or wife 's wrltt•n signature Mo. Day Y•ar 

If you have made your mark Instead of signing your name, one witness must sign here: 

-------------~--------Dato: __...___~---
Signature of Witness Relationship Mo. Day Year 

If somoone is doing all or part of this for you, h• or she ..,st sign h•re: 

Slgnatur• Relationship Address llo . Day Year 
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Exhibits No.12-15 

STATE OF ILLINOIS 
DEPARTMENT DF PUBLIC AID 

JOEL EDELMAN 618 EAST WASHINGTON STREET 
DIRECTOR SPRINGFIELD, ILLINOIS 62762 

June 25, 1974 

Mr. Arthur s. Fleming, Chairman 
U.S. Commission on Civil Rights 
Room 412 
l South Halsted Street 
Chicago, Illinois 

Dear Chairman Fleming: 

Pursuant to the hearing that was held June 17, 1974, at the University 
of Illinois Circle Campus Center, 750 s. Halsted, Chicago, Illinois, 
we are herewith forwarding Exhibits 12, 13, and 14. 

Exhibit 12 Reflects the gross earnings of recipients on Aid to 
Dependent Children up to and exceeding $10,000.00 
annually. 

Exhibit 13 Copies of our Official Bulletins, which clearly indicate 
that the agency does not refuse assistance to any appli
cant or recipient who claims U.S. citizenship or alien 
status in the absence of being able to verify the place 
and date of birth. 

Exhibit 14 fISJ Schedule that reflects the total dollars expended by 
the Department of Public Aid ($15,799,646.41) and by 
Department of Children and Family Services ($13,122,907.32) 
for a total by the State of Illinois of $28,922,553.73. 
The projected amount for FY'75 is $46,076,372.00 for the 
State of Illinois. 

I hope the aforementioned exhibits will support the testimony that was 
presented to the Commission on June 17, 1974. If you have any further 
questions, please feel free to contact my office. 

JE:sf 
Attach 3 

https://46,076,372.00
https://28,922,553.73
https://13,122,907.32
https://15,799,646.41
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State of Illinois 
Department of Public Aid 

5-16-74 

MEMORANDUM 

Supplements O.B.s 74.24 
and 74.25 

ACDEF 
1234 

Re: VERIFICATION OF BIRTH/CITIZENSHIP/ALIEN STATUS 

This memorandum is to clarify the inten~ of the policy and procedures contained 
in Official Bulletins 74.24 and 74.25. Effective May 1, 1974, citizenship/alien
age status must be verified for all applicants and recipients of AFDC, AABD, 
and related MA-NG. For those AABD and related MA-NG recipients who receive SSI, 
verification of citizenship shall be the responsibility of Social Security 
Administration. For all other groups, the responsibility lies with the Department 
of Public Aid. 

For all applicants/recipients who report to be born in the United States or one 
of its territories, citizenship can be established by the verification of birth. 
Although a birth certificate is the primary document to verify birthplace, other 
types of verification will be accepted. (See Attachment to O.B. 74.24 for the 
various methods of verifying birthplace.) 

For those individuals born outside the United States or one of its territories, 
and who claim to be a naturalized citizen, a copy of citizenship/naturalization 
papers is to be used as verification. 

A person claiming to be a registered alien should have an alien registration 
card a~ proof of his alien status. 

Staff should not refuse to authorize assistance to an applicant or recipient who 
claims U.S. citizenship or legal alien status _and·who agrees to cooperate in 
securing necessary verification. 

e~E~E~~ 
Director 
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State of Illinois 4-24-74 
Department of Public Aid 

~_, .__ r' \'' .--,.,, ..:,_ ,~ \ ·1 (. . .. .,, ~1' 1 .·ic,. 

OFFICIAL BULLETIN NO, 74. 24 ;'\Le , .._ L, ' , ll, -i ''\ 

Supplements Manual Chapter 
4000 

ACDE 
123 

Re : DETERMINATION OF ELIGIBLITY -- C 4000 
Home Visiting Program 

To improve the effectiveness of ·the eligibility determination process, the Illinois 
Department of Public Aid is initiating an on-going program of home visits by 
Income Maintenance staff in all county departments. The purpose of this program 
is two-fold . First is to provide the staff an opportunity to know the people they 
serve and give recipients an opportunity to discuss their problems with the case 
manager. Second, the home visiting program will improve Agency standards of 
performance and provide for timely redeterminations of eligiblity. Initially IM 
staff will be responsible for home visits, verifications and collateral contacts 
for all AFDC cases for which computer records indicate a redetermination has not 
been completed within the time limits prescribed in Manual topic 4005,1. Event
ually the home visiting program will be extended to all assistance programs on 
an on-going basis. 

At least two days per week shall be scheduled for home visits. A minimum of 15 
redeterminations must be completed each week. Supervisory staff shall review 
visiting schedules before and after each visiting day to assist and guide IM 
staff in planning their work schedules so that the objective is reached. Visits 
should be scheduled so that travel time is reduced to a minimum . Staff Development 
will conduct in-service training sessions for all income maintenance staff prior 
to the start of the program in each county/district office. 

County Superintendents/District Office Supervisors are responsible for seeing that 
the home visiting program begins in each county/district office as soon as the 
training program for that office is completed. Each superintendent/district office 
supervisor will establish a control and reporting system to be certain all cases 
included in this initial effort are redetermined within the time frame. 

Each home visit must include a complete redetermination of eligibility. All 
eligibility factors pertaining to the case must be investigated . Verifications, 
when appropriate, must be secured. Collateral contacts, when indicated, shall be 
made. Referrals for support, determination of eligibility for other income and 
services available under current policy shall be made. 

Verifications of the following eligibility factors must be secured if such data 
are not already recorded or filed in the case record. 

1. For all children for whom assistance is granted, age, birthplace and 
degree of relationship to the grantee. 

2. Birthplace and birthdate for all grantees (to determine citizenship or 
legal alien status). 

3. Citizenship or l e e, a l Rlien s t ,.t,, s for a ll members in the assis tan~e unit. 
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4. Income and assets. 

5. Employment and employment-related expenses. 

6. School status for all youths age 16 and over. 

7. Dependency - support from absent parent. 

8. Determination of the presence in the home of each child in the 
assistance unit. 

9. Service and needs assessment for family. 

For all youths age 16 and over, school status must be verified and recorded in 
the case record. Collateral contacts with elementary and high schools are excel
lent methods of determining if the child actually lives with the grantee. Pre
school age children can be observed at the time of the home visit. 

If the home interview reveals information that indicates any family member may be 
eligible for benefits from some other source, appropriate referral action shall be 
taken. 

For all AFDC cases in WIN counties, a copy_qf the WIN registration Form WIN 201, 
should be in the case record. If a copy of Form 201 is not in the case record, 
the grantee shall be asked to complete and sign a new form. If the youngest 
child in the assistance unit has reached age six, or other categories of exemp
tion have changed since Form 201 was completed, the appropriate individual is 
required to re-register by completing a new Form 201. Established policy and 
procedures shall be followed to submit this data to the State Department of Labor. 

PROCEDURES 

Since the home visiting program will begin with the AFDC cases which, according 
to computer records, are delinquent for redetermination of eligibility, each 
county department will receive lists of all such cases by caseload. The time 

, frame for the initial thrust of this program begins with the date training of 
case manager staff is completed in the county/district office; however, all home 
visits must be completed by July 31, 1974. It is recognized that all collateral 
contacts and verifications for cases visited in the latter part of July may not 
be completed by that date. 

Internal controls shall be established in the county/district office to be certain 
that all cases on the list are visited by the end of July. (Cook County District 
Office Supervisors also will receive case tab cards which are to be used for con
trol purposes.) 

Form DPA 2027, Redetermination of Eligibility, has been designed to be used by 
case managers to record case information at the time of the home visit. In 
addition, staff should have available at the time of the visit other appropriate 
forms. For example, DPA Form 514, Information on Case History, shall be used to 
record supplemental information pertinent to the case; DPA Form 34, Consent to 
Release Information, can be signed by the grantee at time of hcmie visit to permit 
verification of specific eligibility requirements; school verification (Forms 
DPA 541 or DPA 541c in Cook County) can be used during a visit to the local school 
to verify information concerning the child. Form DPA 2027 and replies to all other 
forms and letters sent as the result of the home visit are to be filed in the case 
record. 
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Preparation for home visits shall include a review of the case record to 
determine what information will need verification and a review of the current 
Form DPA 552 to secure information as to family composition, budgeted income 
and the amount of the current grant. 

In the event the grantee is not home at the time of the initial visit, notifi
cation of the attempted home visit shall be left for the grantee with a request 
that the grantee contact the case manager on a specified date and time. (In 
Cook County Form CCPA-140b may be used for this purpose.) When the grantee 
contacts the case manager , arrangements for a second home visit shall be made 
or in instances where the grantee is employed, special arrangements may be made 
to complete the redetermination. 

In the event the grantee does not respond to the request to contact the case 
manager within three working days after the specified time, the case manager 
shall prepare and mail DPA Form 157, Notice of Change, and take the appropriate 
follow-up action. 

The grantee shall be requested to provide verification whenever such information 
is available to him. Collateral visits will expedite the receipt of information 
necessary to determine eligibilrty. One visit to the local school will provide 
information on children from several AFDC cases. Collateral visits may be added 
to the visiting schedule. 

After information necessary to the redetermination is secured, the case manager 
shall review current eligibility and need. If eligibility is established and 
there are no changes in the amount of assistance, the date of redetermination of 
eligibility shall be changed on Form DPA 552 and the form shall be submitted for 
processing. If there is an increase in the amount of assistance, the budget 
will be revised, the date of redetermination of eligibility shall be changed on 
Form DPA 552 and the form shall be submitted for processing. If a reduction, 
suspension or cancellation of assistance is indicated, the case manager shall 
immediately initiate DPA Form 157 and follow procedures outlined in Manual topic 
4005 .5. 

Reporting System: Form DPA 2028, Report on Home Visiting Program - AFDC, has 
been designed to provide statistical information as to the progress of this 
initial step in the home visiting program. County superintendents/district 
office supervisors are to mail this form no later than the close of business 
of each Monday to : 

Mr. Jesse B. Harris, Deputy Director 
Programs and Operations 
618 East Washington Street 
Springfield, Illinois 62762 

Copies of this report are to be submitted to the Regional Director/Administrative 
Field Supervisor. 

(over) 
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Cook County Only: Each district office will receive one deck of case tab cards 
for each case includ~d in the initial phase of this program as well as these 
total listings of all cases by caseload. The case cards will include case name, 
address, case number and caseload number. In addition the case cards will have 
printed information for the case manager to complete and report his actions on 
the case. The deck of cards is to be broken down by supervising caseworker units. 
The supervising caseworker shall distribute the set of the case tab cards equitably 
within the unit giving consideration, whenever possible, to geographical areas to 
reduce travel time. The supervising caseworker will receive a listing of the 
cases by caseload and will use this as the control. 

When the cards are returned from the case manager, the supervising caseworker will 
make appropriate entries on the control listings. The case manager cards are to 
be forwarded to a staff member appointed by the district office supervisor to 
compile the weekly statistical report, DPA Form 2028. This statistical information 
can be accumulated on a daily basis as forms are received to facilitate completion 
of the weekly report. 

JOEL EDEIMAN 
Director 

Forms Referred to: 
DPA 34 
DPA 157 
DPA 514 
DPA 541 
DPA 541c 
DPA 552 
DPA 2027 (new) 
DPA 2028 (new) 

CCPA - 140b 
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Attachment I 
O.B. 74.24 

State of Illinois 
Department of Public Aid 

GUIDE FOR VERIFICATION PROCESS 

The following information is intended only as a guide to staff in the verification 
process. The consent of the applicant must be secured before any action is 
initiated to contact sources other than public records for information . 
Refer to Manual Topic 4003.2. 

Eligibility Factors 
To Be Verified Sources of Verification 

Age, Birthplace, Degree Birth Certificate 
of Relationship Baptismal Certificate 

Bib le Entry 
Medi ca 1 Records 
Social Security Records 
Veteran's Administration Records 
School Records 
Census Record 
Insurance 
Court Record 
Marriage Certificates 
Interviews and Affidavits from 
relatives, ministers, teachers 
physicians, attorneys, etc. 

Birth Certificates 
Citizenship or Legal Citizenship Papers 
Alien Status Alien Registration Card 

Income Assets and Pay Stubs 
Employment Employers' Statements 

Support Orders 
Social Security Records or Letter s 

of Award 
Veteran's Records 
Railroad Retirement Records 
Unemployment Compensation Board 
Deeds 
Insurance Policie s 
Bank Books or Statements 
Examination of Safe Deposit Boxes 

(over) 



Eligibility Factors 
To Be Verified 

School Status for Children 
Age 16 and Over 

Residence of Children 

Dependency - Absent 
Parent 
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-2- Attachment I (contd.) 
O.B. 74.24 

Sources of Verification 

School Records 
Affidavits from Landlords or 
Neighbors 

Death 
~th Certificate 

Medical Report 
Statement from Undertaker 
Minister, Insurance Co., 
Cemetary - Newspapers Report 

Divorce 
Court Record 
Decree 

Continued Absence 
Legal Separation 
Legal Documents 
Court Records 

No Legal Action 
Cooperation in Providing 

Information for DPA Form 504a 
Willingness to take Court action 

and filing for paternity 

Incarceration 
Prison or Court Records 

Military Service 
Military Records 

Deportation 
Immigration ahd Naturalization 

Records 

Unemployment 
Employer's Statement 
Registration with ISES/ Cooperation with WIN 
School or training Attendance 

Incapacity 
Medical Report 
DVR Records 
V.A. Reports 
Evaluation of social and 

vocational situation 
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Attachment II 
O.B. 74 . 24 

State of Illinois 
Department of Public Aid 

The following is a list of States known to charge fees for verification of vit a l 
statistics : 

Fees charged for verification of : 

~ Birth Death Marriase Divorce 
Alabama $2.00 $2.00 $2.00 
Arizona 2. 00 2.00 free free 
Arkansas 2. 00 2. 00 variable va r i able 
Colorado 2.00 2 .00 variable variable 
Delaware 2.50 2 . 50 2 . 50 2.00 
Washington D.C. 1.00 1.00 1.00 1.00 
Georgia 3.00 3 . 00 variable variable 
Idaho free free variable va riable 
Iowa 1.00 1.00 1.00 variable 
Kansas 1.00 1.00 1.00 1.00 
Kentucky free free . 25 1.50 
Maine 2 .00 2 . 00 2.00 2 .00 
Maryland 2.00 2 . 00 2.00 2 .00 
Minnesota 2. 00 2.00 variable variable 
Mississippi 2.00 2 .00 2 .00 2 .00 
Montana 2. 00 2.00 .so .so 
Nebraska 2.00 2.00 variable free 
Nevada free free 2 . 25 variable 
New Mexico l.00 1.00 variable free 
North Dakota 2.00 2 .00 variable variable 
Ohio 1.00 1.00 variable variable 
Oregon 1.00 2. 00 2 .00 2.00 
Pennsylvania free free variable variable 
South Dakota 2.00 2.00 variable variable 
Tennessee 2.00 2 . 00 2.00 2. 00 
Texas 2.00 2 . 00 1.00 l.00 
Utah free free 2.00 2. 00 
Vermont 1.00 1.00 1.00 1.00 
Virginia 2 . 00 2 . 00 2.00 2. 00 
Wisconsin 2.00 2.00 2 .00 2 .00 
Wyoming 2.00 2.00 variable variable 

Other states have waived the payment of fees for public governmental agencies. 



State ol. ... llinois 
,• Department of Public Aid 

REDETERMINATION OF ELIGIBILITY 

DATE OF VISIT.________________ 

CASE NAME·-------------,==-----==-=-- CASE NUMBER,..___+--~---¼1---+---------
LAST FIRST INITIAL CAT, CO,/DIST, GRP. BASIC 

ADDRESS-=-------------,-------=-.,...-....,...-:--
Street City Zip Code 

I, Name of Each Person in 
Assistance Unit 

Birthdate 
Mo/Day/Yr. 

Their 
Relations~ip 
To Grantee 

Social Security 
Number 

School 
Year 

Complete For Ea

Mother's Name 

ch Child In Assistance U

Father's Name 

nit 
Parent's Address 

If Not 
LivinR in Home 

. 

II, Nama of others who live with 
the Asaistance Unit, If none, Their Relationship to Their Source of Support is: 
enter "NONE". Grantee 

DPA 2027 (N-4-74) 



III. I f an yone i n the assi s t a nce unit r ece i ves any c hec k s o r money o th e r t han (rom Pub li c Aid or emp l oyment, c heck th e 
c o rrec t boxes be l ow . 

=:] Child Supp ort Pa i d t o Grantee Milit a r y Se r v ice All o tment ~ I nsur a nce 

O socia l Securit y ~ Sick Be nef its D Payment s FROM Prop e r t y So l d 

O ssr Ra i l r olld Unemployme nt D Ren t PROM Property Owned 
1:] Unempl oyme nt Compe n sa ti on ~ Striker s Benefit s :J Int eres t on I nvestment s 

□ Veteran' s Benef i ts :=J Miner' s Be nef i t s 0 Pa rm 

O Rai l roa d Ret i rement :J Lodge s or Union O A limony 

□ Relati ve or Fri e nd :J Workmen' s Compen sa ti on O Trust Fu nd 

O Pay fr om Roomers --, Pe nsion O Loca l or T0"'1nsh i p Re lief o r 
Ge ne r a l Ass is t ance 

0 Pay fr om Boarder s i-i Pay fo r Be i ng in Tr a ining 
O oche r (Te ll what it i s _ _ _ ) 

Name of Per son Money o r Wha t kind of income does he r ec e i ve? How of te n i s it Cla im o r 
Check i s fo r (Chi l d Suooort Soc ia l Secur it v e t c . ) Amou n t Rece i ved? Ac cou nt No . 

I V. Does anyone in the a ss i s t a nce uni t own any of the fo llowing? 
How much i s 

No Ye s I te rn Owned or Be i ng Purcha s ed it wo rt h? Name of Owner 

D D P rooe rtv where vou li ve s 
Land or bu ildings o r a h ou se other t ha n wh e r e D 0 v ou li ve s 
Money in 8 savings o r checking account, aD D safe Cy de pos it box o r a ere di c union s 
Cash sav ings t h at y ou ke e p o r that someone D D else kee n s for vou s 

D □ Tr us t Fund s 
Stocks or Bond sD D s 
Mortgages or NotesD D s 

D D Pr epa i d Burial P l an $ 

D 0 Ot her Assets exnl a in 
V. Ha s anyone 1 n the a ss i s t ance uni.t so l d o r t r an s ferred any prope rt y (la nd , building, money, s t oc ks , bonds, mo r tgages, 

note etc.) s i nc e r ece iving public a ss i sta nce? CJ Ye s O No 



EMPLOYMENT L,_JRMATION 
VI. Does the grantee earn money from working? C Yes O No If NO, go to Item VII, on this page. If YES, answer 

the following questions. 
Employed by_=--==-=-=-----~ Number of hours worked each week?____________ 
Paid every D day D week D two weeks D twice monthly O month D other (specify __________.., 
Pay .!!fil:.Q!!!:: Deductions $ Pay AFTER deductions $________ 

Enter the Amounts That are Deducted From Each Pay Period 

Income Tax (Federal) $______ Social Security (FICA) $_____ Mandatory Medical/Hospital Insurance$..,...-=---
Income Tax (State) $ Mandatory Group Life Insurance$ Mandatory Pension or Retirement Fund$___ 
Mandatory Union Dues $ Other (Tell what $_____ 

Grantee D Buys lunch at work? D Takes lunch from home? D Not Applicable 

Does grantee drive a car to work? D Yes D No If YES, how many miles per week?,,_~----
Is grantee buying a car? D Yes 0 No If YES, how much is the monthly payment? $_______ 

In order to get to work, how much does grantee spend each week for O Bus Fare $____ D Taxi Fare $_____ 
DA ride with a friend$_________ What other transportation expenses to work?_____________ 

VII, Does any other member of the assistance unit (age 14 or older) earn money from working? D Yes :::::J No 
If NO, go to Item VIII on the next page. If YES. _answer the following questions: 

Name of the employed person ::--=-=--==-=-=,:---,--,--.--Age___ How many hours·does he work each week._____ 
Does he attend school? D Yes D _No If YES, what is the name of the school?_~=--==-----------
Address of School Does he attend school full time? D Yes D No 

The Person or Company he Works For--==-----,-----==--,---....,.-,----==---=-==---,--=--,.,,.-----
He is paid every O day O week D two weeks D twice monthly D month D other (specify____ 
His pay .!!fil:.Q!!!:: Deductions is $_______ His pay AFTER Deductions is$__________ 

Enter the Amounts That are Deducted From Each Pay Period 

Income Tax (Federal) $____ Social Security (FICA) $___ Mandatory Medical/Hospital Insurance $_=---:--a-=-
Income Tax (State) $____ Mandatory Group Life Insturance $___ Mandatory Pension or Retirement Fund$____ 
Mandatory Union Dues $___ Other (Tell what______________________________.) 

Does he O Buy lunch at work? D Take lunch from home? 
Does he have to drive a car to work? D Yes D No If YES, how many miles per week?________ 
Is he buying a car? D Yes D No If YES, how much is the monthly payment? $_________ 

In order to get to work, how much does he spend each week for D bus fare $ D Taxi Fare $._____ 
DA ride with a friend $______ What other transportation expense toworkdoes he have?__________ 

Does any other member in the assistance unit (age 14 or older) earn money from working? 0 Yes 0 No 
If YES, answer the above questions on an additional sheet of paper and attach it to this form. 

DPA 2027 (N-4-74) 



VIII. Is child care needed? 0 Yes =No If YES, why______________________________ 
Names and ages of children receiving care___________________________________ 
What is the cost of child care per week? $___ How many hours each day?__ How many days each week___ or 
each month__ Where is thi s child care provided? D Your home D Friend o r relati ve 's home O Day care center 

0 Other (Explain) Is the place where child care is provided a licensed facility r:::J Yes O No 

IX . Does grantee attend school? 0 Yes ~ No Does Grantee's husband or wife attend sc h oo l? 
If YES, answer the following questions : 0 Yes r:J No If YES , answer the following 

questions:
Does the grantee O Buy lunch at school '.:J Take lunch from home? 

Does he or she ':=J Buy lunch at schoo 1 
How many miles i s the school from home?______ 0 Take lunch from home 

Is payment needed for transportation to schoo l ? How many miles is his or her school from home 
0 Yes O No If YES, how much each day?____ Is payment needed for transportation to schooF" 

'.:] Yes O No If YES, how much each day?___ 

X. Answer these questions about the grantee, and spouse (if in the home) and all children in the assistance unit over 
15 years of age and no t in school. 

Has any member registered for work at the Illino i s S tate Employment Service? 0 Yes :J No If YES, g ive the name of the 
person or persons registered and date of last regist ration.____________________________ 

Has any member asked for Unemployment Compensation? CJ Yes O No If YES, give the name of the pers on or persons and .... 
c.ndate Unemployment Compensation was requested.______________________ 

"""' 
Does any member want help ge tting a job? 0 Yes D No If YES, write the name of the person.____________ 

Does any member want help getting training? '.:] Yes ~ No If YES, write the name of the person___________ 

Is any member registered with the WIN Program? ~ Yes ~ No If YES , write the name s of all those registered. 

Does any member wish to volunteer for the WIN Program? =:J Yes CJ No If YES, write their names here . 

Does any member have a health problem which prevents him/her from accepting work or training? Yes No 
If YES, give the name of the person__________ Describe the illness____________________ 

Name of Physician-.,..----,--------,,-------,--,----,---, 
I s any member needed in the home to care for someone who is sick or disabled? =:] Yes :::J No If YES, give the na me of 
the person ca red for Who provide s the care? 
Is there a child und·_e_r_t~he_a_g_e_o_f~s~i-x.....,i_n_t~he_a_s_s_i~s_t_a_n-ce unit? D YES O N_o___________________ 

Write "the names of all children between the ages of 16 and 21 who are not full time students.____________ 

DPA 2027 ,N-4-74) 



XI. Does the grantee currently receive food stamps? =:J Yes C No If NO, go to Item XII, 
Does the grantee have a place to cook in the home? O Yes '.=i No If NO, where does the assistance unit get its 
meals? ____________________ 

Does any member in the assistance unit receive an educational grant or scholarship? 0 Yes O No If YES, how 
much is received? $.___.,.....__~ How long a period of time is covered by this loan or grant?___________ 
How much is paid for tuition and laboratory fees required to attend school? $,__________ 

Is any member of the assistance unit purchasing the house in which the assistance unit lives? OYes 0 No If YES, 
what is 'the amount of the monthly mortgage payment? $______ Does this amount include taxes? 0 Yes 0 No 
Does the mortgage payment include insurance? O Yes O No What is the amount of taxes each year? $_______ 
How much does fire or other insurance on the property cost each year? $ __________ 

If anyone in the assistance unit owns the house in which the assistance unit lives, what is the amount of taxes each 
year? $________ How much does the fire or other insurance on the property cost each year? $________ 

Does anyone in the assistance unit pay for room and board? 0 Yes O No If YES, how l!llch $_____ weekly or 
$______ monthly. 

Does anyone in the assistance unit rent only a room? 0 Yes ONo If YES, how much? $ weekly or 
$;.._______ monthly. ·------

Does someone not included in the assistance unit pay the rent or house payment? 0 Yes O No If YES, what is the 
monthly amount paid? $_________ 

Is free housing provided by an employer of a member of the assistance unit? 0 Yes O No 

If any of the following utilities are paid separately from the mortgage or rent payment, indicate the amount of the 
usual bill. 

Cooking fuel$_______Heat $.-------- Sewer $.--------
Light$._______ Water $_______ Telephone$.________ 

Does anyone in the assistance unit have the use of a credit card belonging to a person who is not a member of the 
assistance unit? 0 Yes D No 
Does anyone in the assistance unit have the use of a charge account belonging to a person who is not a member of the 
assistance unit? 0 Yes D No 

Does any member of the assistance unit pay court ordered child support or alimony? D Yes D No 
If YES, who?. Amount $-----~-~ weekly or $'--------- monthly 

Does anyone in the assistance unit have a foster child for whom they receive a maintenance allowance in the home? 
OYes D No If YES, how much is the monthly maintenance allowance? $__________ 



XII. Does anyone in the a ss i s t anc e un it have a ny Li fe In surance or Burial Po licies? L. Ye s No 
If YES, e nte r th e in f o rmat i on requested in th e s pace be low. 

Name of the Name of Po licy Name of How Much Name of the Persons 
I nsured Person Life In s uranc e Comoanv Number Beneficiary Will Be Pa id Who Pavs the Premiums 

XII I. Have any of the children rece ive d Medichek services during t he...ea s t four mont hs? 0 Ye s 0 No 
I s any help needed i n obtaining Medicheck Servi ces? 0 Yes LJ No 

I s a ny help needed in obtaining Family Pl a nning Services? 0 Yes O No 

XI V. CC!1MENTS: ._. 
CJ, 
Cl,;) 

XV. DETERMINATION : 

D ELIGIBLE D NO CHAN'.:E D INCREASE D DECREASE 

0 NOT ELIGIBLE (Reason) ---- -------------------------------------

Redetermination Comp l eted By________________________ Caseload Number________ ___ 

I tem 30, DPA 552, Updated Effective ____________________ 

DPA 202. (N-4 - 74) 
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State of Illinois 
Department of Public Aid 

County/District Office 
Number

REPORT ON HOME VISITING PROGRAM - AFDC 

Week of _/_/74 through _/_/74 

From=---,----,,.....,---,----,-=,-----
County/District Office 

To: Mr. Jesse B. Harris, Deputy Director 
Programs and Operations 
618 East Washington Street 
Springfield, Illinois 62762 

SECTION A 

1. Total Home Visits to Be Made __________ 

2. Number of Home Visits Completed to Date _________ 

a) Number of Home Visits Completed This Week _____ 

3. Number of Home Visits Pending
(/H minus //2) ------------

SECTION B 

1. Number of Redeterminations Completed ___________ 

a) No Grant Change - Redetermination Date Changed _______ 
b) Total Grants Increased 
c) Total Grants Reduced or Discontinued 

1) Reduced 

2) Suspended 

3) Cancelled 

County Superintendent/District Office Supervisor 

DPA 2028 (N-4-74) 
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State of Illinoi s 4 -29-74 
Department of Public Aid 

SlHIPLEl,IENTED !Y~ :';- /(o---tt+ 
OFFICIAL BULLETIN NO, 74 .25 

Supplement s Manua l Chapt ers 
100, 4000, and 5000 ; 
Supplement s O.B.s 72 . 33, 
73 .4 , 73.46 and 74.24 

ACDEF 
12345 

Re : RESIDENCE -- C 100 
APP LICATION AND DETERMINATIONS OF ELIGIBILITY FOR ASSISTANCE -- C 4000 
MEDICAL ASS ISTANCE -- C 5000 
Citizenship and Ali enage 

Fede r a l Regula tions now r equire, as a condition of e ligibi lity fo r AFDC or 
Title XI X Medical Ass ista nce , that the applicant (or r ec ipient) be e i ther a 
U.S. citizen or a n a lien who has bee n lawfu lly admitted for permanent residence 
or un der color of l aw . Thi s po licy i s consistent with the 1972 l eg i s l a t ion set 
ting up the Supplemental Security Inc ome (SS I) prog r am whe r eby a liens not l ega lly 
admitted int o t he U. S . are 1cxc l uded f r om SSI par ticipat i on. This eligib i li.ty 
condition i s be ing ex t e nded to the Gene ral Assist ance (GA) and Loca l Aid L<' the 
Medical l y Indigen t (AMI) prog r ams. A r e l ease covering citizenship/ a lienage wil l 
be i ss ued fo r GA and AMI in the nea r future . 

Ge ne r a l I nt e rpre t a ti on of Citizenship /A lienage 

Per sons born in the United Sta t es o r it s possess ions, who a re sub j ec t t o the 
j uri s diction the r eof , a r e United States cit i ze ns . U.S. c iti ze nship can a l so be 
acquired by na tura li za ti on through court pr oceedings, or by ce rtain persons born 
in a fo r e i gn country of U.S. citizen pa r ent( s ). Birth ce rti ficat es s howing 
birth in the U.S. or it s possessions , or U.S. na tura li za tion documen t s (or a 
certificate of citize ns hip) a r e i nst r umen t s which estab lish U.S. c iti ze ns hip . 

Lo ng resi de nce in t hi s cou ntry , or ma rr iage t o a c iti zen do not by themse lves 
confe r c iti ze ns h i p o n an a lie n. Furthermore', pe rsons may have l ost th e ir U.S. 
citiz e ns h ip through naturalization or voting in a no the r country , se rving in i t s 
a rmed fo rces, by convicti on of trea son, or by forma l re nuncia tion of U. S. ci ti
zenshi p . 

Pe r sons not U.S. c iti zen s by bir t h or na turali za ti on a r e c ons ide r ed a li e ns . Ali ens 
may be g roup ed as: 

1 . Immigrant s -- a lie ns who have bee n admitt ed fo r pe rmane nt re s i dence . All a re 
r equired t o have Al i en Reg i s tra tion Re ceipt Cards (Form I-151) . Form I -15l 
has th e a l ien ' s name, reg i s tration numb e r, port and dat e of e ntry int o U. S ., 
c l ass of entry , date of birth, the ph otograp h on the r everse, and the card 
i s l aminat ed in plast ic. Prese nt i ssue i s blue pr i nting on a backg r ound of 
sma ll b l ue dot s . Prev i ous i ss ues were e ither b lue or black printing on a 
backg r ound o( blue a nd yel l ow over l ays, or black pri nting on a light gr ee n 
bac kg r ound. 

(ove r) 
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2. Parolees -- aliens not otherwise admissable who have been paroled into the 
U.S. by the discretion of the U.S. government. Parolees are classified as 
legally admitted into the U.S. under color of law and are eligible for assis
tance. Parolees will have Form I-94 rather than Form I-151. 

3. Nonimmigrants -- aliens admitted temporarily for specific purposes and periods 
of time are not eligible for assistance. Included in this group might be 
foreign governmental officials, visitors for business or pleasure (business 
does not include accepting employment in the U.S.), students attending speci
fied schools, and exchange visitors under U.S. Department of State sponsor
ship. 

4. Illegal Entrants -- aliens not admitted to the U.S. for either temporary or 
permanent stay but who entered in such a manner or place to avoid inspection. 
These individuals are not eligible for assistance. They may possess fraudu
lent documents. 

A. Establishing Eligibility 

Effective May 1, 1974, all applicants, for AFDC and Medical Assistance programs 
will be required to establish that they are either U.S. citizens, "immigrants" 
or "parolees" (as described above). In the event the applicant does not possess 
the proper papers to verify these aspects of eligibility for each member of the 
potential assistance unit, verification of the citizenship/alienage situation(s) 
should immediately begin. The applicant has responsibility for producing the 
proper papers, and may request assistance of staff as described below. Pre
sumptive eligibility should be utilized in the situation where the AFDC appli
cant is in need of immediate financial assistance but verification has not yet 
been completed. 

A review of this new eligibility requirement of all recipients currently re
ceiving AFDC and Medical Assistance (except SSI related MA-NG) must be under
taken by case managers and is to be completed by July 31, 1974. For those 
cases included in the home visiting program described in O.B. 74.24, this 
verification can be made at the time of the home visit. 

When the verification of citizenship/alienage status necessitates a contact with 
the U.S. Immigration Service because of lost alien or naturalization identifi
cation, the client should make such a contact. County department ,staff will not 
attempt to verify citizenship/alienage status through U.S. Immigration Service 
unless specifically requested to do so by the client. Documentation of such 
a request by the client must be entered in the case record. Form DPA 2029, 
Request for Citizenship/Alienage Verification, can be used by the 'County depart
ments for this purpose. The grantee must sign the form, indicating she has 
requested the Department to verify the information with the U.S, Immigration 
Service. The form should be completed in triplicate with the original and 
one copy filed in the case record. 
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8. County Department/District Office Actions 

1. Applicants 

In accord with the verification procedures in 0.8.s 73.46 (Part III) and 
72.33, the AFDC or MA-NG applicant will be requested to provide birth certi
ficat~{s) or record{ s) which establish that all members of the assistance unit 
for whom application is being made were born in the United Sta t es or its 
posse ss ion s (Puerto Rico, Virgin I s lands, Guam, District of Columbia). If 
Form DPA 565, Application for Assistance, (or another application form) indi
ca tes that any pe rson (parent or child for whom applicat ion is included) was 
born in the United Sta te s or its possessions, and is so verified, an entry of 
U.S . citizenship by birth should be made on Form DPA 514, Information on Case 
Hi s tory, and Form DPA 552, Authorization of Assistance, as desc ribed in item C. 

With regard to an applicant (or member of the as sis tance unit) p rov iding 
in fo rmation of birth in a foreign country, birth records t o es tabli sh the 
degree of relationship of the adult{s) and chi l dren, birth place, and any doc 
uments which may show military service or residence in a forei gn country while 
a U.S. citizen or a foreig n na tional, or U.S. naturalization/a lien s tatu s , 
should be reques ted for verification purposes. The verification of U.S . citi
zenship or for our purpos es , l ega l alien status, is to be recorded on Forms 
DPA 514 and DPA 552. 

Medical Assistance app lications are to be reviewed in the same fas hion, how
ever when citize nship or lawfully admitted alien eligibility cannot be re so lved 
within the ve rification time period{s) established by 0.8. 72.33 and 73.46, 
the application wi ll be denie d. The MA-NG app lican t will be a dvised to re
app l y when the eligibi l i t y requirement can be met with verification documents. 

Indi vidua l s shou ld be adv i se d t o ob t a in proo f of naturalization/lega l a lien 
s t a tu s by contacting the U. S. Immigration and Naturalization Se r vice , 219 
South Pearborn Street, Chicago , Illinoi s 60604. 

2. Recipients 

Case manage rs will be responsible for reviewing the e ligibilit y of all AFDC 
and MA-NG recipients (excluding SSI recipients) for thi s eligibility require
ment within their caseloads with comp leti on of such review by July 31, 1974. 

Item 64 on the DPA 552 r ecords the birthplaces of membe rs of the ass ist ance 
unit. Thi s item and the case reco rd (which may provide prev ious ve rification 
of birth a nd birthplace) s hould be r ev iewe d. I f adequate verification i s 
a lready contained in the case record, no fur ther verifica tion i s nece ssary, 
but recording of such e li gibility (on Form DPA 552), as indic a t ed in Part C, 
should s till be completed. 

If further verification is necessa r y , the AFDC or Medical Assistance gra ntee 
s hould be r eques t ed t o provide birth certificate(s) or citizenship pape r( s ) 
fo r each pe r son include d in the assistance unit. The case record s hould in
clude de t a il s of the foreig n birth circumstances . Any entry on Form DPA 514 
for law fully a dmitt e d alien status will include inf ormation obtained from 
the Alien Re gistration Receipt Card (Form 1-151 or Form 1-94) including: 
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1. Alien's name (as used for registration) 
2. Registration number 
3. Port and date of entry into U.S. 
4. Class of entry 
5. Birthdate 
6. Sex 

C. Recording Eligibility 

As mentioned above, the DPA 514 for each case is to be updated with estab
lishment of eligibility as to U.S. citizenship/lawfully admitted alien status. 
Additionally, in each instance where establishment of eligibility is completed 
for a member of the assistance unit, an entry is to be made in item 74 
(Personal Allowance) of the DPA 552 to indicate the eligibility condition. 
The following codes will be used: 

20 U.S. Citizen by birth in U.S. or possessions 
21 U.S. Citizen by birth in foreign country of U.S. Citizen parent(s} 
22 Naturalized Citizen 
23 Immigrant (having immigration papers) 
24 Parolee Status under color of law 
25 Verification of status pending 

Code 25 should be entered for those individuals where action has been initiated 
and the final verification has not yet been obtained. All units involved in 
redeterminations of eligibility will review, as of August 1, 1974, and there
after, the entry in item 74 (Personal Allowance) for each recipient and where 
there is an old entry of Personal Allowance coding, further inquiry will be 
undertaken in accord with current procedures. 

FORMS 

An initial supply of the new Form DPA 2029 is being sent under separate cover. 
An additional supply may be requested from Stores in the usual manner. 

MANUAL NOTATIONS 

Chapter 100 - Topic 100 - After the last sentence, enter the following sentence: 
"Additionally, to be eligible for federally-assisted 
programs, a person must be a United States citizen, or 
an alien lawfully admitted for permanent residence or 
otherwise permanently residing in the U.S. and Illinois 
under color of law (including any alien who is lawfully 
present in the U.S. and Illinois as a result of the 
application of the provisions of section 203(a}(7} or 
section 212(d}{5} of the Immigration and Nationality 
Act)." Enter the marginal notation, "Per O.B. 74.2511 

• 

Chapter 4000 - Topic 4003.l - Enter the marginal notation "See O.B. 74.25 for 
verification requirements of citizenship/alienage". 
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Chapter 5000 - Topic 5005 - Enter the marginal notation, "See O.B. 74. 25 for 
eligibility requireme nts of citizenship/alienage". 

BULLETIN NOTATIONS 

O.B. 73.46 -- On page 2 in the margin oppos it e III, enter the notation, "Supple
mented by O.B. 74.25". 

~~DE~~~ 
Di rec tor 
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GITIZENSHIP/ALIENAGE INSTRUCTIONAL GUIDE 

TYPES AND METHODS OF U.S •. CITIZENSHIP/ 
LEGAL ALIEN STATUS WHICH SATISFY 
ELIGIBILI'IY FOR PUBLIC ASSISTANCE 
PROGRAMS 

I. CITIZENSHIP BY BIRTH AND MARRIAGE 

A) By Birth on U.S. Soil 

1) Anyone born in the U.S. or 
its possessions is a citizen 
(rare exceptions). 

2) A child of alien parents, who 
is born in the U.S., is a 
citizen by birth. 

3) If anyone born in the U.S. leaves 
the U.S. and takes part abroad 
in political organizations, votes 
or takes an oath of allegiance 
voluntarily (serves in foreign 
armed forces), or formally re
nounces his U.S. citizenship, 
he relinquishes citizenship. 

B) By Birth Abroad 

1) Child born to U.S. parents living 
abroad but who return to U.S. 
before child's 23rd birthday. 

2) Child born aborad to an alien 
parent and parent with U.S. 
citizenship. 

C) By Marriage 

1) Alien married to a U.S. citizen 
prior to 9/22/22. 

II. CITIZENSHIP BY NATURALIZATION 

A) Immigrant alien who has completed 
naturalization process. 

B) Ghild(ren) of alien parents born 
abroad is citizen if one or both 
parents are naturalized U.S. cit
izen(s) before child reaches 18 
years of age. 

VERIFICATION APPROACH 

VERIFICATION DOCUMENTS 

1) Birth Certificate Showing 
birth in any State of the 
U.S. or its possessions 
(Puerto Rico, Guam, Virgin 
Islands, District of Colum
bia). 

2) Birth Certificate as above. 

3) Passport from U.S. Dept. of 
State is needed for re-entry. 
Upon re-entry,, Immigration 
Service notifies Department 
of State. 

1) Report of Birth Abroad, 
issued by U.S. Department 
of State; Birth Certificate(s) 

2) U.S. Birth Certificate; 
Report of Birth Abroad 

1) Certificate of Citizenship 

A) Naturalization papers. 

B) Certificate of Citizenship; 
Passport; Alien Registration 
Receipt Gard. 
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III. LEGAL ALIEN STATUS 

A) Lawf ul admittance 
res idence. 

for permanent A) Alien Registration Rece ipt 
Card; Irmnigration papers. 

B) Under c olor of law (identified as 
parolees who have been a dmitt ed to 
the U.S. at the di sc r e tion of the 
government, i.e. Cub ans , Hungarians, 
Chinese (Hong Kong), Czechoslovakians, 
and o the r refugees from communist 
countries). 

B) Visa; Alien Reg i s tra tion 
Rece ipt Card; Immigration 
Service Documents. 
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Exhibit No.16 

~ 

Questions Raised on State Compljpnce wjth Federal Requirements 

Medical Services Administration 

45 CFR 250.20 

45 CFR 205.120 

Coomunity Services Acininistration 

45 CFR 205.102 

The State has not ~esignated the agency 
which monitors utilization review for 
Title XVIII of the .,ocial Security Act 
to monitor Skilled Nursing Home Services 
under Title XIX. ne required coomit
tees have not been e3tablished. The 
State is now ioovin1 rapidly to correct 
these deficiencies, 

Although available in most areas of the 
State, EPSDT services are not generally 
available in Anchorage as of June 30, 1973. 
The State is still planning to utilize the 
Alaska Health Depcrtment as the major 
provider of EPSDT services in Anchorage. 
However, the Anchorage Borough Assenbly 
has not yet approved the signing of a 
contract between the Health Department and 
the State. The State originally estimated 
that the contract would be signed by 
July 1, 1973 -- they now project signature 
by October 1, 1973. 

The State has indir.ated that small nlJffibers 
of children are baing screened in Anchorage 
but data does not indicate that services are 
generally availablr. and being provided to 
Anchorage eligibles. 

Section 2D5.102(b)(1), Program Regulation 
Gui~e on the Separation of Services from 
Assistance Payments, states: ''Under the 
head of the single State agency, two lines 
of authority are required, utilizing .!l:!2_ 
State directors or chief officials, one 
for services and one for assistance 
payments." Alaska currently has only 
one State director imnediately under the 
iia'd of: the single State agency. He served 
1s·a cO!IJllQO admin1strator with social 
~ervices ana ass1stance payments separated 
fnrnedi~.ely ~elow ~fm. This structural 
arrang!llllent does not satisfy Federal 
Regulat1ons. Region X understands that 
revision of the Separation Regulation is 
under active co~sideration. 
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DATE: June 26 , 1973 

ALABAMA 

QUESTI ONS RAI SED ON .STATE CCMPLIANCE WITH FEDERAL REQUIREMENT~ 

Medi cal Ser vices Program 

45 CFR 249.1o( a) (5) Provision of Necessary Transportation 
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ALABAMA 

Q.tm:ITIONS RAISED ON STATE COMPLIANCE WlTH FEDERAL REQl)'Ilm,IENTS 

45 CFR 205.32 Separation of Services from Assistance Payments 
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July 1, 1973 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDE.~ REQUIREMENTS 
Assistance Payments Program 

45 CFR 205.10(3) and (5)(1) Fair Hear~ 
Plan Amendment denies hearing and 
full prior notice when change in 
Federal or State law require 
automatic . grant changes for classes 
of recipients. 



166 

CALIFORNIA July 1. 1973 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 
Assistance Payments Program 

45 CFR 205.lO(ii) 

45 CFR 206.10(a)(3) 

45 CFR 205.20(c)(5) 
45 CFR 205.40, 

Community Services Program 

HB IV 4700 D 

45 CFR II, 220.4 

Medical Services Program 

45 CFR 205.120 

State Letter No. 937 

45 CFR 248.2l(a)(3)(i)(b) 
and (b) (2) (i) 

45 CFR 248.2l(a)(i)(iv) 

Fair Hearings 
Inadequat~ number of staff to 
handle fair hearings within 
Federal time standards. 

•_Applications 
Applications for APTD not processed 
within 60 <lays. Applications for 
OAA, AB, Al'DC not processed within 
30 days. 

Quality Control 
Practice is not in full c~nformity -
completins samples, monitoring, 
reporting. 

Statewidencss 
AFDC social services. 

Advisory Committee 
Committee not in operation. 

Early & Periodic Screening, Diagnosis 
& TreatmE'.nt of Children 
The State ·1as implemented an EPSDT 
program but has not achieved state
wideness. 

Civil Rights 
Annual on-site inspections of skilled 
nursing h "Jll1eS. 

Maintenance Level - Medically Needy 
Revisions required to conform with 
AFDC mmrimum effective 10/1/73 have 
been changed but not yet submitted 
as plan. 

Eligibility: Resource Level -
Medicallv Needy 
bsd«rcP. level for medically needy 
not at resource level of highest 
payment program (AB). 

https://TreatmE'.nt
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CALIFORNIA - Page 2 July 1, 1973 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL~ 

Medical Services Program - cont. 

CPR 250,23(a)(3)(iii) Periodic Medi~al. Review - A State 
Medical Reviev Team has not made 
an inspection in each facility at 
least annually, 
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.;uly l, 1973 

COLORADO 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

Medical Services Program 

45 CFR 249.lO(a) (3)(iv) 

45 CFR 250.23(a)(2) 

45 CFR 250.3'0 

\ 

Early and Periodic Scruening Diagnosis 
and Treatment 
Operational Issue 

There are no assurances that those eligible 
recipients screened r~ceive diagnosis and 
treatment. 

Periodic Medical Review and Inspection in 
Skilled Nursing Homes and Mental Hospitals 
Operational Issue 

State agency has taken over the Medical 
Review process and has stated that it expects 
to accomplish at least 70 percent of the 
review by August 31. 

Reasonable Charges 
Operational Issue 

State has never mad~ reasonable cost 
settlements with hospitals participating 
in the mental health program of Title XIX 
for recipients over 55. 
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District of Columbia 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FE!JEilAL RffiULATIONS 

Medical Services 

45 CF'R 250 . 20 - State Practice does not perform 
Utilization Peview as required 
in the approved state plan. 

45 CFR 249.10(14) - State Practice has not included 
a written agri,ement between the 
state mental health authority/ 
mental institutions and the single 
state agency for provisions of 
Inpatient Hospital and Skilled 
Nursing Hom ~ Services to pers ons 
age 65 and o:.der in mental 
institutions. 

45 CFR 249.1o(a)(3)(iv) - District pract.ice has not yet 
implemented requirements for Early 
Screening, Diagnosis and Trea t ment 
of Children. 
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..)Wle 38. 1973 

CONNECTICUT 

QUESTIONS RAISED ON STATE COMPLIANCE WITH l'EDERAL REQUIREMENTS 

Assistance Payments Program 

45,CFR 205.10(a)(5)(iii)(.!,)(1) Instructions t~ Staff Illpleaenting 
Fair Hearings Regulations -
State policy WD'~ld nullify the effect 
of this regul~t10t1 by requiring 
reiJlhuramaent i.f the agency'a acti0t1 
ia upheld )y the Fair Hearing Deciai0t1. 
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Delaware 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REGULATIONS 

Medical Services 

45 CFR 249.10(a)(4) - Failure to institute methods/ 
procedures to assure Title XIX 
recipients t ·.1e availability of 
transportation to and from 
providers of medical services 
has not been met. 

45 CFR 250.20(a)(2)( 1v) - State ¼!,ency failure to implement 
the federal requirements for a 
Utilization ieview Plan. 

45 CFR 250. 23 - State Pract i.ce does not provide 
adequate staff to perform periodic 
medical review and medical inspec
tions in Skilled Nursing Hanes and 
mental hospctals. 

45 CFR 206.1o(a)(3) - State Practice has failed to process 
applicatior .s for aid to the disabled 
within the required 60 days maximUlll 
period. 

https://Practi.ce
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Date: June 25, 1973 

FLORIDA 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

Medical Services Program 

45 CFR 249.10(a)(7) Amount, Duration and Scope of Medical Assis
tance. Drugs not available to all recipients 
on an equal basis. 
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FLOR IBA 

QUESTIOOS RAISED 00 STATE CCMPLIANCE WITH FEDERAL REQU:-.R»!ENTS 

45 CFR 205.12 Separation of Services Fran Assistan~e Payments 
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Date: June 26, 1973 

GEORGIA 

QUESTIONS RAISED. ON STATE CG!PLIANCE WITH FEDERAL Im).UIREMENTS 

Medical Services Progrlllll 

45 CFR 205.10 Statewideness. Early and Periodic Screening, 
Diagnosis and Treatment 

45 CFR 250.23 Periodic Medi~al Review in Skilled Nursing Hames 
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GFJJRGIA 

QUESfIONS RAISED CN SfATE CCMPLIANCE WITii FEDERAL REQUIRB4ENTS 

July 1, 1973 

Assistance Payments Programs 

_Ea.!_r_He_a!_i!!,I:~ 

45 CFR 205.10 Decision whether i5sue is one 
of policy or fact/judgment is 
made by local worker rather 
than State Office. 
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HAWAII July 1, 1973 

QUESTIONS RAISED ON STATE COMPLIA.~CE WITH FEDER!.L REQUIREMENTS 

Assistance Payments Program 

45 CFR 206.10(a)(9)(iii) Overdue Hedetermination 
Eligibilgy 
More than 40% of 
overdue in AFDC, 
XIX. 

~cdet
MBD, 

of 
·-

enninations 
and Title 
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Questions Raised On State Compliance with Federal Requirements 

Medical Services Administration 

45 CFR 205,120 Idaho began i"l'lem<:ntation of the EPSOT 
program in January 1973, Notices have 
been mailed out to consumers that the pro
gram is now availcble to them. At this 
time, screening is only being done by the 
Child Development c~nters in Idaho. As 
of the last reportir.g period screening 
services were being conducted in six of the 
seven CDC regional clinics. We have not 
received sufficien~ information in the 
Regional Office to determine whether or 
not the seventh clinic is actually 
offering EPSOT ser\'i ces. 

Community Services Administration 

45 CFR 205,102 The organizational pattern of multi
agency merger in ld,ho has yet to be 
clarified. There is inadequate evidence 
of separation at the State level. There 
is separation at the local level but the 
local offices rep0rt directly to one 
COfTTTlissioner. 

OREGON 

Questions Raised on State Compliance with Federal Requirements 

Assistance Payments Administration 

45 CFR 205, 10 The State submitted plan material on 
Fair Hearings on May 15, 1972. Several 
issues needing change and negotiation were 
resolved with the State as a result of 
an Administrative Review conducted in 
September 1972. However, the major issues 
of establishment of overpayments and 
collection of them according to a policy 
of "Delayed Corrective Action" remain. 
The agency takes these actions without 
establishing willful withholding of 
information or fraud by the client. The 
Regional Commissioner recoomended formal 
action by the Administrator on this issue 
in the Quarterly Compliance Report for the 
period January 1, 1973 through March 31, 
1973, A Formal Submittal was sent to the 
Administrator on May 4, 1973, Proposed 
changes in the 45 CFR 205,10 would affect 
this issue. 



178 

Medical Services Administration 

45 CFR 249.JO(a)(3) 

45 CFR 250.23 

Community Services Administration 

45 CFR 205. 102 

The State Legislature has now approved 
funds for this pro~ram. In the Quarterly 
Compliance report fer the period January 1, 
1973 through March 31, 1973 the Regional 
Commissioner reconmended Formal Action by 
the Administrator in this issue. On 
July 2, 1973, the Oregon Legislature 
appropriated~ million dollars for this 
program. The Governor is expected to 
sign the appropriations bill of which 
Early and Periodi.: Screening, Diagnosis 
and Treatment is a part. 

There is no physician member of the medical 
review teams as required by 45 CFR 250.23. 
On December 18, 1972 the Oregon Welfare 
Emergency Board approved a reclassifica-
tion of the positions from Public Hedlth 
Physician I to Public Heal th Physi1cian II. 
The State Agency anticipales that the in
creased salary for Public Health Physician 
II should make it po5sible to successfully 
recruit physician_; w 1,.,,,d the medical reviC\ 
teams. One of the two physicians positions 
will be filled as of August I, 1973. 

The Family and Children's Service Agency, 
Children 1s Services Oivision, established 
by law effective July 1, 1971 was given 
responsibility for eligibility determina
tion in AFDC-FC. Transfer of this respon
sibility to the Assistance Payments 
agency, the Public Welfare Oivision, 
requires the action of the State 
Ways and Means Committee to increase 
the Public Welfare Division's budget 
to include sufficient staff to 
assume this function. 
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July ·. , 1973 

ILLINOIS 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQ~IREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

45 CFR 205 . 40 (a)5 Reporting requiremo,nts were not 
met for the six-mo11th reporting 
period, July - D~cember, 1972 . 

45 CFR 205. 10 (16) Surrrnaries of Falr Hearings Practice 
Issue. Periodic Sunrnaries required 
by Federal Regulations have not been 
submitted by the $t~te since 3/1/71. 

45 CFR 233. 11 (a) WIN Registrations 
As of last available report date 
(5/15/73) only 53.4 percent of 
registrations had ueen acco"l'li shed . 
State reports it wl ll not be able 
to complete registrations by end 
of fiscal year . 

45 CFR 205. 10 (a) ( i i) Fa i r Hearings - Practice Issue. 
Sixty-day standar,l of pro"l't action 
is not met. 

MEDICAL SERVICES PROGRAM 

45 CFR 249. 10 (a) (3) (Iii) Early and Periodl~ Screening, Diagnosis 
and Treatment of Eligible Individuals 
Under Age 21 - Survey for available 
resources and mal ,e arrangements and 
agreements for p3rticipation. 

45 CFR 250 . 23 (a)(2)(i) & (ii) Periodic Medical Review 
(1) Review team to be cofll)osed of 
the one or more physicians and other 
appropriate health personnel and 

(i I) function unde r the supervision 
of a physici an on the team . 

OMDT 

45 CFR 220.5 Adequacy of Stoff. Practice Issue . 
Number of emplt,yees precludes State 
from meeting requirements for delivery 
of service s 
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July 6, 1973 

~ 
QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAi. REQUIREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

45 CFR 233.20(a)(2)(1) 

45 CFR 206.JO(a)(3) 

45 CFR 205. JO(.a) (l J) 

45 CFR 233.20(a) (5) (iv)&(v) 
Ca) (6) (iv) 
(a) (7) (i) 
(a)( l) 

QUALITY CONTROL 

45 CFR 205.4~ 

Need: Standards of assistance In OAA, AB 
and APTD. The State plan permits Individual 
determination of money amounts allowed for 
clothing and personal inr.fdentals and also 
for room and board allowances up to speci
fied maximums for recipients living In 
certain residential fa~illtles. The maximums 
speci.fled for persona 1 • needs are the mandated 
amounts for these item5 for other adult 
recipients. 

Applications. Standards of promptness. 
Practi.ce issue. Practice does not meet 
Federal standards. 

Fair hearings. Practice issue. Standard 
for promptness in Issuing fair hearing 
deci.si.ons is not met. 

Need: State AFDC p.lan foes not meet 
requirements with respect to: 

(1) disregard of $30 + :/3 of the remainder 
of earned income; 

(2) the consideration of all expenses of 
employment; and 

(3) decisions as to wh3t work expenses and 
the amounts allowe~ for them are 
"reasonable and Justifiable" are left 
to the discretion of the Individual 
worker (wh I ch does not meet the requ I re
ment for uniform, £,qultable and objective 
determination of need and the amount of 
payment). 

Quality Control. Insufficient case reviews 
completed to enable dnteimlnatlon that 
ellglblJJty and correct payment is held 
wltnln ~cceptable tPlerince levels. 

https://Practi.ce
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.WJS!,.io.i (Cont'd.) 

COMMUNITY SERVICES 

45 CFR 205. 102 

45 CFR 222.2 

MEDICAL SERVICES 

45 CFR 249.IO(a)(3) 

OFFICE OF MANPOWER DEVELOP
MENT AND TRAINING 

45 CFR Ch. II, Part 220, 
Subject B 220. 10 for 
Titles IV-A & B 

45 CFR Ch. 11, Part 
205.202 for Titles 
I, IV-A, X, XIV (Proposed) 

Indiana has not submitted an approvable 
State Plan for Separatio,, of Aids from 
Services, due to the unacceptability of 
this Federal requirement to the State. 

No State Advisory Committee on Services 
to Adults appointed. 

EPSDT - State began Implementing program 
in eight counties and plans to expand to 
complete Statewide coverage by January 1974. 
County departments and ~roviders notified 
of program but no notification sent to 
recipients . 

Staff development practice issue. Practice 
does not conform to revised State plan 
approved December 31, 1969. 

https://WJS!,.io
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July 10, 1973 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

Deprivation of P3rental Support 
(Stepfather) 
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July 10, 1973 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REOUIIU!MENl'S 

MEDICAL SERVICES PROGRAMS 

45 CFR 250.23(a)(2) Periodic Inspections in Skilled 
Nursing Homes and Institutions 
for Mental Diseases 

45 CFR 205.120 Statewideness - EPSDT 

45 CFR 246.10(a)(2)(ii) Title XIX recipients on Medical 
Care Advisory r.oamittee 
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DATE: June 25, 1973 

KENTUCKY 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

Medicai Services Program 

45 CFR 250.23 

45 CFR 249.10(a)(5) 

45 CFR 205.l?O 

Periodic Medical Rev1.ew in Skilled 
Nursing Homes and Mental Hospitals 
not being provided iy the State. 

Provision of Necessary Transportation. 

Statewideness - Early and Periodic 
Screening, Diagnosis and Treatment 
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LOUISIANA 

Questions Raised on State Compliance with Federal J.:egulations 

Corranunity Service s 

45 CFR 205. 102(1)(2) Separation of 8ervices rro:m 
Assistance Payme..1ts 

Medi c al Services 

45 CFR 249 .10 (a) (3) Early Periodic Screening 
Diagnosis and T.ceatment -
Sta t e wi deness 

45 CFR 250.20 Utilization Revi~w of Care 
and Services 
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Maryland 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMEHTS 

Medical Services 

45 CFR 225.2 

45 CFR 250.ao(f) 

- The agency t.oes not use sub
professionals and volunteers in 
its highly ceutralized medical 
assistance prugram. 

- State Practi>.!e fails to emplol· a 
system to verify with recipients 
whether services billed by pro
viders were 1·eceived. 

45 CFR 250.20(a)(2) - State has fa:led to formulate 
a Utilization Review Plan. 
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.une 30, 1973 

MASSACHUSETTS 

QUESTIONS RAISED ON STATE COMPLIANCE Wim FEDERAL REQUIREMENTS 

Assistance Payments Progra 

45 CFR 233.20(a)(3)(i) 
233.20(a)(3)(ix) 

Medical Services Adminietration 

45 CFR 249.33(a)(l)(vii) 
PR 40-12 (C-1) 

45 CFR 250.23 
PR 40-21 

45 CFR 250.2l(a)(b) 
PR 40-13 

45 CFR 250.71(a)(b) 
PR 40-15 (C-1) 

45 CFR 249.10(a)(3)(i) 
PR 40-11 (C-4) 

Disregard of Vacant Land in 
determining property resources. 

Massachusetts statute issue 1938 
has provided that non-income producing 
land shall not be taken into 
consideration in evaluating resources. 

Stander4s for ¥eyment for Skilled 
Nursing Paciliti~s 

The State haa not satisfactorily 
implemented a life safety in
spection progr- for the Title 
XIX skilled rursing homes in 
accordance with the NPPA Code. 

Periodic Medical Review 

State ha• failed to perfont 
periodic medicdl reviews in 
mental hospit•ls. 

Agreements vith Providers of 
Services 

The State ha~ failed to execute 
agreements vith each provider 
of service. 

Infonaation Reporting Requireaents, 
IRS 

The State has n~t eubiaitted the 
required reporta. 

Amount, Duration and Scope -
EPSDT 

The State haa uot established the 
neceasary ad•inistrative aechaniaa 
as specified ln the regulationa. 
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J....e...J, 1913 

MASSACHUSETTS cont'd 

45 CFR 205.120 

45 CFR 250.30(b)(l)(i)(ii) 
PR 40-4 (C-4) 

45 CFR 250.30(b)(l)(ii) 
PR 40-4 (C-4) 

4 5 CFR 249. (b)(4)(i)(h) 
PR 40-ll(C-4) 

4 5 CFR 249.33(a)(2)(i) 
PR 40-12 (C-1) 

Statewidenes ■ - BPSDT 

The State has not ude necessary 
provisions for administration of the 
EPSDT progr1111 en: a Statewide basis. 

Reasonable Charges 

The State has failed to pass 
retroactive adjustm■nta to 
hospitals sine~ the inception 
of the Title XIX progr1111. 

Reasonable Charges 

The State is r(l:hlbursing in
patient hospital services on the 
basis of non-npprovable plan 
material. 

Amount, Duration and Scope 

Standards for Payment for SNH Care 

The State failed to renegotiate valid 
provider agreeruents with SNH's re
ceiving payment under the State's 
Medical Assistance Program. 
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July 6, 1973 

MINNESOTA 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

45 CFR 233.10 (a) (1) (i I) State plan for HA and AB provides for 
County waiver of real property maxima in 
cases where "undue hardship" would result 
from 1iquidatlon of exce~s resources . In 
OAA personal property maxima can be waived 
where "excess loss" would result from 
liquidation . State criteria to define 
"undue hardship" and ' 'excess loss" are not 
given . 

45 CFR 233 . 20(a) (3) Liquid assets permitted u~der plan for 
OAA total $2250, thereby exceeding $2000 
maximum permitted under Federal regulations. 

45 CFR 233.20(a) (2) (i I) Special need items have been deleted from 
the State plan for AFDC. These Include 
school transportation allowance, supplemental 
clothing allowance, supp,emental fuel and 
utl 1ity allowance, and school drivers 
training allowance . 

45 CFR 205. lO(a) (2) Fair Hearing - Requirements not met In 
these areas: 

45 CFR 205. lO(a) (11) 
(1) Informational brochure on fair hearings 

45 CFR 205. lO(a) (16) is not available to all applicants, 
rec lplents and lnt~rested parties. 

(2) In 41% of hearing decisions rendered, 
more than 60 days has elapsed since 
date of appea 1. 

(3) A periodic sunvnary of i,earing decisions 
is not being d I ssenil nated. 

45 CFR 206. 10(a)(3) State statistics reveal that the 60-day 
standard for a decision is exceeded in 
50.8% of Aid to the Dl~ahled applications. 

·45 CFR 233.20(a) (10) Plan amendment contains method for dis
regard of earned lncone contrary to the 
method presented In Federal regulations . 
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MEDICAL SERVICES 

45 CFR 249.10(a)·(3) 

45 CFR 248.2J(a)(3)(1)(b) 

45 CFR 248.2l(a)(3)(1)(d) 

REHABILITATION SERVICES 

45 CFR 401 .5 

45 CFR 40l.6(c) 

Minnesota (Cont'd.) 

EPSDT - Total program 

Real and personal property levels in 
Medically Needy are not .s liberal as the 
most liberal level used In any money payment 
program. Level of Income reserved for 
maintenance In MA Is not as liberal as the 
level used In money assistance programs. 

"Designation of Sole State Agency." Minnesota 
Attorney General has maintained that the State 
agency for the Blind should be considered the 
"Sole State Agency" under Section 40J.5(c). 
The HEW Regional Attor~ey has Issued the 
opinion (9/22/72) that only the Department 
of Public Welfare qualifies as the "Sole 
State Agency." 

"Location of VR Organizational Unit." 
According to current organizational charts 
of the Department of Publ,c Welfare, the 
State Services for the &llnd is not given 
equal status as other major organizational 
units, as required by Section 40J.6(c). 
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July 1, 1973 

MICHIGAN 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

45 CFR 205.40(a)5 

45 CFR 233.20(a) (2) (v) 

45 CFR 205.10 

45 CFR 205 . 120 

MEDICAL SERVICES PROGRAM 

45 CFR 250.23(a) (2) (i) and 
(a)(3) (iii) 

45 CFR 250.23(a) (2) (i) 

45 CFR 248. 21 (a) (3) (b) 

Reporting requirements were not 
met for the six-month reporting 
period July - recember, 1972 

Need : special diet allowance not 
uniformly available; this special 
need was deleted as an allowable 
budget item exc~pt in cases approved 
prior to 6/23/72. 

Fair Hearings - Practice Issue 
In s tructional <naterial does not 
adequately cover all the require

.ments to which State committed 
itself in pre-print plan . 

Presumptive Eligibility, Plan Iss ue. 
Not mandated ,tatewide. 

Periodic Medical Review 
State review teams are without 
an on-site phJsician . 
Periodic Medical Re v iew - State 
review teams do not review patient s 
in mental hospital s . 

Title XIX income levels . 
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MISSISSIPPI 

QUESTIONS RAISED ON SfATE CD!PLIANCE WITii FEDERAL ~REMENTS 

July 1, 1973 

Assistance Payments Programs 

~_!!i.91.!_d_E!_ig_iE_i,!}!Y 

45 CPR 248 .10 (b) (1) (i) State does not certify AOC Caretaker 
Relatives eligible for ?>ildicaid, if 
the caretaker elects to have his needs 
included in the budget of another case. 

Simp!_ified Method - Adult Categ_ories 

45 CPR 205,20 State routinely verifies age, income 
and property on an applications. 
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July 10, 1973 

MISSOURI 

QUESTIONS RAISED ON STATE COMPLIANCE WITII FEDERAL REQUIREMENTS 

MEDICAL SERVICES PROGRAM 

45 CFR 249.lO(a)(3)(iv) 

45 CFR 246.10(a)(2)(ii) 

Inclusion of Additional Services - EPSDT 
Agency has not isuued materials advising 
local staffs and recipients of the 
availability of eyeglasses and hearing 
aids. 

Title XIX recipients on Medical care 
Advisory Co111Ditt,,e 
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July 1, 1973 

MONTANA 

QUESTIONS. RAISED ON STATE COMPLIANCE WITH FEDERAT, REQUIREMENTS 

Cormunity Services Program 

45 CFR 220.4 Local Advisory Comnittees on AFDC and CWS 
Operational Issue 

State has not established local advisory 
committees in 46 counties. 
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J~ 30, 1973 

NEW HAMPSHIRE 

QUESTIONS RAISED ON STATE COMPLIANCE WITH l"EDERAL REGl!UTIONS 

Medical Service ■ Adminiatration 

45 CYR 249.10 (a)(3)(i)(iv) Aaount, Durat1.on and Scope for EPSDT 
for IndividuaJa under aga 21. 

Administrative 3yst- to confir. that 
children referred for diagnosis and 
treat11ent ae"icea have received theae 
service ■ vill not be operative until 
on or about June 1, 1973. 

All private pr3ctitionera in the State 
have not been l!oiaunicated vith regard
ing tle contentc of the screening pack
age. 

45 CFR 205.120 Statevideneae - EPSDT 

State baa not provided full EPSff ser
vices to eligJble recipients through
out the State. 



196 

June 30, 1973 

NEW YORK 

Questions Raised on State Compliance with Federnl Requirements 

Assistance Payments 

45 CFR 233. 20 (a) (3) (ii) Reduction of current assistance 
to recoup funds advanced to 
prevent eviction if rent had 
been previously included in the 
grant. 

45 CFR 205.10 Fair Hearings.
Failure to the Federal fair 
hearings requirements; and failure 
to meet fully the standard for 
rendering decisions in 60 days. 

45 CFR 233. 20 (a) (2) Failure to establish State-wide 
shelter standard. Schedules of 
maximum shelter amounts are 
established by the various local 
agencies. 

45 CFR 233. 20 (a) (2) Failure to up-date shelter standards 
in all local agencies as of 
July 1, 1969. 
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Jnne 30, 1973 

NEW JERSEY 

Questions Raised on State Compliance with Federal Re(IUirements 

Assistance Payments 

45 CFR 203 .1 Deprivation of Parental Support. 
Assurrption of Income from step-parent. 

45 CFR 205 . 10 Fair Hearings . 
State practice n0t f ully in cofl1.)liance 
with Federal Reqt•irements. 
Decisions on fair hearings not rendered 
within 60 days Hnd f ai lur e to continue 
assistance at an unreduced level during 
adjournment unless adjournment is due 
to delay by St a t e or local agency . 
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NEW JERSEY 

~uestions raised on State compliance with ~edera~ 
requiranents June 30, 1973 

Medical Services Program 

45 CFR 205.10 

45 CFR 250.23 

Fair Heatings 
State practice not fully 
in ~ompliance with Federal 
requirements. 

Decisions on fair hearings 
not rendered within 60 days 
and failure to continue 
assistance at an unreduced 
level during adjournment un
less adjournment is due to 
delay by State or local 

agency. 

Period Medical Review and 
Medical Inspection 
State does not fully comply 
with provisions in that 
physicians do not visit the 
facility as part of a team 
evaluation and evaluatory 
reports are not prepared and 
distributed as required. 

Early arid Periodic Screening. 
Diagnosis and Treatment 
All providers have not been 
notified of EPS111' "screening 
package" and of the reporting 
requirements. Neither administra 
tive mechanisms nor a reporting 
system has been developed to 
assure that children screened 
have received the "screening 
package" and that those referred 
for diagnosis ani treatment have 
received these services. 
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45 CFR 249.10(a)(3)(iii) 

Section 190S(a)(l6) 

Agreements with Providers 
The State has not provided for 
agreements to assure maximum 
utilization cf existing screening, 
diagnosis and treatment services. 

Intermediate Care 
Although State Plan places 
responsibility for ICF under 
Title XIX Program payments have 
continued to be made under the 
Welfare Titles. 



200 

Questions Raised on State Compliance with Fed~zal Requirements 

NEW JERSEY 

45 CFR 205.102 Submittal of ~eparation plan of 
services £ran assistance payments. 

Issue: The reorganized structure 
isnot in CO!ilpliance with separation 
regulation. 
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New York State - Medical Servi~es 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

_:i:une 30, 1973 

1) 1902(a) (4) Administration of Ascistance for 
1902(a)(20) Aged in Mental Institutions -

State does not meet Federal re
quirements for staffing of the 
Medical Assistance Unit and for 
the administration of the program 
for assistance for aged individuals 
in institutions for ~ental dis ease. 

2) 45 CFR 205.10 Fair Hearings 
State fair hearings practice is not 
fully in compliance wi th Federal 
requirements. 
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NEW YORK 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

JULY 1., 1.973 

Manpower Devel.opment & Training 

45CFR205.202 Practice isi;ue. Educational Leave 
Titles I, IVA, X, policies suspended; Legislature 
XIV, XVI or XIX failed to appropriate funds. 

45CFR220 .10. 
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Questions kaioed on State Compliance with r'l!,:!eral Requirements 

NEW YORK 

45 CFR 205.102 Submittal of separation plan of 
services from assistance payments. 

I ssue: To determine its conformity 
to Federal guidelines 
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Questions Raised on State Compliance with Feder,11 Requirements 

New York 

45 CFR 205.102 Submittal of separation plan of 
services from assistance payments. 

Issue: To determine its conformity 
to Federal guidelines 
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NORlli CAROLINA 

QUF.5TIOOS RAISED ON SfATE CXM'LIANCE WIIB FEDERAL ~IRBENrS 

July 1, 1973 

Assistance Payments Programs 

f.a.!_r_~a.!.~~ 

45 CFR 205.10 The State Office of Social Services 
has not canplied with Federal policy 

(Includes MSA Compliance Issue) requiring continuation of medical 
and financial assistance in AFDC 
pending a final Ft1.ir Hearing decis i on 
by the Coomissioner or for group 
hearings in all categories, if requested 
by recipients . 
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Date: June 27, 1973 

North Carolina 

Questions Raised on State Compliance With Federal Requirements 

Medical Services Program 

45 CFR 249.1o(a)(3) Requirements for Early an.I Periodic Screening 
Diagnosis, and Treatment of Individuals Under 
Age 21 

45 CFR 250.23 Peri09-ic Medical Review 
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NORTH CAROLJNA 

QUESTIONS RAISED 00 STATE COMPLIANCE WITH FEDERAL lmWir.»!mTS 

45 CFR 205 ,102 Separation of Services From Assistance Payments 



208 

July 1, 1973 

North Dakota 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

Assistance Payments Program 

45 CFR 205.10 

Collllllunity Services Program 

45 CFR 205.102 

Medical Services Program 

45 CFR 249.10\_a) (3) (iv) 

45 CFR 249.lO(a) (3)(iv) 

Fair Hearings 
Operational Issue 

Advance Notice waivered to unacceptable 
degree. Proposed Federal regulations 
will resolve this issue when published. 

Separation of Services and Assistance 
Plan Issue 

State has not submitted information 
requested by Region& Commissioner to 
determine action on separation plan. 

Early and Periodic Screening, Diagnosis 
and Treatment 
Operational Issue 

State has not defined its screening package. 

Early and Periodic screening, Diagnosis 
and Treatment 
Operational Issue 

State has not developed an adequate system 
for assuring follow~ of those persons 
screened. 
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July 1, 1973 

OHIO 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL RtQUIREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

45 CFR 233 . 20 (a) (3) (Ii) (a) 
(vi )(b) 

45 CFR 233,20(a)(1),(2)(111) 

45 CFR 206. 10 (a) (9 )( i 11 ) 

45 CFR 205. lO(a) (3) (vi) 

45 CFR 205. lO(a) (11) & (16) 

Need and Amount of Assistance . Plan 
Issue . AFDC plan amendment calls for 
disregarding Income from Social Security, 
child survivor's benefits In deter-
mining needs of parent (beneficiary) 
and her children . 

Need and amount of assistance. Plan 
Issue. OAA plan amendment Implementing 
State statute which results In a standard 
that Is not uniformly applied and pre
cludes determination of need on an 
objective and e~ultable basis. 

Redetermination of Eligibility in 
AFDC . Practice Issue. Redetermlna-
tlons are delinquent in five counties . 

Fair Hearings . Practice Issue . 
State Instructions provide that the 
hear i ng officer make a decision "on 
the record" where there is no dispute 
over facts anrl when both the agency 
and appellant waive their right to• 
fair hearing . 

Fair Hearings. Practice Issue . 
Commitments in approved plan not met 
with respect to two areas: 
(I) The 60 d&y standard of prompt 

act Ion 
(2) The lssuarce of periodic sunrnaries 

of Fair Hearing decisions (none 
issued since April 1971). 
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·oHIO (Cont'd) 

MEDICAL SERVICES PROGRAM 

45 CFR 249.10(a)(3) (I I) EPSDT of Eligible Children Under 
Aged 21. (Develop and Execute 
Notification to Eligible Children 
et al) 

45 CFR 249. l O (a)(3)(I 11) EPSDT - (Survey for available 
.resources and make arrangements and 
agreements for participation) 

45 CFR 249.10(a)(5) EPSDt - System for making referrals, 
appointments. and arranging trans
portation. 
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Pennsylvania 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDF.RAL REQUIR»IENTS 

Assistance Payments 

45 CFR 233.20(a)(2)(ii) - State practice does not provide 
Statewideness in the shelter 
standard. 

Medical Services 

45 CFR 249.1o(a)(3) - State pract:.ce has not implemented 
Early Screening, Diagnosis and 
Treatment of Children in any part 
of the State. 

45 CFR 248.2l(a)(3) - Contrary to the Regulations (CFR 
248.2l(a)(3) the state uses gross 
rather than net income when deter
mining financial eligibility for 
the medically needy. 

45 CFR 249.1o(a)(4) - Pennsylvania imposes a $5.00/month 
co-payment .)n medically needy reci
pients for transportation services. 
The state plan amendment describing 
the co-payment mechanism has not 
been approved by the Regional ON'ice. 
The state may reduce this to $2.00/ 
month to satisfy intent or HR 1. 

45 CFR 250.23(a)(2) - State Practice does not provide for 
periodic reviev and medical inspec
tions in skilled nursing home 
facilities. 

https://pract:.ce
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Puerto Rico 

Questions raised on State compliance with Federal 
requirements June 30, 1973 

Section 1902(a)(l3)(B) Payment of M~dicare Deductibles 
Section 1902(a)(26) P.R. is not paying deductibles 

for inpatient care for patients 
eligible for Title XVIII and 
Title XIX. 

45 CFR 24~.10(a)(3) Early and Periodic Screening. 
Diagnosis and Treatment 

i. Administrative Mechanisms 

P.R. has not yet developed 
the necessa~y mechanisms to 
identify Medicaid eligible 
children who are receiving care 
or those who are not receiving 
care. 

ii. Notification of Recipients 

P.R. has not. notified Medicaid 
eligible recipients of the EPSDI' 
program. 

iii. Agreements with Providers 

P.R. still does not have an agree
ment between MCH and Title nx. 
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-:lune 30, 1973 

PUERTO RICO 

QUESTION RAISED ON COMPLIANCE WITH FEDERAL REQUIREMENTS 

Office of Management 

45 CFR 205 . 40 Quality Control report t •~ the Federal 
Government as prescribed. 

Although established tolerance limits have been 
exceeded, Coomonwealth has not submitted the 
narrative report on the nature and causes of 
the problems, the actions planned or taken to 
reduce or eliminate the incidence of error, and 
results of previous action taken. 
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Questionii Raised on State Compliance with Federal Requirements 

PUERTO RICO 

45 CFR 205.102 Submittal of Flan of separation of 
services fram_u ■ istance payments. 

Issue: The reorganized structure 
is not in canpliance with separation 
regulation. 
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-· 30, 1973 

RHODE ISLAlfl> 

QUESTIONS lt.AIS!D OM STATE COHPLIANCE WITH PEDERAL UQUIREHENTS 

Hediul Service• Adainiatration 

45 en 250,23 
Pit 40-21 

Th• State baa not cOGducted Medical 
Review in ita Mental Roapitala u 
raquirad in th• ragulationa. 
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scum CAROLINA 

Q,UESTIONS RAlBED ON STATE COMPLIANCE WITH FEDERAL REQt.JIREMERTS 

45 CFR 205.102 Separation o:f' Services f'rom Assist&11ce PaymGs 
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July 1, 1973 

SOUTH DAKOTA 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

Assistance Payments Program 

45 CFR 233.20 

Medical Services Program 

45 CFR 249.lO(a) (3) (iii) 

45 CFR 249.10 (a) (3) (iv) 

Adjustment of Assistance Standards 
Operational Issue 

Standard not properly '.lpdated. Assistance 
will be provided State toward developing 
flat grant which will resolve issue. 

Early and Periodic Screening, Diagnosis 
and Treatment 
Qperational Issue 

Inadequate agree,oents with screening 
resources. Arrangements initiated by 
State to establish necessary agreements. 

Early and Periodic Screening, Diagnosis 
and Treatment 
Qperational Issue 

NO assurance that screened eligible recipients 
receive diagnosis and treatment. 
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Date: Jm1e 30, 1973 

TENNESSEE 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL BEQUIBKHEN'rS 

Medical Services Program 

45 CFR 249.10(a)(5) Assuring necessary Transportation 

45 CFR 205.120 Early and Periodic ScJ;eming Diagnosis and 
Treatment - Statevideness. 
THIS ITEM PREVIOUSLY :REPORTED HAS BEEN l!BSOLVBD. 

45 CFR 249.10(a)(3)(i) Early and Periodic Screening Diagnosis and 
Treatment; Administrati,,e Mech~-. 

45 CFR 249.10(a)(3)(iii) Early and Periodic Screening Diagnosis and 
Treatment; agreements co assure maximum 
utilization of existing 6ervices. 
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TmNESSEE 

QUESTIONS RAISED ON STATE CG!PLIANCE WITH FEDERAL REQUIR»!!NTS 

45 CFR 205. 102 Sep&ration of' Services from Assistance Payments 
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Date: June·30, 1973 

TENNESSEE 

.QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQUIREMENTS 

Medical Service~ Program 

45 CFR 249.10(a)(5) Assuring necessary Transportation 

45 CFR 205.120 Early and Periodic Screening Diagnosis and 
Treatment - Statewideness. 
THIS ITEM PREVIOUSLY REPORTED HAS REEN RESOLVED. 

45 CFR 249;10(a)(3) (i) Early and Periodic Scree'.nin11: illagnosis and 
Treatment; Administrative Mechanisms. 

45 CFR 249.lO(a)(J)(iii) Early and .Periodic ·scree~ing Diagnosis.and 
Treatment; agreements to assure maximwn 
utilization of existing,serv-lces . 

..J 
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Questions Raised on State Canpliance with Federal Regulations 

Assistance Payments --

45 CFR 206. lO {a} {5} 

45 CFR 206.lO(a}(J} 

Nttdical Services --

45 CFR ~52.lO{b}{J} 

45 Cl'R 249. lO {a} lf} 

45 CFR 249.lO(a} {3} (1v} 

45 CFR 205.120 

Delay in assistance due to 
guardianshlp policy - AB- APTD 

Pr0111pt furnishlng of assistance 

Licensing of Adlll.tnistrators 
of Nursing Hoses 

HOllle llMl th. Serr1ces

EPSD'l - Eye alane.s and 
Hearing Aids 

EPSIYI' - Statewideness 
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July l, 1973 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL ljEQOIREMENTS 

Community services Program 

45 CFR 220.2 and 220.5 Change in Single Organizational unit 
for Services and Staffing Patterns 
Plan Issue 

Plan material not yet submitted. 
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June 30, 1973 

VERMONr 

QUESTIONS RAIS!D ON STATE COMPLIANCE Wini PEDERAL ltBQIJlREHENTS 

lledical Service ■ Adainiatration 

45 CFR 249.lO(a)(J)(i)(ii)(IV) 
PR 40-11 (C-4) 

45 en 2os.120 
PR 10-11 

45 CFR 250.23 
PR 40-21 

Amount, Duration and Scopa of EPSDT 
for Individual• under age 21 

Adainiatrativa eutreach mechani- are 
inaufficiant to uaure that individual ■ 

under age 6 vho are eligible for Mdical 
aaaiatance aay receive aervices of 
available acreaning and diagnostic 
facilitiaa. Th• State Legialature 
doe• not par.it the hiring of required 
staff for iapl-tation of the 
outreach proviaion. 

The State haa not c«-micatad th• 
content ■ and related adainiatrative 
data of the acra■nin& package to all 
private practitioner•. 

Statavidaneaa - !PSDT 

The State haa not fully illpl-nted 
proviaiona for !PSDT progr- on a 
Statewide baaia. 

Medical aaviav in the State's cw. (2) 
mental hoapitala have not bean 
accoapliahad. 
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Virginia 

QUE:lTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQtJIR»IENTS 

Medical Services 

45 CFR 246.lO(a)(l) - State plan does not provide for 
required rotation of membership 
on the state's Medical Care 
Advisory Committee. 

45 CFR 250.2o(a)(l) and (2) - State Utilization Review Plan 
does not include certain required 
components ,(e:g. • clinic and OPD 
services• mental retardation, etc.) 
UR not performed by Title XVIII UR 
Committee or other, as required. 
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Virgin Islands 

~estions raised on State compliance with Federal requirements 
June 30, 1973 

Medical Services Program 

Section 1902(a)(4)(A) 

Section 1905(a)(4)(B) 

45 CFR 249.10(a)(3)(i) 

Section 1905(a)(4) (B) 

45 CFR 249.10(~)(3f(iii) 

Staffing for administration 
of Medical Asststance Program 

Inadequate staffing of Medical 
Assistance Unit to adequately 
administer t:he State's Title 
XIX Progri.1111. 

Early and Periodic Screening. 
Diagnosis and Treatment of 
Individuals under 21. 
Adsninistrative Mechanisms 
Virgin Islands has not ful.ly 
established the necessary ad
ministrative mechanisms needed 
to identify available screening 
and diagnosis ilcilities or to assure 
that children referred for dJ.agnosis 
and treatment services have 
received these services. 

Early and Periddic Screening. 
Diagnosis and Treatment of 
Individuals under 21. 
Notification of Recipients. 

Virgin Islands has not yet in
formed all eligible individuals 
of services available l.Dlder 
EPSDT Program. 
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WASHINGTON 

Questions Raised on State Compliance with Federal Requirements 

Assistance Payments Administration 

45 CFR 205.1o(a)(5)(iii)(a)(l) The State considers payments made pending 
a Fair Hearing to be an overpayment if 
the client loses the hearing decision. 
The State contends Federal Regulations 
do not bar them from tre above mentioned 
practice. They indicate that other regu
lations require that they not pay ineligible 
persons. 

Medical Services Administration 

45 CFR' 205. 120 The State Agency is continuing to work 
' on increasi_ng the number of providers for 

the Early and Periodic Screening 
Diagnosis and Treatment Program. At 
this time, the program does not meet 
the statewide requirements of 45 CFR 
205.120. 

45 CFR 250.23(a)(2) This regulation as clarified by KSA -
Policy Information Memo dated 
February 15, 1972, requires on-site 
participation by physician-supervisor 
of the medical review team. The State 
notified the Regional Office that by 
March 1973, medical review teams would be 
functioning in accordance with Federal 
requirements. The State has since 
completed a two month Medical Review 
Demonstration project, however, medical 
review teams with physician on-site 
participation have not materialized. 

45 CFR 250.20 Utilization Reviews are not being performed 
in skilled nursing facilities, intermediate 
care facilities and mental hospitals in a 
formalized process. The State is contin
uing to work on implementation of util
ization review as a formalized process 
and believes that .current practice can 
be modified for an effective utilization 
review program. 



227 

Conmunity Services Administration 

45 CFR 205.102(b)(l)(i) Washington State Oep~rtment of Social & 
Health Services does not CClfl1)ly with the 
projected organization structure at all 
amiinistrative levels as required by 
45 CFR 205.102 (b)(l)(i). The State 
organizational st~ucture contains four 
conmon amiinistrative levels rather 
than the maxinun of three conmon levels 
of administration which are permitted. 

National Center for Social Statistics 

45 CFR 205.60(a)(2) The State has not sul:.mitted a valid 
report of their WIK activities. The 
report was established as of July 1972. 
In December 1972, the State corresponded 
with the National Center for Social 
Statistics and .smted they would begin 
reporting for January, 1973. The only 
reports that the Regional Office has 
received as of this date were for the 
months of April and Hay. These reports 
were not CClfl1>1 ete. • 
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West Virginia. 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL RE.lUIREMERTS 

Medical Services 

45 CFR 246.10 - The State Commissioner of We1fare 
has not convened a. meeting of the 
Advisory Council since 1969. 

Assistance Pa.;yments 

45 CFR 223.20(a)(2)(ii) - State pla.n and practice bas not 
completely updated the need items 
regarding food, specials and 
maximum. 
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Ji,ly I, 1973 

WISCONSIN 

QUESTIONS RAISED ON STATE COMPLIANCE WITH FEDERAL REQVIREMENTS 

ASSISTANCE PAYMENTS PROGRAM 

45 CFR 233 .20(a)(2)( 1) 
(ii I) and (v) 

COMMUNITY SERVICES PROGRAM 

45 CFR 205. I 02 

MEDICAL SERVICES PROGRAM 

45 CFR 205 . 30 
45 CFR 240 . IO(a) (3) ( I) (iv) 

45 CFR 246 . IO(a) (2) ( I i) 

45 CFR 250 . 20 

45 CFR 240. IO(a)(6)( i i I) 

Standards of A~slstance - Special Needs 
No uniform statewide standard for 
special needs. A plan amendment in 
structs counties to establish payment 
amounts for clothing and household 
rep lacements. 

Separation of Services from Assistance 
Payments - Wisconsin has submitted a 
revised Plan for Separation wi th a 
letter of expl.1nat lon as to its position 
on the question of separation at the 
State level . The revised Plan seems to 
meet all of the basic requirements ex
cept for the arlmlnlstratlve structure 
at the State level. 

EPSDT - Methods have not yet been 
developed to assure that children 
needing diagnosis and/or treatment 
actually receive these services. 
Phas i ng In goes slowly; 85 children 
screened as of June 22 , 1973. 

Medical Care A~visory Committee 
No Title XIX recipients on conrnittee . 

Ut i lization Review - Not in place for 
every Item of care and service in 
State plan . 

Amount, Duration, and Scope - Sta te 
agency refuse$ to make full payment 
from Title XIX for the med ically needy 
for services which are or could be 
covered under Title XVIII had the 
Indiv idual enrolled. No further 
progress or act ion noted during this 
quarter. Further Regional Office 
action Is not reconrnended . 
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WISCONSIN (Cont'd) 

45 CFR 250.23(a)(2)(1) and Periodic Medical Review - No 
(I I I) _phY,slclan on ~lte during periodic 

medical reviews 
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Chart, "Summary of Compliance Issues 

by States by Program, Report for 

Quarter Ending June 30, 1973," is on 

file at the U.S. Commission on 

Civil Rights. 
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Exhibit No. 17 

ADMINISTRATIVE CONr-ERcNCE OF THE UNITED ST-ATES 

726 JACt:SON PLACE, N.W. 
WASJIINGTOIJ, O.C. 20506 

RECO:-lMEND/\TION 31. ENFORCEMENT OF STANDARDS 
IN FEDERAL GRA;~T-IN-AID PROGRAHS>', 

• • ...Feder.,1 agencies annually disi:urse billions of dollars in 
grants-in- 3id to state and local gc,vernments and to private en
tities to ;ubsidize activities in i uch areas as welfare, ho·.ising, 
transporta:ion, urban development ,:r,d renewal, law enforcem;?nt, 
education, pollution control and hn:.lth. While state and local 
govern::nent5 and private organizatic,ns are the direct recipients 
of the gra~ts, the intended ultima1:f, beneficiaries of the grant 
programs are private persons helped by the expanded level of • 
support or services made possible_ l•y federal funds. 

In ad1·inistering these grants both public and private 
grantees mt.st observe the federal grant standards establishe:l 
to assure the accomplishment of federal purposes. Federal 
agencies h9ve often encountered di::ficulty in enforcing COIT;) liance 
by the grat:tees with the federal s·:~.ndards. A factor contrfouting 
to this dHficulty is that many fecle.ral agencies do not hav',! 
adequate pr.ocedures for resolving <[uestions of compliance and 
for handling complaints by private persons affected by a gr.ant
in-aid proaram that the program dolls not comply with federal 
standards. A further contributing factor is that the principal 
sanction presently available to fe~eral agencies for securi~g 
compliance is to cut off the flow of federal funds. This sanction 
raises a SP.rious problem because, unless its threatened imp,,sition 
prompts compliance, it stops worthwhile programs and adversely 
affects the interests of the innocent private persons whom the 
Congress intended to benefit through the program of federal 
financial assistance. 

* Adopted December 7, 1971. 
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To aid in allevi.'.lting this si tuation the following 
rccoMncndations are propos ed with respect to each f edera l 
program in aid of state, local or private activities throu~ 1 
which support or services arc provided to individual bene
ficiaries or to the public generally. However , the recommcnclat i.on 
does not apply to rescnrch, training , or demonstration grants to 
government units or priva te organization s or individuals, or to 
grants such as fellow ship grant s to individuals that primarily 
benefit the r ecipi ents of the grants. 

RECOMMEND,\TTON 

A. 1he Federa l Adminis trative Complaint Proc edure 

The fe deral gran t or agency s l:o 1ld have an administrat :_ve 
procedure for the rec ei pt and i m1~2. r.:ia•1 consideration of 
complaint1 by persons affected by the grant-in-aid prograrr. that 
a plan, ~·ej ec t application or ot~ er data submitt ed by a g:ant 
applicant or grantee as a basis fer federal funding does n,,t 
meet one c,r more fed er a l standards . This procedure sbould 
afford th( , compla inant an opportur.ity to submit to ·tr1e grai tor 
agency for its considera tion data and arg1~ent in suppor t uf 
the complrint, and should afford the grant ~pplicant or g~.mtee 
involved a fair opportuni ty to reE pond. If the a gency <l et , ,xmines 
that the c:c-mplaint is apparently i 1 ~_-founded or is insubs t, mtial, 
it should notify the complainant cf its determination and ,,hould 
state in ~-riting the r eas ons there; £or. If the agency determines 
that the c:ompla int appears to be s ubstantial and supported by 
the inforr.ic tion at hand, it shoulci so notify both the comµ : ainan t 
and the gnint applicant or grantee of its present determinc·tion 
in this Hspect and should state irt writing the reasons thC' r efor. 
If the agercy exercises discretion not to make a determinati-Jn 
on one or more issues r ai sed by a complaint, it should so :,otify 
the co:nplainant in writing. The agency should pass upon all 
complaints within a prescribed period of time. 

The cpmplaint procedure administered by the federal 
granter agency should also provide for the receipt and impartial 
consideration of complaints that a grantee has in its adminis
tration of . the funded program failed to comply with one or more 
federal standards. It is anticipated that many granter agencies 
will find it necessary to limit their cons ideration of such 
complaints to situations in which the complainant raises issues 

https://inforr.ic
https://recommcnclati.on
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which affect a substantial number of persons or which are 
particularly important to the effectuation of federal policy 
and will, therefore, dispose of most individual complaints 
concerning g·rantee administration by referring the complainant 
t:o such complaint procedures as are required to be established 
by the grantee. The granter agency should seek by regul:atioIJ. to 
define the classes of cases that it will consider sufficiently 
substantial to warrant processing through the federal complaint 
procedure and those classes of cases wherein complainants will 
be required to pursue a remedy through available complaint 
,procedu~es a,dmin_:i,stered.by the grantee. 

B. Th, Grantee I s Administrati11e Complaint Procedures 

-The federal granter agency should require as a gra11t 
condition the establishment by ch<! grantee of procedures to 
handle cor.plaints concerning the ;~rantee I s operation of tl:e 
federally as~isted program. Thes,? procedures should afford any 
person affected by an action of the grantee in ·the operation of 
the progr:im a fair opportunity to ·contest that action. Th: "fair 
opportunity" to contest will nece.ii..arily vary with' the nat 1re of 
the issues invol.ved and the identity and interests of the c.:>11)
plainant. In all cases, howevei:, the comp\ainant should h.ve 
the right to submit to the grante? for its consideration dal:a 
and argurr.~nt in support of the complainant's position. 

C-. The Infonnat ton System 

The federal granter agency should seek to assure thac 
persons affected by a grant-in-aid program receive adequat: 
informatiJn about the program in c>rder that they may take 
advantage of the.federal and the grantee complaint procedures. 
The feder:il granter agency should require as ·a grant condition 
that all program materials (regulations, handbooks, manuals, 
etc.) governing the grantee's administration of a program 
supported in whole or in part by federal grant-in-aid funds 
and all plans, applications and other docwtents required to 
be submitted to the federal agency as a condition to ~the receipt 
of federal- funds should be readily accessible to persons affected 
or likely to be affected by the operation of the funded program. 
Plans, applications and other documents that provide the bas is 
for federalfurding s~oulg be made readily accessible to interested 
persons no later than the time of their sul:mission to the granter 
agency for approval and at an earlier time when required by law. 

The federal granter agency should seek.to assure that the 
grantee's system for dissemination of program materials an_c!' grant 
submissions takes account of the nature, location and reprcsentatior 
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of af_fected persons. For e>:ample, as a part of a plan to 
make such materials r eadily accessib le, program information 
might be deposiLcd not only i.n the offices of the grantee 
but also in public and uni.v ersity" libraries a nd in the offices 
of affected interest groups and their legal represent atives~ 
It might also be necessary to require the provision of des
criptive summaries of technical rules or project applications 
or to r equ ire an oral explanation of program f eatures, for 
example, the complaint procedures, ~~ ich are critical to the 
protection of a beneficiary's interests. The f ederal agency 
should mtke parallel efforts to c.isseminate mater ials r e l a ting 
to its aolministration of the fed£ral grant program. 

D. Range of S~:_!:•ctions 

The federal granter agency :,J;oul.cl seek to develop a!1 
adequate range of sanctions for :~suring compliance with 
federnl :;tandards by grantees thi"t <1pply for or receive f:,deral 
financia ' assistance. The sanct'.on of the total denial or cut
off of f :Je r a l funds should be n ,t.::ined and used i~here n2,,essary 
to obtain compliance, but the agn·cy should ha ve avail.ubl ,:, 
lesser s:mctions that do not result in th~ prevention or iis
continua 1ce of be nefic ial prograr,~ and projects. This ra,~);e 
of sanctL.:ms should include · in apr-ropriate cases: 

1. The public disclosure b:, the agency of a grantee's 
failure to comply with f ederal s :andards and an in<licatio.1 of 
the steps believed by the agency no1·1 to be appropriate. 

2. /\n injunctive action brnught by the agency or the 
Department of Justice in the federa l courts to requir e the 
grantee to fulfill any assurances of compliance with f ede cal 
standards made by th e grantee or to enforce the federal 
standards attached to the grant. 

3, The disal lowance as a program or proj ec t cost of an 
expenditi:ire by the grant ee tha t does not conform with federal 
standards, or other partial denial or cut-off of funds that 
affects only that portion of a program or project that is not 
in compliance with federal standards. 

https://sanct'.on
https://J;oul.cl
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4. The imposition ·on a grantee who has not complied 
with federal standards of additional administrative requirements 
specially designed to assure that the grantee brings its 
operations into compliance with federal standards and redresses 
the effects of· past noncompliance. , 

5. The transfer of a grant, or th~ m-iarding of subsequent 
grants under the same or related grant-in-aid programs, to a 
different grantee if the original grantee violates federal 
standards. 

····where an agency lacks statutory authority to invoke1 on; 
or more of the above sanctions and such authority would pro1,1ide 
an appropri.ate means of insuring cc,mpliance with federal standards 
in a grant··in-aid program administf,red by the agency, it sbouJ.d 
seek the necessary authority fro!}!- the.Congress. 

E. Other Perform,mce Incentives 

The agency should also consid1,r the provision of inccr:tives, 
such as the contribution of an· incl'eased matching s.hare or the 
awarding of: additional grant funds, to grantees who fulfill 
certain federal goals. ,where the agency lacks statutory 
authority to provide compliance incentives and such authorjty 
would prov:.de an appropriate means 0f ensuring effectuatior of 
federal ol:jectives. in a grant-in-a:.d p_rogram administered 1:y the 
agency, it should seek the necessary authority from the Cor:gress. 

https://prov:.de
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WASHINGTON, O.C. 20506 
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Professor of ,aw 
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and 
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Associate Profess~r of Law 
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October 22, 1)71 

This report was prepared to sµpport a rerommendation of the Committee 
on Compliance and Enf orcement Proceedings of the Administrative Con
ference of the United States. It represents only the views of its 
authors. The recommendation it supports has bee n approved by the 
Committee, but neither the report nor the recommendation has been 
considered by the Administrative Conference ·of the United States, 
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SUMMARY OF REPORT 

·Federal grants-in-aid are a-mechanism for the large~scale 
transfer of federal funds to state governments and private entities 
to achieve program obj_ectives which Congress evidently does not want 
assigned. to the federal _government but which it believes the grantees 
do not have the resources or motivation to accomplish on their own. 
The real beneficiaries of these grant-in-aid programs are the welfare 
recipients, highway users, school children or other private indi
viduals· that are helped by the grantee~• federally assisted activities. 
Federal standards that accompany a grant program are intended .to insure 
that the program accomplishes its objectives in accordance with nat:onal 
goals. 

. The Report W"!lich fol lows seeks tc, analyze the problems that 
federal granter agencies have encount,,red in enforcing federal standards 
in grant-in-aid programs. On the who.e the enforcement record is n3t 
a successful one. The Committee recorunends that federal granter agancies 
_respond to !;his .situation by develop~ng administratiye procedures for 
handling complaints directed at grant-in-aid programs by making readily 
accessitle to prospective complainanti adequate information about grant 
programs, and by utilizing a more fle::ible range of sanctions to achieve 
complian~e. These recommended procedures are not intended hs a sucsti
tute or replacement for other efforts by federal agencies to improva 
their er.forcement efforts. • 

The recommendations are intended to cover a wide range of grart
in-aid i:rograms. However, particular attention has been given in this 
Report and in. the two Appendices whi<!h follow to the urban renewal, 
AFDC, and federal aid highways prograr1s. 
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Recommendation 

Federal agencies annually disburse billions of dollars in 
grants-in-aid to state and local governm6nts and to private e ntities 
to subsidize activities in such areas as welfare, housing, trans
portation, urban development and renewal, law enforcement, educa
tion, pollution control and health, Whil e state and local gove rn
ments and private orga.nizations are the direct recipients of the 
grants, the intended ultimate beneficiaries of the grant programs 
are private persons helped by the expanded level of support or • 

_services made possible by federal funds, 

In administering these grants both public and private grantees 
must ob,erve the federal grant standards established to assure the 
accompl :.shment of federal purposes, Federal agencies have often 

· encount,,red difficulty in enforcing cr,mpliance by the grantees 
with th,i federal standards. A factor contributing to this diffi
culty ii that many federal ir,encies do not have adequate procedures 
for res,,lving questions of compliance and - for handling complaints 
by priv1te persons affected by a gran : -in-aid program that the pro
gram do 1s not comply with federal sta 1dards. A further contri butir g 
fact.or : s that the principal sanction presently available to feden l 
agencie ; for securing compliance is t) cut off the flow of f ederal 
funds. This sanction raises a seriou; problem because, · unless its 
threate 1ed imposition prompts compliauce, it stops wor thwhi"le pro
grams a:1d adversely affects the inter:?sts of the innocent private 
persons whom the Congress intended to benefit through the program 
of fede : al financial assistance. 

To aid in alleviating this situa:ion the following recommenda
tions a~e proposed with respect to ea,-h federal program in aid of 
state, :. ocal or private activities through which support or services 
are pro,ided to individual beneficiar~es or to the public general!). 

A, The Federal Administrative C)mpl~int Procedure . The fede1al 
granter agency should have an administrative procedure for the receipt 
and impc.rtial disposition of complaini..S by persons affected by the 
grant-in-aid program that a plan, project application or other data 
submitted by a grant applicant or gra:1tee as a basis for federal 
funding does not meet one or more federal standards. This procedure 
should afford the complainant an opportunity to submit to the granter 
agency for its consideration data and argument in support of the com
plaint, and should afford the grant applicant or grantee involved a 
fair opportunity to respond to the complaint. If the agency determines 
that the complaint is not valid, it should notify the complainant of 
its determination and should state in writing the reason for its 
decision. If the agency determines that the complaint is valid, it 
should so notify both the complainant and the grant applicant or 
grantee of its determination and should state in writing the reason 
for its decision. If the 'agency exercises discretion not to make a 
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determination on one or more issues raised by a complaint, it should 
so notify the complainant in writing. The agency should dispose of 
all ·complaints within a prescribed period of time. . • • 

The complaint procedure administered by the federal granter 
agency should also provide for the receipt and impartial disposition 
of complaints that a grantee has in its administration of the funden· 
program failed to comply with one or more federal standards. It is 
anticipated that many granter agencies will find it necessary to 
limit their consideration of such complaints to situations in which 
the complainant raises issues which affect a substantial number of 
persons or :Which are particularly important to the effectuation of 
federal policy and will,. therefore, dispose of most individual com-_ 
plaints concerning grantee administration by referring the complai·,ant 
to such complaint procedures as are :~equired to be established by 
the.grEntee. The .granter agency sho·1ld by regulation define the 
classes of cases that it will cons:i:dnr sufficiently substantial to 
warrant processing through the feder1l complaint procedure and those 
olas.ses of cases wherein compla:!,nant•i Will be· required to pursue a 
remedy through available complaint p··oc~dures administered by the 
grantee. 

B. The Grantee's Administrativ,! Complaint Procedures." 'Ihe 
federal granter agency should requirl! as a grant condition the est:ib
lishment by the grantee of procedure:; to handle complaints concerning 
the grEntee•s operation of the feder.illy assisted program, These 
procedt res should afford any person .1ffected by an action of the 
grantee in the operation of the prog··am a fair oppO):"tunity to con
test that action. The "fair opportunity" to contest will necessar'ly 
vary with the nature of the issues involved and the identity and 
interests of the complainant, In al cases, however, the complaincnt 
should have the right to submit to the grantee for its consideratiun 
data ar.d argument in support of the r:omplainant•s position, Where 
it is claimed that the action which is the basis for the complaint 
deprive~ the complainant of any indi,idual benefit or protection tu 
which he is entitled under the grant-in-aid program, the grantee 
should afford the complainant an adjudicatory hearing on all con
tested issues of fact:: 

C. The Informatio~ Svstem, The federal grantur agency should 
insure that persons affected by a grant-in-aid program receive adequate 
information about the program in order that they may take advantage 
of the federal and the grantee complaint procedures. The federal 
granter agency should require as a grant condition that all program 
materials (regulations, handbooks, manuals, etc.) governing the 
grantee's administration of a program supported in whole or in part 
by federal grant-in-aid fµnds and all plans, applications and other 
documents required to be snbmitted to the federal agency as a condition 
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to the receipt of federal funds should be readily accessible to 
persons affected or likely to be affected by the operation of the 
funded program. Plans, applications and other documents· that pro
vide the basis for federal funding should be made readily accessible 
to interested persons no later than the time of their submission to 
the grantor agency for approval and at an earlier time when required 
by law. 

The federal grantor agency should insure that the grantee's 
system for dissemination of program materials and grant submissions 
takes account of the nature, location and representation of affected 
persons . For exllll\ple, as. a part of a plan to make such materials 
readily accessible, program information might be deposited not onli· 
in the ~ffices of the grantee but als0 in public and university 
librari2s and in the offices of affected interest groups and their 
leg'al representatives. It might alsc be necessary to require the 
provisi~n of descriptive summaries .of technical rules or project 
applications or to require an oral e~planation of program features 
for exanple, the complaint procedures, which are critical to the 
protection of a beneficiary's interests. The federal agency should 
make pa~allel efforts to disseminate naterials relating to its 
adminis cration of the federal grant program. • 

D. Range of Sanctions. The federal granter agency should sei,k 
to develop an ade quate ran ge of sanctions for insuring compliance 
With fejeral standards by grantees th1t apply for or receive fede~,l 
financial assistance. The sanction cf the total denial or cut-off 
of federal funds should be retained and used where necessary to ob 
tain conpliance, but the agency shoul~ have available lesser sancc:ons 
that do not result in the prevention or discontinuance of benefici..l 
programs and proje~ts. This range of sanctions should include in 
appropriate cases: 

1. the public disclosure by the agency that a grantee has failed 
to comp~y with federal standards; 

2. an injunccive action brought by the agency or the Department 
of Justice in the fed dr ~l courts to require the grantee to fulfill 
any assurances of compliance with federal standards made by the 
grantee or to enforce the federal standards attached to the grant; 

3. the disallowance as a program or project cost of an expendi
ture by the grantee that does not conform With federal standards, 
or other partial denial or cut-off of funds that affects only that 
portion of a program or project that is not in compliance with federal 
stc.,dards; 
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4. the imposition of special administrative conditions on 
gra~tee operations, including retroactive awarding of benefits, 
in order to insure the reparation of any individual damage ?r 
prejudice or to correct any shortcomings in the effectuation, of 
federal policy which have resulted from failures to comply with 
federal standards; and 

5. the transfer of a grant, or the awarding of subsequent 
grants under the same or rel_ated grant-in-aid programs, to a dif
ferent grantee if the original grantee violates federal standards. 

Wh~re.an agency lacks statutory authority to invoke one, or 
more of the above sanctions and such 1.1uthority would provide, an 
appropriate means of tnsuring complia~ce with federal standards 
in a grant-in-aid program administered by the agency, it should 
seek tr.e necessary authority from the Congress. 

Tl:e agency should also consider the provision of incentives, 
sucl.1 ai; the contribution of an incre•.sed matching share or the 
awardir g of additional grant .funds, to grantees wri"o comply w,i th 
certair federal standards. Where tht agency lacks statutory 
authority to provide compliance incer.tives and such authority 
would ~rovide ·an appropriate means of ensuring compliance ~ith 
federal standards in a grant-in-aid program administered by ):he 
agency, it should seek the necessary authority from the Congress. 

https://Wh~re.an
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I. FEDERAL STANDARDS IN THE 
GRANT- IN-AID SYSTEM: .THE COMrl.IANC:: PROBLEM 

The General Scop·e of the Study ,rnd Recommend11ti0n. Federa l 
·expenditures for grants-in-aid have increased tenfold in the last 
two decades , Total outlays for federal aid programs amounted to 
only $2,4 billion dollars in 1951. For fiscal year 1971 the esti
mated outlay is $27.6 billion. Bureau of the Budget, Simplifying 
Federal Aid to States and Communities 5 (1970), The great majority 
of these dollars have gone to state a~d local governments and only 
a ·small percentage of the total to private persons and institutions. 
The num>er and variety of federal asEistance programs has also 
expanded greatly over the years. OEC has attempted on several 
occasio1s to catalog existing assist,nce programs. Its most r ecent' 
catalog lists 1019 domestic assistance programs administered by 57 
differe1t federal departments and agEncies. Catala~ of Federa l 
Domesti~ Assistance Programs: A Description of the Federa l Gove rn
·merit I s Jomes tic Pro "rams to Assist tt e Alr.e rican People in Fu,·therir _g 
their SJcial and Economic Progress (tpril, 1970), On the other 
hand, a congressional study by RepreEentive Roth counted each 
authori :ation as a separate program end uncovered 1315 sepa..rat e 
federal assistance programs, Listin, of Ooerating Federal Assistance 
Program~, House Doc. 91-177 (1969)~ 

Fe-leral grants are of two basic varieties: 'formula grants and 
project grants. Formula grants are cistributed to all states acco1ding 
to a pri,determined formula spelled ot:t in the enacting statute, A 
state m11st normally submit a state pl an for approval by the federal 
agency .~ministering the program in order to qualify for its share 
of the ::unds . . Formula grants are found most frequentl y- in the heal t h, 
educati"n and welfare areas and continue· from year to year on an or
going b.1sis . A state which has an a~::,roved plan on file with the 
federal agency is entitled es a matter of right to the continued pay
ment of its share of any funds authorized and then appropriated by 
Congres! for the program. For this reason formula grants are some
times r£ferred to as mandatory grants. Project grants, on the other 
hand, are not necessarily spread among eli gible recipients on a ny 
formula basis but are disbursed to eligible recipients for spec ific 
projects on the basis of project applications. Grants in the housing, 
urban development and environmental areas are generally of the project 
variety, Recipients are generally local units of government or pri
vate entities rather than states as in the case of formula grants. 
Project grants rely on local initiative and local sensing of needs 
in requesting funds and in following up applications. They are far 
more flexible than formula grants and allow federal administrators 
considerable discretion in_deciding which project applications deserve 
funding. For these reasons they are often referred to as discretionary 
grants. For an excellent discussion of the characteristics of these 
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twq varieties of grants and a comprehensive description of the 
existing federal grant-in-aid system, see Advisory Commission on 
Intergovernmental Relations, Fiscal Balance in the American Federal 
System, Ch. 5 (1967). 

Quite often the line between formula and project grants becomes 
blurred. The Hill Burton Act,. for instance, authorizes HEW to make 
project grants to public and private hospitals for the construction 
and modernization of hospital facilities but contains in addition 
a precise formula for apportioning the available funds among the 
states. Project applications of local hospitals must be approved by 

0 

a 
state agency prior to their submission to HEW and must be in confo1mity 

.with a state plan that has beeri appro·Jed by HEW. 20 U.S.C. lH!291-
291i •(1970). Federal highway and wat,1r pollution grants similarly 
have both formula and project charact•?,risitcs, as do many educatiori 
grants. 

An!' recommendation on the enforc.~ment of federal standards can
not pos~ibly treat all grant programs. Some limitation on coverag<, 
is mand..tory. The proposed recommend~tion therefore excludes from 
its COVE rage all research, training a:1d demonstration grants ·to 
governmental units and to private per.;ons arid institutions. Also 
excludec are fellowships and other gr~nts to individuals tlrat 
primarily benefit the recipient o( th~ grant. The unifying feature 
of the grant-in-aid programs which th,? recommendation is intended 
to cover is that the immediate recipi·mts of the. grants are in no 
real serse_the beneficiaries thereof. These grants are a federal 
subsidy which encourages a state or 1-Jcal government or a private 
provide:- of support or services to u=i,Iertake or expand activities 
which benefit third persons within th,1 reach of its programs, such 
as welfare recipients, highway users, school children or the medicilly 
indigent. That is, the grants are "g::-ant-in-aid-of" programs admir
_istered for the benefit of third partLes. Among the principal grart
in-aid r,rograms which would be covere,l by the recommendation are: 

1. Social Assistance grants to the states under the Social 
Security Act for a) Old Age Assistanc~ (42 u.s.c. §§301 et seq.); 
b) Aid and Services to Needy Families with Children and for Child
Welfare. Services (42 u.s.c. 0§601 et ~eq.); c) Maternal and Child 
Health Service$ (42 u.s.c. 0§703 et seq.); d) Aid to the Blind (42 
u.s.c. §§1201 et seq.); and e) Aid to the Permanently and Totally 
Disabled (42 u.s.c. 0§1351 et seq.). '.l'hese are formula grants and 
are administered by HEW. 

• ' 2. Urban Renewal project grants to local public agencies under 
Title I of the Housing Act of 1949, 42 U.S.c. 001441 et seq. HUD 
administers these grants. 
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3. Grants and loans on a project basis to local housinr, 
authorities for the development and acquisition of !ow-rent public 
housing (42 U,S,C. ftU!409 and 1411) and for annual contributions 
to local housing authorities to assist them in achieving and main 
taining the l ow rent character of public housing (42 U,S,C. §1410). 
HUD administers these programs. 

4, Model Cities grants to cities (42 U, S,C , §§3301 et seq.). 
HUD administers this program 

S. Highway construction grants distributed to the states on 
a formula basis by the Bureau of Public Road s in DOT (23 U,S,C. 
§§101 el seq.). The grantees are normally state hi ghway departments, 

6. Urban Mass Transportation gr.1nts to state and local govern
nients (,.9 U.S.C. §~1601 et seq.), Th,,se grants arc distribut ed on 
project basis by the Urban Mass Trans 1ortation Administration in DCT. 

7. Airport planning and constru:tion grants to state and local 
governm,,nts (49 U.S.C. §§1101 ct seq, 1. These grants are di s tributed 
by the l'ederal Aviation Administratio 1 in DOT. 

8, Education grants made avail a l.le to the states on .a. formula 
basis f,,r distribution to local educational agen·cics serving areas 
with co11c entrations of children from low income families (20 U.S,C. 
§214a) 1Title I of Elementary and Secundary Educption Act of 1965). 
The Off : ce _of Educati on in HEW admini :: ters this program. The grantees 
are the local educational agencies. 

9. Grants to state, local and r~gional agencies for the con
structi<n of was te treatment works (33 U.S.C, 81158). This program 
was admlnist e red by Federal Water Quality Admin istrati on in the 
Depart me nt of the Interior but has bern transfe rre d under an executive 
reorganization plan to the new Envirm.mental Protection Agency in t ~e 
Office of the President, 

10, Grants to st a te and local gcvernments for the acquisition 
and prese r vation of open space lands (42 U,S, C. 6111500 et seq.). H'JD 
administers these grants . 

11. Grants to air pollution control agencies on a project basis 
for planning purposes and for the control of air pollution (42 U.S.C. 
§1857cl, This program was administered by the Air Pollution Control 
Administrat i on in HEW but has been transferred unde r an executive 
reorganizati on plan to the new Environmental Protection Agency in 
the Office of the President. 



248 

/ 
- 8 -

·12. Law Enforcernoolt:grants to the states under Title I of. the 
Omnibus Crime Control and Safe Streets Act of 1968 (42 U.S.C. 
§§3701 et seq.). These grants are distributed on a formula basis 
and share many of the characteristics of block grants. Normally 
the federal grant goes to a state crime commission that then ap
proves applications for funds from state and local law enforcement 
agei:icies. 

13. Various grants distributed among the states on a formula 
basis by HEW to aid localities in the construction (and occasionallv 
the servicing) of libraries, hospitals and educational and vocation~! 
facilities (scattered through 20 and 42 U.S.C.). The local grantees 
may be ,d ther ·private or government:il ent.ities. Grantee applications 
must.no:mally be approved both by HEIi and by the appropriate state 
agency. 

14. Block-type grants to the slates for public health servicc:s 
under t3e Partnership in Health Act cf 1966 (42 u.s.c. §246). 

. 15-. Grants for waterworks and I ewers available on a project 
basis primarily to local governmental units (42 U.S.C. §§3101 et 
seq.). HUD administers this program. The Department of Agricultu1e 
administers an overlapping program fc-r rural areas (7 u.s,.q. §1926: . 

16. .Grants to public and pri-vate non-profit organizations fo:: 
antipoverty programs, e.g., Emergency Food and Medical Services 
(42 u.s.c. §2809); Legal Services (4:! u.s.c. §2781); and Community 
Action (42. u.s.c. !!2781 et seq.). Tl,e Office of Economic Opportun:.ty 
administers these programs. 

17. Grants to state -employment security agencies to facilitate. 
employment (scattered throughout 29 l!_S.c.· and· 42 U.S.C.) and to 
industries and public and non-profit organizations to provide job 
training for disadvantaged youth (42 U.S.C. §2711). The Hanpower 
Adminis:ration in the Department of Labor administers these project 
grants. 

Fe1eral Standards in Grant-in-Aid Programs. Federal grants t0 
state and local governments and to private persons have strings at
tached; and the recipients of federal financial assistance must comply 
With any conditions that come with the money. These strings or con
ditions are referred to in this Report as federal st~ndards. They 
are devices for insuring that the persons Congress infended to benefit 
through a grant program actually receive the benefits thereof. Normally 
the prospective recipient of a federal grant must demonstrate that 
it Will comply with the federal standards.either in the project appli
cation which it must file to obtain a project grant or in the plan 
which it must file to become eligible for a formula grant. These 
standards take a great v~riety of forms. So~e of the~ are quite 

https://Opportun:.ty
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specific and commit the grantee to a detailed c ourse of action 
while others tend to be vague and only require the grantee to 
take into account various factors or to adopt certain goals. 
While some standards are clearly found in the statute book, 
others derive from the broad powers of federal age ncies to ad0pt 
appropriate rules and regulations to carry out their duties. 

A very general form of federal standard is necessarily in
volved in all f edera l grant programs, bec ause each program of 
federal grants-in-aid has been developed for a particul~r purpose 
determined by the Congress to be of national conc e rn. Examp l es 
of such "categorica l" grants would be grants for airport con

·struction, urban renewal, or a id to f1milies with de pendent chil
dren. Federal funds must be spent by the grantee within the con
fines o! · the particular assistance pr;,gram. Welfare funds cannot 
be spen'. . for the construction of aiq:orts, and vice versa. Recent 
critici:;m of the Office of Education for its administration of 
grants- :n-aid under Title I of the El ! mentary and Secondary Educa-

_. tion Ac ·. of 1965 has been concerned ¼ith violations of this type o 
federal standard. Local educational age ncies have allegedly mis
spent T:.tle I funds on recreat ional a 1d audio-visual equipme nt tha ·. 
has ben, fited all school children aPd not merely the needy childre11 
that Tille I funds are meant to aid. Washington Research· Counci 1., 

Title I of ESEA. Is it Helning Children? (1969). As will be seen 
below, r he enforcement of this t ype of federal standard has not 
raised 1.s many problems as the enforcement of standards that 
determi lle how funds are to be spent ¼ithin a given categor y . 
Normal\: · the federal government deals with the former situation 
by refudng to re lease matching fede r::il funds when it discove rs 
that the grantee plans to spe nd money ·outside the scope of the 
categorical assistance program or by seeking restitution of federa . 
funds ti.at have al ready been so expended. 

The more troublesome type of gra .,t standards,' with which this 
Report is primarily concerned, may co~veniently be divided into 
four somewhat overlapping categories, First, there are stand ards 
that ar~ statutory or constitutional \n origin and that apply to 
all or to a great number of programs of federal financial assistance, 
Title VI of th~ Civil Rights Act of 1964 r equires that no person 
"shal 1, on the ground of race, color, or national origin, be ex-
cluded from participation in, be denied the benefits of, or be sub
jected to discrimination undcr ·any program or activity receiving 
federal financial assistance." 42 U,S,C. §2000d) (1970), Another 
statutory standard which applies to all grant progra•ns is the Hatch 
Act's prohibition on political activity by state and local employees 
engaged in federally financed activity. 5 U.S.C. §§1501 et seq. 
(1970), The great majority of grant-in-aid ~rograms also require that 
federal funds must be used'to supplement and not supplant the grantee's 
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expenditures, Finally, the National En~ironmental Policy Act of 
1969, 42 U,S,C. §4332(C) (1970), requires all federal agencies 
to report on and consider the env-ironmental impact of "major 
federal actions significantly affecting the quality of the, human 
environment," !ll02(2)(c), Public Law 91-190, The term "federal 
actions" is surely broad enough to cover federal grants-in~aid, 
and this landmark- legis.lation may prove to be the genesis of a 
new federal standard applicable to most programs of feder~l. 
financial assistance, Sive, Some Thoughts of an Environmental 
Lawyer in the Wilderness of Adnlinistrative Law, 70 Col. L. Rev. 
612, 643-651 (1970); San Antonio Conservation Society·v. Texas 
Highwav Dept., 400 U.S. 938 (1970) (Black, Douglas and Brennan, 
J.J.,.dissenting from denial of certiorari). 

. A second cluster of statutory standards _is found in the great 
majority of formula grants distributed to the states. ·For instanc•!., 
Congress has normally insisted that each recipient state designate 
a single state agency to administer the federally assisted program 
and pbserve a merit system fo~ emplo)ment in tqat agency,,..,Health 
and welfare services funded through formula grants must likewise 
generally be made available on a state-wide basis.. An analogous 
type of standard is sometimes found in the project grant area. 
Congress may require that an areawide plan for attacking •a•particu• 
lar problem or range of problems be submitted to· the federal agenc.1 
before any project grants will be awarded in a given geographic area 
for projects which relate to that prcblem. The,most well,-known su:h 
requirement is the workable program for community improvement whic1 
local governmental units must prepare and have certified by the 
Secretary of HUD every two years in order to be eligible for urba::1 
renewal and related grants under Title I of the Housing Act of 194·J. 
The workable program must include an effective program of housing 
code er.forcement, 42 U,S.C, §145l(c) and (e) (1970). 

The third and most important group of standards are those 
statuto::-y st'andards which apply only to a single grant program or 
closely related group of programs. Congress has determined that 
these standards are necessary to insure the proper implementation 
of particular grant programs. For exai:nple, states that receive 
federal highway construction aid must hold public hearings on the 
routing of highways that affect urban areas (23 U,S.C. §128 (1970)) 
and must take extraordinary steps to perserve parkland (23 U,S.C. 
§138 0970)). Grants for 'urban mass transportation must conform 
With various federal standards for protecting existing private 
transit companies and their employees. 49 U.S.C. §1602(c) (1970). 
States that apply for federal assistance for aid to·needy families 
with dependent children must give assurances in their state plans 
that they Will comply with numerous federal standards in, operating 
their programs. These standards vary in magnJtude from a requirement 



251 

- 11 -

that the AFDC program operate uniformly throughout the state to 
detailed requirements for pursuing runaway fathers and for disre
ga~ding certai n earned income of f amily members . Among the fed e ral 
standards intended to protect welfare ·recipienls are requirements 
that state and l oca l welfare agencies promptly furnish assistance 
to all eligible individuals a nd afford a recipient a fair hearing 
pri or to a denial of bene fits, 42 U.S.C, §602(a) (1970). 

Federal standards a lso play a particularly vital role in urban 
renewa l g r an t s, Local public agencies receiving urban renewal 
grants must rehabilitate bui ldings whereve r f eas ible rather than 
demolis l, them (4 2 U,S,C, §1460(c) (1970)) and must provi.de sa tis 
factory relocation housing for individua ls and families d isp l ac ed 
by an u:ban r enewa l proj ect (42 U,S,C §1455(c) (1970)), These 
standarls, particularly the one on r e locat ion, are difficult to 
comply ~ith and often un popu lar with local officials who may be 
intere ~:ed primarily in urban beautification and in increasing the 
local tix rolls. The sta nd a rds, on the other hand , are intended 
to prot !ct the interests of r esjdents of the ·urban renewal area. 
Congres5 has r ecently reformuiated tte federal standard on reloca
tion ani extended it to all federally assisted programs that resull 
in the iisp! aceme nt of persons throug, the construction of hi ghway: , 
airporti, buildings or otherwise. 42 U,S.C, §§4 60 1 et seq: (1970) 
(Unifor n Relocation Assistance and Real Property Acquisition 
Policie5 Act of 1970 .) 1/ This new l aw also establishes uniform 
federal standards on pr~cedures for l1nd acquis£tion which apply 
to all federally assisted programs which involve the acquisition 
of real property or a ~blic i mprovem!nt for which ·real property 
is to b! acquired. Its enactment si gnific antly increases the im
portanc! of this r ecommendation bec a use it est abl ishes major fede~ .l 
standaris that apply to a great numbe r of federal . grant-in~aid pro • 
grams a~d that shou_ld often prove dif~icult to enforce. • 

A iourth and final cluster of federal standards are those 
which t':e fed e ral agencies themselves have deve loped. They apply 
only to particul a r programs and appear in agency regulati ons, 
manuals, hand books, policy statements, forms, and other materials 
necessary for program.administration. For a discussion of these 
various administrative t ools, see Skoier, Lynch and Axilbund, 
Legal and Quasi-Lega l Considerations in New Federal Aid Programs, 
56 Geo . L.J. 1144, 1153-1157 (1968). Many handbooks and manuals 
contain program policies tha t are advisory only; these are not 
federal standards that will be enforced through a fund cut-off or 
other sanction. On the other hand, other administrative r equire
ments (sometimes but not always found in formal regulations) are 

!I The impetus for this legislation was the Report of the Advisory 
Commission on Intergovernmental Relations, Reloc;:ition: Unequ;:il Treat
ment of People a nd Businesses Displace d by Governments (19651. Federal 
standards for relocation of displaced pe~sons are by no means new to 
the highway area, In 1968, Congress imposed si gnificant r,elocation 
responsibilities on state road builders that received federal funds. 

https://provi.de
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clearly binding on the recipients of a grant. These standards may 
go b.eyond what is specifically required in the statute and depend 
for their validity on the federal agency's general power· to adopt 
rules and regulations in furtherance .. of the grant program. HUD• s 
Urban Renewal Handbook, for instance, contains a myriad of standards 
which local public agencies must observe in such diverse areas as 
acquiring land for the project, entering into contracts for project 
work, selecting private sponsor.s to redevelop a project area, and 
disposing of land acquired for the project. The number of such 
standards presently in force in all grant programs is difficult 
to determine, but at least two of them have figured prominently in 
recent Supreme Court cases. In Thorp~ v. Housing Authority of the 
City of Durham, 383 u.s. 268 (1969), :he Court upheld the validity 
of a HUD circular which amended the D-1partment 's Low-Rent Manage-
ment Ma1,ual to require local public h·Jusing authorities that recei, ed 
federal financial assistance to afford a tenant prior to eviction a 
private conference where the tenant w:iuld.. be told .. the reason for 
the evi,:tion and giyen an opportunity to reply. The circular was 

·held binding on.the local housing authority, and the tenant could 
success!:ully resist any eviction procedure until the authority had 
complied. with it. In Lewis v. Martin, 397 U.S. 552 0970), the Court 
h~ld va'.id a HEW regulation (45 C.F.R. 203.U that specified when n 
state mi·y take into account the incorca of a stepfather or ilther mat: 
in the house in determining the resources available to a needy chi.d. 

To a certain degree one may legitimately an-gue that if thera :-.s 
a probl1:m with enforcement cif federal standards it is because ther,1 • 
are too many of them. The solution to the compliance problem migh·: 
then be in "federalizing" programs wh~re domineint national interest.s 
require national control and in relaxing ·standards in other prograns 
by technique~ such as block grants or special revenue ~~a~ing. ThE: 

first sc-0 lution to the standards problem has been adopted in part b:· 
the Hou:;e of Representatives for the AFDC program by. its passage o:' 
H.R. lC'.t'he Nixon-Hills Family Assista~ce Plan) during the current 
session of Congress. The block grant approach is proposed for the 
federal aid highways program in the administration's special revenue 
sharing proposals on transportation, J. 1693, 92nd Cong., 1st Sess., 
and is already used in the law enforcement area. 

Each solu"tion has significant problems. "Federalization" is 
rarely possible because of the political, administrative and fiscal 
ramifications of the historic state and local involvement in these 
areas. Even in the context of the supposed state financial crisis 
which has moved us so far toward the "federalization" of welfare, 
the provisions of H.R. 1 really only carve out as federal respon
sibilities a particular level of monetary support and certain pro
gram elements directly related to the provision of employment. There 
would remain a grant-in-ai<l program for social services to low-income 
persons hedged about with many of the present AFDC condi'tions and 
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• what is in effect a grant-in-aid program for state supplementary 
payments, again with many of the present conditio.n~. retaine d. No 
doubt block grants do give the states greater authority to determine 
priorities among competing needs in the broad area of the block 
grant, but certain federal standards, such as Title VI and the 
Hatch Act, must stil I be complied with. There may al so be specific 
federal standards f or individual block grant programs. For example, 
state agencies that r ece ive block grants for law enforcement must 
"pass through" at least 40% of the planning money and 75% of the 
action money to units of local government, 42 U,S.C, §§3723(c), 
3733(c) (1970). In addition, no more than 1/3 of a block grant to 
a state may be expended f or the compensation of personnel. 42 
U.S.C. B73l(d} (19 70) . For an excel ent discus s ion on the structt ring 
of law enforcement block grants, see -~visory Commission on Int ergcve rn
mental R~lations, Making the Safe Stn,ets Work: An Intergovernme ntll 
Challenge (1970) . 

Yet, the block grant or specia-1 ~evcnue-sharing approach has 1 

great dEal to recommend it because it begins to approximate an id e1-l 
for~ of -grant. The provision of fundi from the federal treasury fer 
a particular state, local or private! _,, run program is large ly, if r ot 
always, based on a recognition of ben, .f its from that program which 
are external to the jurisdiction or ~,ographic area in which it will 
function and of external costs from s :ate, local or private'unde r
investment in the activity which is tu be supported. Ideally then, 
the fed~ral government might make its grant-in-aid payments to 
indiviciu1l grantees on the basis of c .tl culations' of the amount oi , id 
necessary to produce an "optimal" lev,,1 of program output. The only 
"prosrarr" condition necessary on such grants would be that the speci
fied ouLputs be achieved. 

The difficulty with these ideal :;rants is that we have no reliable 
means by which to measure or estimate external economies and diseccno
mies, or the amount of aid necessary f:o produce--in conjunction with 
whatwever level or grantee spending i~ likely to be forthcomi ng-
optimal ,evels of output, Perhaps mo1c importantly, we are not very 
good at coming up with sensible definitions of the "outputs" them 
selves, which would tell us whether the grant monies were being 
appropriately expended. To take the AFDC example, what should the 
state be asked to produce? Happy children? Whole famili e s? Low 
illegitimacy? ·Productive and self-reliant adults? A percentage 
reduction in "poverty"? Even taking the more casi ly measured indi
cators as goals, the establishment of casual relationships between 
a grant program and a particular and measurable social change would 
be enormously difficult. See generally, M, Olson, The Opti ma l Alloca
tion of Jurisdictiona l Rc>sponsibilit y: The- Principle of "Fiscal Equiva
lence," and Mushkin & Cotton, Systematic An;ilysis and Grants-in-Aid 
in the Federal Svstem in I The Analysis · and Evaluation of Public Ex
penditures, Joint Economic ·Committee of the Congress, 91st Cong., 1st 
Sess. pp. 321-56 (1969). 
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The drafters of federal grant programs thus tend to be driven 
toward a choice between Cl) providing money and no standards; (2) 
the provisions of "goals" or output standards in respect;.of which 
compliance will be virtually impossible to estimate or which are 
measurable but poor surrogates for the true purposes of the grant 
program; (3) "input" requirements which represent the planner's 
best guess concerning the necessary techniques for producing the 
desired results. The input standard or condition has usually been 
chosen. Moreover, it is difficult to make a convincing argument 
for the general relaxation of the only type of standard which seems 
feasible. Presumably these standards are thought necessary to 
achieve national goals and it is in the name of these goals that 
federal grant-in-aid programs make ve~y substantial redistributio~s 
of resources among the states. 

. Fi€ ures compiled for 1966 indica·:e that seventeen states are 
in effec·t the net granters and the re;t are net beneficiaries of 
federal grant-in-aid programs. Ohro ,egislative Service Commissior, 
Impact ,,f Federal Grants-in-Aid on Ohto Administrative Policies, 
Staff Ri.search Report No. 90, p. 37 0969). Earlier statistics on 
(1) per capita grants-in-aid received as a percentage of per capit, 
contribt tions to grants and (2) on gr·:mts received as a percentage 
of total federal ·taxes paid revealed that the states' percentages 
in these "two categories varied from N~w Jersey's 37% to Wyo 

0 

mirig' s 
4.59% or. the first scale and Delaware's 4.41% to Mississippi's 45.~8% 
on the E"econd. Report of the Virgini-<1 Commission on Constitutional 
Government, Federal Grants-in-Aid 67 (1961). Certainly, it would 
seem po: itically irresponsible to mak~ resource shifts of this magr,i
tude without some considerabie exerci5e of control over expenditur£s. 
Hence, j t seems sensible to expect th.it categorical grant programs 
with more or less extensive federal s:andards o~ conditions Will be 
with us for some time. • 

The· Need fol."' Better Enforcement of Federal Standards. Obviomly, 
there is an immense body of statutory law establishing grant programs 
and providing standards for thei-r administration, but until recently 
there has been very little case law interpreting the statutes and 
determiring the respective rights and remedies of the granter, grantee 
and affected third parties. Federal agencies normally make important 
grant policies. and decisions through informal agency action that may 
go unreported and only rarely reach such decisions in the context of 
formal rulemaking or adjudicatory proceedings. The absence of any 
body of law or of formal procedures becomes particularly apparent 
when one compares the law of federal grants with the law surrounding 
governmenr contracts and. licenses. Government contractors and licen
sees have definite rights and definite procedures available for 
asserting them before administrative and judicial tribunals. Third 
parties affected by governmental action in these areas also now have 
judicial remedies under an expanded law of standing. Scenic Hudson 
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Prescrvat inn Conforc ncc v. FPC , 354 F. 2d 608 ( 2d Cir. J ')65); Sca11wi, 1 l 
Laborator i es v . Schaffer , 424 F.2d 859 (D ,C . Cir . 1970) (uns ucce ss 
ful bidde r on gove rnment contract has stand ing to chall e nge lega lit y 
of award). 

There is growing pre ssure to secure similar rights f or gr antees 
and for third persons affected by t he grant process . IL has hce n 
suggested that the present syst em too often l eaves gr antees, the 
beneficiari es of gr ant progr ams and their su ppo r te rs helple ss to 
counteract autoc ratic decis i ons _by fe deral administ r ators w\to are 
rel at ive l y unaccountab l e to a popu lar constiluc nc y and often inse ns i
tive or unsympathetic to l oca l prohlems and r ea l iti es. Cahn and 
Cahn, TI ,e New Sove reign Immu nity, 81 ~arv . L . Rev. 929 (19 681. Of 
particu : ar concern is the pos i ti on of the pu tative ulti mate be ne
ficiar y of a grant progr am whose in te:e sts arc depe ndent upon the 
enforcellent of f ede r a l st andard s a nd •.' hose rights may be ignored ir 
the acc11mmodation of gran t or and gr an :ee int e rests through processes 
in whic ' , he doe s not participat e . Th? basis for this concern wi 11 
appear 1ior c fully from a brief r eview of admini s trative and judicic l 
enf6rce••nt of f edera l grant standard~. 

Thr: Agencv Enforcca,e nt Eff ort . ' t is difficult to ge ne ral izc> 
on the ·,ast r ecord of t he federal age , cies in enfo rci ng fodera l s ta 1dards 
in gran L-in- aid progr ams. It is appa7e nt, howeve r , that fe de ral 
grantor age ncies have had less th an t~ t a l success in enforcing im-
portant feder a l standards in a num ber of maj or gr ant-in- a id progr aas . 
There i .; a l so considerab l e evide nc e t :at the fe dera l enforcement 
effort ·,,as bee n seriously deficient w. th r espect t o some standards. 
The Uni •.ed St ate s Commission on Civi l Rights r ecentl y c onducted an 
exhaust : vc study of the fede ral governme nt's enf0rcement of the 
Titl e V~ st andard of non- discrimina ti Ln in •f cdera ll y assisted pro-
grams. The Comm i ss ion f ound that th~ e nforc eme nt effort lacked uni
formity and c onsistency and demonstra ·e d a reluctance to app l y avail-
able sanctions in cases of non-c ompli ance . Federa l Civil Ri gh ts 
Effort L03-09 (1970) . The Ge nera l Accounting Office has docume nted 
on seve ral occasions llUD ' s failure to obtain comp liance with the 
federa l stand ard that adequate r e l oca~ i on housi ng be avail ab l e fo r ~er
sons· displ aced by an urban renewa l project . Tondro, Ur ban Re newa l 
Relocation: Prob l em s in Enforc eme nt of Condi t i ons on Fede ral Grants 
to Local Age ncies, 11 7 Univ. of P:1 . L. Rev . 183 , 194 -95 at nn. 79- 86 
(19 68) . Sec a ls o Cahn, Eichenberg and Romberg, The Leg a l Lawbreake rs: 
A Study of the Nonadmi nis trat ion of Fede r a l Re l ocat ion Re quireme nts , 
(1 970) (Citi ze ns Advocate Center) . No doubt the standards of non
discrimination and of ade quate r e l ocation housing are among the mos t 
intractibl c to e nf orce; but the failures ir thcsc a reas are discouraging 
because these standards r ef l ect vital national concern a nd vital bene
ficiary inte r est s . In other areas federal age ncies have not suffi
ciently articulated, much 1cs s enforced, fed e r a l standards that arc 
vital to grant-in - aid programs. For example, · throughout the 1950s 
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and most of the 1960s HEW failed to develop adequate federal standards 
to prevent states from applying discriminatory eligibility r,,quire
ments for AFDC payments. Bell, Aid to Dependent Children 186-194 
(1965). 

HEW has recently acted in a number of cases to enforce com
pliance with federal standards. In late 1969, the Department ordered 
conformity hearings to determine whether Nevada and Connecticut were 
complying with federal standards in.their public assistance programs, 
particularly AFDC. See National Welfare Rights Organization v. Finch, 
429 F.2d 725 (D.C, Cir. 1970). The Department in late June 1970, 
ordered conformity hearings for four -idditional states (Arizona, 
Califor1iia, Nebraska and Pennsylvam.a) and released to the press a 
state-b:•-state list of questions raisi?d concerning state compliance 
with federal requirements in all the social assistance programs uncer 
the, Soc--.al Security Act: These questions involve both the adequacy 
of the ;tate plans and amendments t_hflreto _on file with the Department 
and the validity of state administrative practices. Each of the sjx 
states ,;ited by the Department have l:een found after hearings to be
out ·of ,:ompliance with one or more federal standards and have been 
given c11mpliance deadlines after which funds will be withdrawn, Ir 
four of these cases compliance has be3n achieved and two states are 
contest .ng the hearing decisions in the courts. 

The Department appears to be quite se~ious about enforcing at 
least the major federal reqi.Iir~ments ilnd is procpeding to call 
additio:1al conformity hearings, However, it is obvious from the 

·Departm,mt is own quarterly compliance reports that many issues go 
unreso)Yed, Moreover, the formal reports only list referrals by 
Regiona: Offices to the central offic~. The former negotiate about 
many is:mes for many months before id3ntifying them as conformity 
issues, Finally, persons experienced in dealing with state welfare 
systems uniformly report that the regional offices know of only a 
fractiou of the conformity problems w'.1ich exist, 

There are a number of reasons for this failure to enforce federal 
grant-ir-aid requiremen~s. (Specific problems with agency enforce
ment in one program, Aid to Families with Dependent Children, are 
detailec in an Appendix to this Report.) At the most general level 
the reason is that ·agencies are with few exceptions not "enforcement
oriented. 11 Grant-in-aid program!l are after all meant to be coopera
tive efforts. The posture of the federal agency toward its grantees 
is not generally that of an umpire calling fouls, but that of a coach 
giving support in the form of cash and expertise, Moreover, there 
are strong incentives for low-visibility conflict and accommodation. 
The first such incentive is the adverse efrect of the mainstay of the 
federal enforcement arsenal, the fund cut-off. The remedy, if it has 
to be applied, helps none and torpedoes the program. A second incen
tive is that sharp delineation of federal versus state positions and 
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stringent efforts to exact compliance are likely to cause control 
of the conflict to get out of the hands of agency professionals and 
into the hands of politicians. If this happens, the results are 
always unpredictable and may from the program professional's 
viewpoint be disasterous. See DerLhick, The Influence of Federal 
Grants (1970). 

There is at least some evidence, however, that the fund cut -
off is not as ineffective as one might expect, The recent AFDC 
experience, for example, suggests that states will comply when 
threatened in a credible fashion with fund cut-off. The fund cut
off or ).he threa t thereof has also proved effective in achieving 
deseg·re :;at ion in many southern schoo l districts r ece iving federal 
funds u-1der Title I of the Elementary and Secondary Education Act 
of 1965. Carter, Equal Educational OJportunities for Negroes -
Abstrac:ion or Real ity, 1968 Ill . L. ~orum, 160, 174 - 76. However, 
there i~ no doubt that this sancti on 3normousl y raises the politic1 I 
stakes i_n any federal granter/state cr local grantee confrontation, 
and 'tha: federal grant personnel are ~sitant to play, or to play 
often, en high-ante games. A classic example of this type of con
front a t '.on occurred in 1963 when HEW ~efused to provide federal 
funds u:1der what is now the AFDC prog ·am for Mic hi gan 's pl an to pre -
vide as;istance for needy children wi,h a n unemployed paren°t bec auie 
Michiga.1's definition of unemployment conflicted with fede r al Jaw. 
This st~ugg l e quickly developed into• personal one between Govern 0r 
Romney md Assistant Secretary Cohen ,t HEW. St'einer, Social Inse 
curity: Th~ Politics of Welfare, 101-107 (1966). Similar problems 
have re :ently arisen in California. 

Tho, tendency then is for f ede ral granter agencies to stress pro 
gram de ·,e lop,nent rather than enforcemc:nt, to develop a close workir g 
liason llith grantees which is likely LO be upset by any high visibility 
eonflic:, and to deal more effective!; with issues of compliance ul ich 
respond to negot iation than with issues which require l arge expendi
tures oi effort and political capital. This is an understand able 
stance, but one wh ich should be counter-balanced by inputs from the 
persons affected by any non-complianc p with federal standards. It 
is to the provision of a structural system of suc h inputs through 
effective complaint mechanisms at both the granter and grantee levels 
of administrati on that the followin g recommendation is directed. 

Litigati on as an Indic ator of the Compliance Problem. The last 
two or three years have witnessed an unprecedented influx of suits 
in the feder a l courts cha lleng ing grant-in-aid programs. Normally 
these challenges have centered on the issue of whether the operation 
of a grant program compli es with federal r equirements . Such suits 
are really private enforcement act ions to obtain compliance with 
federal standards . A majof impetus behind this influx of suits is 
the new body of law on standing that permits a growing number of 
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persons to test in the courts the legality of governmental action, 
Persons that suffer injury in fact from governmental action and whose 
interests are arguably protected or regulated by statute now have 
standing to ob~ain judicial review of agency action in the federal 
courts, Ass'n. of Data Processing Service Organizations. Inc, v. 
Camp, 397 U.S. 150 (1970); Barlow v. Collins, 397 U.S. 159 0970). 
The impact of these decisions on the grant process is bound to be 
substantial. It is :1ow generally conceded that the intended bene
ficiaries of a federal grant-in-aid program who are adversely 
affected by the operation of the program at the ·federal, state or 
local level have standing to sue the offending officials. The 
princip,tl 'grounds of co!Dplaint in tliese suits will invariably be 
the non-compliance ~ith federal stancards by the officials who are 

.runriing the program. 

Thls trend toward increased judicial involvement in the grant 
process has been furthered by the Surreme·Court•s recent decision 
.in Citi·:ens to Preserve Overton l.'ark v. Volpe, 40~ U.S. 402 Cl971) 
That ca;e involved a challenge 'by patk-.Loving citizens and conser-
vation :~roups to the construction of a "federally aided highway thrnugh 
a publi•: park. The plaintiffs alleged that the Secretary of Trans
portati-m' s approval of the project for federal funding was illegal/ 
because it violated 23 u:s.c. §138. That section instructs the 
Secreta.y not to approve any project which involves the taking of 
public llark land "unless (1) thElre is no feasible and prudent altei·na
tive to the use of such land, and (2) such program includes all poi
sible planning to minimize harm to stch park ... r.esulting from suc-h 
use," fhe Court held that the Secretary's decision was reviewabie 
and tha: the District Court should determine whether the Secretary 
acted within the scope of his authority, whether his decision was 
arbitrary, capricious, or an abuse of discretion; and whe.ther applicable 
procedu:al requirements were obser,vec. 

Lh·igation concerning compliance with federal grant standards 
takes e.;sentially two forms: (1) a suit seeking review of a federal 
grantor agency's funding decision and (2) a suit against a grantee 
claiminr, that its failure to comply with federal standards has 
deprived the plaintiff of rights, privileges or immunities guaranteed 
by federal law. Suits in the first category raise the normal problems 
associated with judicial review of federal agency action (jurisdiction, 
venue, reviewability, etc.), while suits in the second category are 
normally based on the civil rights acts' provisr"ons codified at 42 
U,S,C, §1983 (1970), However, at least one case, Gomez v. Florida 
State Emplovmcmt Service, 417 F. 2d 569 (5th Cir. 1969), has indicated 
th_at a private c-ivi.l action based on federal grant standards might be 

,-implied Without the aid of 42 U.S.C, §19.83. (Gomez seems to have 
- .bred a rash of suits charging that federally funded employment agencies 

are violating federal stanaards by referring .migrant workers to jobs 
- providing substandard working conditions, New York Times, October 3, 

1971, page 1, col. 4.) 
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Recent litigation has highlighted four areas where the problem 
of ·enforcing federal standards in grant-in-aid programs · is acute. 
The first area is that of civil rights ; Title VI of the · Civil 
Rights Act of 1964 provides for the termination or denial of federal 
financial as sis tance to persons who violate the Congressional mandate 
that "No person i.n the Un i ted States, sh al 1, on the ground of race, 
color, or nati ona l origin, be excluded from participation in, be 
denied the be ne fits of, or be subjected to discrimination under any 
program or activity r ece iving federal financial assistance." 42 
U,S,C, §2000d (1970). Under this provision, HE\~ has c,ut off in 
the 1960s fed era l funds from numerous school districts and hospitals 
in the South. The present administra~ion, howevei, has on occasio~ 
discouraged fund cut-offs by HEW, and the Fifth Circuit's decision 
in Taylor County Board of Education v. Finch, 414 F,2d 1068 0969) , 
has und e rmined muc h of HEW 1 s past eff,rts by requiring that HEW ma~e 
a finding of discrimination in each p _-ogram of categorical assistai.ce 
and not just find that the recipie~t Jiscriminated generally in iti 
operati,ms. 

Lit. igat ion concernin•g the enforc ement of Tit le VI has al so in• 
valved IIUD, Two federal district courts have recently held in suits 
brought by private plaintiffs that lo:al housing authorities violated 
Title v ; and the Fourteenth Amendment by discriminating in .the sel, ,ction 
of sites for feder a lly assisted publi ~ housing. · Gautreaux v, Chic,~ 
Housing Authority, 296 F. Supp. 907 (N,D. Ill. 1968); Hicks v , \·leaver, 
302 F. Supp. 619 (E,D, La. 1969). In Hicks, th~ court enjoined HUI• 
from gr,.nting federal funds to the !c=al housing authority pending a 
determi1,ation on the merits of the plaintiffs' claim. In Gautreau::, 
the cou,t refrained from ordering a cJt-off of federal funds but 
granted plaintiffs sweeping affirmati ✓ e injunctive relief to elimi1ate 
the effects of past discrimination anj to prevent discrimination ir 
the future. The court feared that ev~n a temporary denial of fede1al 
funds wruld impede the development of public housing in Chicago, (on
trovers~· over HUD• s civil rights role now centers on the question <f 
the affirmative measur e s which the Dcuartment must take under the 
Civil Rights Act of 1968 to insure that its grants do not contribute 
to segregated housing patterns, Shann >n v. HUD, 436 F,2d 809 (3rd 
Cir: 1970); Gautreaux v. Romney, __ 7 ,2d __ (7th Cir. Sept. 10, 
1971), 

A second area where serious enforcement problems have arisen is 
in federally assisted state welfare programs. HEW has in the past 
been extremely reluctant to apply the drastic sanction provided in 
the statute (42 U.S.C, §604(a)) of cutting off federal funds to states 
which are not complying with federal stan~ards. Advisory Commission 
on Intergove rnmental Relations, Statutorv and Administrative Controls 
Associated with Federal Grants for Public Assistance 62-64, 92 (1964). 
Even where welfare recipie.J)ts claimed that individual states had 
clearly violated standards in federal statut~s on the eligibility 
of families for welfare and on the determination of a welfare recipient's 
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standard of need, HEW has failed to take effective action to resolve 
questions of compliance, Welfare recipients have responded by suing 
state grantees in the federal courts under 42 U,S,C, §1983 alleging 
a deprivation under color of state law of rights guaranteed by the 
federal Constituion and Title IV of the Social Security Act, Every 
supplement to the CCH Poverty Law Reporter and every issue of the 
Clearinghouse Review report additional filings by welfare plaintiffs, 
·since 1967 about one hundred.welfare cases have been decided and 
fully half that many must be presently pending, A number of these 
cases have reached the Supreme Court, ~-, King v. Smith, 392 U,S, 
309 (1968) (Alabama's man in the house rule struck down); Rosado v. 
Wyman, 397 U.S. 397 0970) (New York',"3 redetermination of. need stn~ck 
down); Lewis v. Martin, 397 U,S. 552 0970) (California's income 
attribution rule struck down), 

In all of these cases the Suprerre Court faced the same questi,,n 
that would have faced HEW in a con;o1:111ity_proceeding: what sanctions 
to impo;e for non-compliance with federal requirements, In King v~ 
~•.-:he Court adopted the striking course of holding t·hat the 
Alabama regulation in question was irconsistent with the federal 
statute and therefore void under the Supremacy ,Clause, 392 U.S. 
309, 33:·l n. 34. In Rosado v. Wyman·, en the other ·hand, the Court 
remande,1 the case to the district coi:rt to fix a date whi.ch would 
afford New York an opportunity to re\ise its pt'ogram in accordance 
with federal requirements. If New Ycrk did not do so by the determined 
date, the district court was to enter an order 1;estraining the fur:her 
use of :ederal monies. 397 U.S. 397, 421-2f, Justice Douglas, in a 
concurr'.ng opinion, recognized the d,nger in such a remedy: 11That a 
State w.ay choose to refuse to comply With the federal requirements at 
the cost: of° losing federal :f:urids is, of course, a risk that any wet
f?,re plaintiff takes." 397 U.S. at l 27. ·Justice Douglas did not 
mention that the plaintiff takes that risk not only for himself bu: 
for all welfare recipients, 

A third major area where recent litigation has highlighted th~ 
enforcement problem is urban renewal. Various federal statutes 
specify important requirements for feJerally financed urban renewal 
projects. The local public agency which executes an urban renewal 
project must hold a pu_blic hearing on the project prior to lanci 
acquisition (42 U,S,C. §1455(d)) and must insure that there is ade
qui;ite relocation housing fpr individuals and families displaced by 
the project (42 U,S,C. §1455(c)). Many community and civic groups 
have found HUD•s enforcement of these requirements inadequate and 
have sued in the federal courts to secure their observance, Norwalk 
CORE v. Norwalk Redevelopment Association, 395 F,2d 920 (2nd Cir. 
1968); Western Addition Communitv Organization v. Weaver, 294 F, 
Supp. 433 (N,D. Calif, 1968). Tenant~ and in Opposition to Rede
velopment (TOOR) v. HUD, No. C-69 324 SW (N.D. Calif. 1970), Shannon 
v. HUD, 305 F. Sur.p. 205 (E.D. Pa, 1969), rev'd on other grounds 436 
F,2d 809, 39 L,'W, 2372· (3rd Cir. 1970), qnly in the TOOR case were 
the plaintiffs ultimately successful, In the well known Norwalk 
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decision, the court upheld the standing to sue of residents of the 
urban renewal area who had been or were to be displaced by the 
project but did not determine what the appropriate relief would 
be if the plaintiffs proved their charge that the local public 
agenc y had not adequately provided for the relocation of dis-
pl ace es as requi red by federal law. 395 F. 2d 902, 927. By the 
time the court recognized the plaintiffs' standing to sue, the 
project the plaintiffs were seeking to enjoin had already been 
completed, McGee, Urba n Renewal in the Crucible of Judicial Review, 
56 Va. L. Rev. 826, 866-67 (1970). In the Western Addition case, 
!IUD had never made the r e quired determination that satisfactory 
arrange~ents had been made for relocEt ion of displacees. The court 
enjoine,J the Secretary of HUD from he noring future requisiti ons 
from th,, loc a l agency f or f ederal furds until such a plan had been 
approve ,!. 294 F. Supp. 433, 441. Tte Secretary subsequently found 
the loc 11 agency's relocat ion plan a, d assurances satisfactory to ',im 
and the court dissolved the injuncti cn . The court viewed its role 
in revi -~wing the Secretary 's determir at ion narrow ly: 

11 [T]he judicial functi 0n is narrowly limited to 
ascertaining whether the Secretary has made the 
determination r equired of him by law, and, if 
so, whether he has acted in apparent good faitW, 
reasonably ra t her than a1bitrarily and with s ome 
factual bas is f or his decision. If so, judicial 
review can go no furthe r . " 

(Unrepo~ted decision of March 5, 196•, see ABA National Institute,~ 
Federa! Urban Grants, 22 Ad. L. Rev. 113, 268 (1970) .) 

In the TOOR case, however, the f edera·l district court on April 
30, 197), found that HUD's approval cf the San Franc isco Redeveloprent 
Age ncy', rel ocation plan was arbitrary, capricious and Without bas! s 
in fact and that the r edeve lopme n t age ncy had fail e d to comply with 
a HUD r<'gul ation requiring consultati,n in the pl anning stage With 
minority group l eaders wheneve r a con,emplated project will result 
in a suLstan tia l net r educt i on in the supply of housi ng in the project 
area avi..il ab l e to minorily gr oup fan,ili es. The c ourt enjoined HUD 
from ho~oring requisitions from the redevelopment age ncy after Jul y 
I, 1970 and enjoined that agency from any furthe r demo lition work or 
displacement of project r eside nts. Shann0n, on the other hand , did 
not involve compliance With the reloc ri ti on standard but raised the 
issue whethe1· an ame ndment to an urban r e newal pl a n was a "mater ia l 
alteration" which under !IUD• s proc edu r es r equired that th e local public 
agency hold a new pub! ic hearing. The court held that HUD' s decisi on 
that an additional hearing was not required was subject to judicial 
review but that the decision was ne ilh~r arbitrary nor capricious and 
therefore should be upheld-on the merits. Further litigation should 
be expected in these areas. Congress acted in 1968 and 1969 to impose 
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important new requirements on urban renewal projects. 
: 

Fixed per
ce~tages of housing units in project areas redeveloped f~r pre
dominantly residential uses must be for moderate and low income 
persons, and low and moderate income housing units must be provided 
"at least equal in number" to the nmnbei; of such units that existed 
prior to demolition if the vacancy rate in the locality is less 
than 5 percent. 42 U.S.C, §§1455(f) and 1455(h) (1970). 

Persons affected by the alleged non-compliance -with federal 
standards contained in the Federal Aid Highways Acts (23 u.s.c. 
~101 et seq.) have also repaired to the courts to seek relief. 
The Fc-d iral Highway Administration nc:-1 has a substantial docket of 
cases s-?eking review of funding decii ions under the Federal Aid 
Highway3 Acts. While"some of these cases involve special claims 
to relo::ation asststance, they are 11.rgely suits claiming defects 
in ·the planning process required for federally aided highway con
struction and seeking to enjoin the 1unding of projects until· thes ! 
defects are cured. Because of the rn.ture of the federal standards 
the .complaint usually takes the- form of allegations that the state 
highway department has not touched a·• 1 the bases necessary for gra·1t 
approval, .!h&..,_, submission of an environmental statement under NEP.\, 
holdir,g public hearings, or consider1.tion of social, environmental and 
economi:: effects and consistency wit!, local planning. 0ccasionall:i, 
it may also be possible to allege that the facts do not warrant, o-: 
·the Secretary of DOT has not made, a finding specifically reqJired 
of him, .!h&..,_, that projects in SMSAs be based or! continuous compre • 
hensive transportation planning, or !:hat no feasible or prudent at,irna
tive to the taking of parkland is av,:ilable, or even that the plan.: do 
not proJide a project conducive to 11!:afety, durability and economy of 
mainten!lnce. 11 

As one might expec.t the decided cases raise all the· traditior:.. 1 
judicial review issues, ~. standiug, reviewability, timeliness, 
and scoJe of review. The standing issue for any reasonable class of 
plaintiffs has been disposed of by the now classic cases of R.oad 
Review J.eague v. Boyd, 270 F. Supp. 650 0967) and Citizens Committee 
for the Hudson Valley.v. Volpe, 425 F.2d 97 (1970). Moreover, the 
Supreme Court has made clear that the Secretary's judgments concerning 
required findings µnder .the federal- statutes are reviewabl~ at least 
insofar as a plaintiff alleges that the Secretary has failed to con
sider the questions involved in accordance With appropriate critieria 
for the exercise of his judgment. Citizens to Preserve Overton Park 
v. Volpe, 401 U.S. 402 (1~71). This sort of review may be fairly 
searching. In D.C. Federation of Civic Assoc. v. Volpe, 316 F. Supp. 
754 (D.C. D.C.-1970), rev•d and remanded on other grounds 401.W. 2211 
(D.C. Cir. Oct. 12, 1971), for example, the district court (1) re
jected the FIIWA•s interpretation of one of its Policy and Procedure 
Memoranda (PPM 20-8 implenienting 23 U.S.C. §128) and held that its 
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action was invalid because not in conformity with the PPM; (2) 
invalidated a finding of structural feasibility on grou~ds that 
the evidence before the division engineer at the time of his ap
proval as "safe and dur.:ible" made th.it approval unreasonnb l c; (3) 
investi gatt•d the r eason.:ib l encss of a find'in g that the pro ject 
conformed to local tr,:rn~portation planning; and (4) in a rather 
obscure few paragr aph9 , seemed to invalidatP the FHWA•s acceptance 
of the District of Columbia's certification that environmental, 
econo,aic and social problems had been con siderc;d on the gr ound tha t 
the certification was made by a local official who did not know 
whether these factor s had in fact been considered within his depart
ment. 

The Efficacv of Lit i C'at i on as a C' :->mpl lance Techni<Ju<'. Al thoug·, 
the -remEdies side of the law of fcderd grants has been developinr, 
fairly 1apidly throu gh the case law, , t is still in its inf ancy, 
Even when ~alured it is not likely to provide effective enforcement 
techniq1 cs if the principal relianc e :s pl ace d on the courts. Ther! 
are a m ,nber of reasons why this is true-. 

ThE first general reason has to c'. o with the traditional and 
inherent difficulties with judicial rrview. The process is often 
s 1ow anc usually expensive. As the u1 ban rene1<al cases demons trate, 
by the time judicial action is t aken rhe project may be completed 
or sunk costs may be so great that ef~ective relief is impossible 
or unre; ,.sonably costly to the public. In areas 'Such as public 
assista1,ce only the major test case c .tn be mounted, Judicial relief 
for ind:viduals costs more than the~ nefits produc~d, and available 
free counsel is spread very thin, 

There is also a problem of use of court resources . . Where the 
court i! : asked to review a federal ·grt.ntor agency's determi nation 
there a1·e often large gaps in the doc·1mentary record which must be 
supplied by testimonial proof. See, ~. Citizens to Preserve 
Overton Park v. Volpe, 401 U.S. 402 (~971); D.C, Federation of Civi : 
Associati ons v. Volpe, 316 F, Supp. 754 (D,D.C. 1970). This, of 
course, adds to the b~rden on court trial calendars, Moreover, in 
areas such as welfare litigation the nature of the proceeding may 
require at least preliminary examination by a three judge court 
under 28 U.S.C. §2281(1970) and expedited appeal to the Supreme 
Court. This is true because the welfare claimant almost always 
seeks to enjoin local or state agency implementation of state law 
on grounds of a violation of the claimant's federal civil rights. 
Hence, extremely scarce resource s are being consumed in some com
pliance litigation at three times their normal rate. 
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Since the pressure of welfare compliance litigation is great 
one·J#.ght expect that tpe federal court pipeline for determination 
of welfare issues will begin to be closed off on jurisdictional 
grounds--. Because $10,000 can seldom be seriously alleged as the 
amount in controversy in a welfare claim"(these are not the type 
of class action claims which may be aggregated), the welfare claimant 
or claimants must allege a coloi:able-constitutional issue in order 
to give a federal court jurisdictron. 28 U.S.C. §1343(3) (1970). 
These constitutional issues iargely involve equal protection and 
since the Supreme Court's retrenchment on an expanded review of 
state social welfare legislation in Dandridge v. Williams, 397 
U.S. 471 (1970), it has become increasingly difficult to convince 
some federal district coi:irts to convem! a three- jud·ge federal court 
See, _g__,_g_

0 
, McCall v. Shaoiro, 292 F. s·upp. 268 (D.C. Conn. 1968); 

Metcalf·,. Swank, 305 F. Supp. 785 (N.D. Ill. 1970) aff'd 444 F.2d 
1353 (7t11 Cir. 19?°1); Monev v. Swank, 432 F.2d 1140 (7th Cir. 1970), 
and Rosafo v. Wvman, 414 F.2d 170 (2d Cir: 1969) rev•d on other 
grounds J97 U.S. 397 (1970). This might mean-eithQ.r that the distr:ct 
court Wi :h which the case is ari'ginally filed will decline jurisdic•:ion 
on groun.3s of failure to allege a suh~tar1tial federal question, or :hat 
the dist:~ict court will simply refuse to convene a three- judge fede··al 
court wh:=.le retaining statutory claims as within its pend~nl; juris
diction. Should a three-judge court 1:e convened it might then decile 
that the federal constitutional question is insubstantial or that i~ 
should b,~ decided against the plaintiff with a reference back of thn 
statutor:• claims to the pendent jurisc:iction of l:he single- judge 
district court. See, !h&.,., Rosado v. Wyman, 397 U.~. 397 (1970). 
The avai ability of these options tends to make the acceptance of 
federal ,·ourt jurisdiction highly discretionary. 

These same observations obvious!:, may also apply in-other area:; 
where cr.11,pliance_ litigation takes the form of a. suit by affected th:.rd 
parties .1gainst the recipient of fedt:ral grant-in-aid funds. Nor 'i:t 
it likely that this sort of compliance· litigation can effectively be 
shifted to state courts. State judiciaries have been considerably 

. less hospitable than federal courts to suits against grantees based 
on federel grant standards. This seem-, particularly true in the high
way grants field where the approach of the state courts has been that 
federal standa~ds are conditions on funding and relevant only to .a 
grant decision by FHWA. Morningside - Lenos Pk. Ass'n. v. State Hwy. 
Dept.', 324 Ga. 344, 161 S.E.2d 859 (1968); Futch v. Greer, 353 S.W.2d 
896 (Ct. App. Tex. 1962); Linnecke v. Dcot. of Hwvs., 348 P.2d 235 
{Sup. Ct. Nev. 1960); Piekarski v. Smith, 153 A.2d 587 (Sup. Ct. Del. 
1959). Occasionally state statutes will direct that federal highway 
standards be complied With, e.g., N. Y. Hwy. Law, §85 (1964), but 
even then the court may take the FHWA approval of the project as 
conclusive evidence of the satisfaction of these requirements. See, 
Town of Clearmont v. State 1Iwy. Comm'n., 357 P.2d 470 (Sup. Ct. Wyo. 
1960). 

https://groun.3s
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Where the technique for ra1s1ng issues of the compliance of 
grantees with federal standards takes the form of a suit to review 
the .grantor agency's actions with respect to the grant there is also 
reason to believe that the judicial remedy leaves something to be 
desired . When revi ewing broad r equircmeryts on the basis of the 
"arbitrary and capricious" standard and nece ssarily relying largel y 
on testimonial proof concerning men tal operat i ons, the courts can
not be expected to upset administrative jud gment s except in the 
most egregiout situations. Whnt ~he complainant r ea lly needs is 
a structural means by which he can present his grievance to the 
agency. 

Herce while recognizing the trem !ndous impac t that litigati on 
may some times have in furtherin r, comp'. iance with federal standards, 
see,~-'-' Barrett, The Role of th P. C)urts in We lfare Reform, 1970 
Duke. L.:. l; National Center f or Soci1l Statistics, Trends in AFDC 
in 1965 - 1970 and Selected Annual Peri)ds, .Repo rt H-4 (1970), the 
accelercting incidence of litigat i on :oncerning fed era l grant pro
grams i[ probably more s ymptomat.ic of disease ' than evidence of the 
applicat.ion of effective therapy. Th~ proposals which fol low are 
not a pcnacea for the ills of the various grant-in-aid programs. 
They are, however, designed to introd ice a modicum of order and 
responsiveness into the process of di~posing of claims that"there 
has beer a failure to comply with sta~dards attached to federal 
grants-in-aid. 

II. DISCUSSION OF RE:o~mENDATION 

A. The Federal Ad mi nistrative Complalnt Procedure. 

The federal grantor agency ,hould have an administra~ 
ti\e procedure for the receipt and impartial disposition 
of complaints by persons affecte~ by the grant-in-aid pro
gram that a plan, project application or other data sub
mitted by a grant applicant or grantee as a basis for federal 
funding does no t meet one or more fed e ral standards. This 
procedure should afford the comp lainant an opport unity to 
submit to the ·grantor agency for its consideration data 
and argument in support of the com_plaint, and should affoi:d 
the grant applicant or grantee involved a fair opportunity 
to respond to the complaint. If the agenc y determiqes that 
the complaint is not valid, it should notif y the complainant 
of its determinati on and should state in writing the reason 
for its decision. If the agency determines that the com
plaint is valid, it should so notify both the complainant 
and the grant applicant or grantee of its determination and 
should state in Writing the reason for its decision. If 

https://symptomat.ic
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the agency exercises discretion not to make a determina
tion on one or more issues raised by a complaint,. it 
should so notify the complainant in Writing, The agertcy 
should dispose of all complaints within a·prescribed 
period of time, 

The complaint procedure administered by the federal 
granter agency should also provide for the receipt and 
impartial disposition of complaints that a grantee has 
in its administration of the funded program failed ~o 
comply With one or more federal s·tandards, It is antici-
0 

pat!')d _that many granter ~gencies will find it necessary 
to limit their cons-ideration of such complaints to situa
tions in-which !;he complainant raises issues which affect 
a substantial number of persons c·r which are particularly 
important to the effectuation of federal policy and will, 
therefore, dispose of most individual complaints concerning 
grantee administration by referring the complainant tq such 
corrplaint procedures as are required to be established by 
the.grantee, The granter agency sltould by regulation 
define the ~lasses of cases that it will consider suf
ficiently substantial to warrant processing through the 
federal complaint procedure and those classes of cases• 
wherein complainants Will be required to pursue a remedy 
through available complaint proc~dures administered by 
the grantee, 

Surrmary, The purpose of Part A of the recomll!endation is to 
strenthen the role of federal granter agencies in enforcing federal 
standards in grant-in-aid programs, The survey on pages 15-17 of 
this Report indicates that serious enforcement prqblems exist in ma:1y 
programs and that the inadequate respo'1se •of federal agencies to th•~se 
problems has led to the deep involvement of the federal courts in t:1e 
task of 1nforcing federal standards. Federal agencies may respond 
to this situation in a number of ways, Part A proposes that they do 
so by developing administrative procedures fpr handling complaints 
of a grantee's non-compliance with fed1ral standards. The initiatir-n 
by f~deral agencies of formal complainc procedures, or the strengthLning 
of existing procedures, should lead to a broader'acceptance within the 
federal agencies of their responsibility to enforce federal standards. 
In pr~ctice, complaint procedures should also operate to provide 
federal agencies with more complete information on compliance problems 
and to shift from the courts back to the federal agencies the primary 
role in resolving questions of compliance with federal standards, 

Federal agencies should of· course seek to achieve increased com
pliance with federal standards through any other means that.prove 
effective, They may condu~t educational programs to inform grantees 
of their obligations and may provide technical advice and services to 
aid grantees in complying w~th federal standards. These techniques 
recognize that a grant~~•s non-compliance may be due to ignorance 
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or to staff limitations rather than to any conscious d:j.sregard of 
federal standards. The federal grantor agency might also clarify 
its interpretation of applicable federal standards and even develop 
models for grantee administration that would assist grantees in 
conforming with federal standards in the 

0 

ir program operations. 
Other techniques for improving compliance with federal standards 
include more intensive or freque nt administrative reviews of grantee 
operations and an audit syst.em designed to detect grantee expendi
tures that violate federal standards. 

All of these techniques may prove useful to federal agencies 
in achieving improved compliance with federal standards. Federal 
agencies may simultaneously employ one or more of them in addition 
to utili~ing a complaint procedure. fart A singles out the adminis
tra~ive :omplaint procedure because tlat technique recognizes that 
the ulti nate beneficiaries of grant-i1 ,-aid programs have a signifi
cant int~rest in the grantee's comp1i1.nce •with federal standards. 
In recent years there have been widesrread efforts . by individual · 
citizens and public interest gr~ups aifected by grant programs to 
hold .pro:;ram officials accountable fo1 · their actions. These effort, 
often re,ult in law suits, but may al~o take the form of concerned 
citizens' meetings, petitions, and cm~aigns in the press and other 

. mass med.a, · A federal administrative complaint procedure·w~uld in
volve th~se private interests in the ~ompliance and enforcement pro:ess 
of the f~deral agency. This involvement at the agency level should lead 
to an imxoved record in enforcing fecleral standards. In addition, 
an effective complaint mechanism shou:d convince the beneficiaries 
of the g~ant-in-aid program that the irantor agehcy is responsive t? 
their in ~erests and thus restore theit confidence in the worth of t1e 
grant program. 

This encouragement to individual i : and public interest groups t? 
police grant programs may cause some ciiscomfort to administrators W'lo 
find their interference troublesome. Organizations of welfare recipients, 
conservationists, neighborhood residents, public housing tenants ana 
other persons affected by grant progre~s are often demanding; and their 
views may conflict sharply with those of program officials of the federal 
agency or of the grantee. These new pressure groups however, are now 
as much an established ·part of the American scene as are professional and 
trade associations, labor unions, veterans organizations and the Chamber 
of Commerce. Often their tactics may be abrasive but their presence is 
important for informed decision making concerning the allocation of 
federal funds. Such decisions should not be made by government officials 
in lofty isolation but rather with an awareness of competing viewpoints 
and considerations. Federal agencies should therefore welcome the orderly 
participation of these organizations and of affected individuals in a 
complaint procedure. 
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Too often in the past these interests have been left out of 
the administrative process. Recent reforms in the system of federal 
grants-in-aid have generally be~efitted state and local grantees 
by strengthening their role in_ the system Without any corresponding 
re~ognition of the role of the system's ultimate beneficiaries. 
Examples of such reforms include: the consolidation of grant pro
grams, the institution of block grants, the areawide planning 
requirements of 6204 of the Demonstration Cities and Metropolitan 
Development Act of 1966 (42 u.s.c. §3354) (1970), the prior con
sultation on new federal agency regulations and standards which 
the heads of state and local governments are entitled to under 
Bureau o': the Budget Circular A:..as CJt.ne 28, 1967), and the greater 
reliance on state and local governmenr that is a hallmark of the 
"New Fed:ralism." These are praiseworthy reforms, but some. counter· 
yailing role must be played by the u_ltimate beneficiaries of grant 
programs. This recommendation seeks ::o establish such a role in th~ 
sensitive area of enforcing federal.standards, 

Complaints· Directed at Grantee Submissions. The first-, categor:, 
of complaints· covered by Part A are complaints that a plan, project 
application or other data submitted by a grant applicant or a grant,:e 
as a basis for federal funding does nc-t meet one or _more ·federal 
standards. The phrases "plan, project application or other "data" 
are inte~ded to cover at least si~ types of submissions: 1) state 
plans which indivi.dual s.tates must have -approved ·by the federal 
agency i,1 order to qualify for a formt:la grant; 2) comprehensive 
or functional state, regional or local plans which must be approved 
by the f?deral agency before any project grant will be awarded that 
relate!:" the plan; 3) amendments to both these types of plans; 4) 
project ~1pplications for individual project grants; S) amendments to 
project .1pplications; and 6) reports end factual data which are eithar 
submitted witn a plan or project application or submitted at a latc::
stage to demonstrate .that a grantee has met specific federal standards. 
In all cases the word "submission" should be liberally construed to 
cover the operative provisions of a gr.intee's plan or application and 
should not be restricted to documents· that are physically transferred 
from the grantee to the granter. For :l."!lstance, a state plan submitt~d 
to HEW t~ qualify for a formula grant may summarize or only refer to 
the state's operative statutes and regulations and need not contain 
their actual texts.· The statutes and regulations are nevertheless 
part of ·the state plan, and a complaint should be able to challenge 
their conformity with federal standards. 

The majority of complaints processed under this -aspect of the 
federal complaint procedure should be complaints directed at penaing 
plans, applications or amendments thereto t~at. hav~ been submitted 
to the federal agency but not. yet acted upon or approved by it. 
Ideally, as many complaints,as possible should be resolved at this 
stage before the agency has made a funding decision by approving the 
submission. Many type~_of complaints are likely to arise at this 
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stage; three prominent examples may be selected for purposes of 
illustration. First, potential displaca:!l may complain that a relo
cation plan accompanying an application for an urban renewal or 
other project grant docs not comply with federal standards. Second, 
welfare recipients may complain that a new state statute or regula
tion on eligibility for assistance or income disregard violates 
federal standards. Finally, conservation groups may complain that 
a state highway project does not conform with federal environmental 
or planning requirements. In all three of these examples the com
plainants are raising issues that are basic to the effectuation of 
important federal policies and federal agencies should seek to 
resolve ~hese issues effectively. 

The complaint mechanism w'ith res ·.,ect to grantee submissions is 
int~nded to function in two additiona situations. First, it cover, 
complairts that the federal agency ha; improperly approved plans or 
applications that do not in fact conf,,rm with federal standards or 
that plans or applications submitted ·md approved in the past are 
no 1-onge·r valid because they have not been brought into conformity 
with ne~ly imposed federal standards. This problem has recently 
arisen in the area of social assistan,·e grants .to ·the states where 
HEW is row questioning the conformity With federal standards of 
state plan material submitted and app ·oved years ago. Although 
the stat~·s involved have continued to receive federal funds on a 
regular basis, they have either never submitted adequate plan material 
to HEW c r have not conformed their p l.m materia 1 • to new federal req 1i re
ments, In ~hese situations federal a;encies should entertain compl1ints 
that plcn material or applications no longer conform With federal s:an
dards, Jf course, a federal agency nc,ed not continually redetermin~ 
issues cf compliance and may dispose of sub.sequent complaints by in- · 
forming the compla.inant that a partic11lar issue has already been 
resolvec by the agency. 

Secondly, the complaint procedure in Part A applies to situations 
where :th ·! federal agency must make a finding that federal requirerne,1ts 
have been satisfied before it releases federal funds to the grantee 
or beford it approves the initiation or continuation of a federally 
assisted program or project, Congress has increasingly required in 
recent yt'.ars that federal administrators make such determinations 
with respect to the· environmental or human impact of grant programs. 
For example, §138 of the Federal Aid Highway Act of 1968, 23 U.S.C. 
§138 (1970), prohibits the Secretary of Transportation from authorizing 
the use of federal funds to finance the construction of highways 
through public parks if a "feasible and prudent" alternative route 
exists and unless there has been "all possible planning" to minimize 
harm to the park. If a grantee proposes to construct a highway 
through a park the factual data required to support that action is 

a -necessary submittal that -provides a basis for federal funding. Under 
Part A of this recommendation the federal agency should entertain com
plaints that a feasible and prudent alternative route does exist or 
that all possible planning has not taken place, 
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This latter function of the complaint mechanism over!~~; with 
its pi;imary function of resolving complaints at the appl-ication 
stage. Quite often the grantee will include or refer to in its 
application the factual data which it believes supports a determina-·~ 
tion that federal standards h~ve been met. Federal statutes or 
regulations may require that the applicant submit such data and 
that the federal agency make the determination before approving the 
application. See §210· of the Unifqrm Relocation Assistance and 
Real Property Acquisition Policie~ Act of 1970, 42 U.S,C. §4610 
·c 1970), which provides that a fedei-al agency shall not approve a 
grant that will result in the displacement of persons unless the 
agency receives satisfactory assurance3 concerning the relocation 
program of the state or local grante_e.. Quite often, however, the ~ 
federal l'.gency Will not' only make such a determination at the appli
cation stage (if it makes the determination at tha~ stage at all) 
but also at a later-time when the pa,rticular project is fully 
planned and even partially executed ... ·Posq~oning the determination 
in this fashion may be necessary because complete data is··.often not 
availabl!! at the application stag.e:. For, exampie, irr urban renewal 
projects grants HUD must be sat"isfied .at a reasonable time, j:>rior to ,··:, 
actual dJsplacement that adequate relo~ation housing is available 
for indi1·iduals or families to be displaced. 42. U.S,C. §1455(c)(2) 
(1970), Where the federal agency makes at a later stage than the 
applicai:::.on stage the crucial determination that results in the 
continued f.low .of federal funds, complainants should be able ·to takE 
advantage, at that· time of the complaint procedure, proposed in Part I!.· 

Complaints Directed at Grantee Operations. The'·second. paragrai:h 
of Part,. covers complaints that a g~a~tee in its administration of 
the ·federally aided program ·has failed·,.tci comply with one or more • 
federal 1.tandards. The recommendation, ·however, recognizes that 
complaint·s which involve individual grievances may in many_ cases be 
better handled by the• grantee's complalnt procedures provided for 
in Part i:. Normally the federal agency should refer individual com
plaints to the grantee I s c_omplaint·. proredures if such procedures are" 
available, The grantee's complaint;mechanisms are likely to be more 
convenie4tly located a~d accessibie'~o the complainant, and the 
grantee is lil~ly to have readier access to the facts. Fair com- . 
plaint procedures at the grantee level should satisfactorily resolve 
the gr~at majority df individual complaints. Furthermore, to require 
the federal agency to handle individual complaints imposes a significant 
burden on the agency, The federal agency, for example, should not be 
required to handle the.complaint of an individual welfare recipient 
upset about the termination or reduction of. his benefits or the com
plaint of an individual homeowner in the path of an expressway.upset 
over the State Highway Department's offering price for the acquisition 
of his house. ·Those c0p1plainants should normally pursue their remedies 
µnder the. grantee·• s coinpllliilt procedures· ancr;-~f-nqt sati'sfied with the 
result, should then be able to take· their individual grievances to court 

https://applicai:::.on
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without further delay. An additional processing of their complaints 
thro.ugh a federal administrative complaint procedure would be dupli
cative and wasteful from the point of view both of the federal agency 
and of the complainant. 

However, not all complaints directed at grantee operations 
should be referred to the grantee's complaint procedures. Part A 
provides that federal administrative complaint procedure s should 
handle operational ·complaints that raise issues ~,hich affect a sub
stantial number of persons or which are particularly important to 
the effectuation of federal policy, Compliance iisues which would 
affect a substantial number of persons include a state or local 
welfare agenc y 's failure to process promptly applications for 
assistar.ce, the failure of a hospital aided unde r the Hill-Burton 
Act to Eccept charity cases, and a pul-1ic housing authority's in
sertion into its tenants' leases of ir ,proper provisions. In all 
these ceses the grantee may have comp ' ied -"on paper" with federal 
standar~s in a ll plans and applicatio1 .s submitt ed to the federal 
·agency tut it has not complied in practice, Since compliance in 
practic~ is the only t ype of compliance that c ounts, the federal 
agency should not limit its complaint procedure to issues of paper 
compliar.ce. It should also assume re~ponsibility for handling com
plaints of a grantee's widespread non-~ompliance in ~ractfc& with 
federal standards . Such complaint·s wc-uld include a complaint that 
a grantee's complaint procedures do nut comply with the federal 
standards contained in Part B. 

Even when the challenged action cf the grantee affects only on ?. 
person, the federal policy at stake may sometimes be important enou ;h 
to chann=l complaints through federal complaint procedures. This i; 
particularly likely to occur where the,e is some danger. that grante ~s 
Will be hostiie or indifferent to the federal policy, The most im
portant example is the federal policy of non-discrimination. All o: 
the reguiations implementing Title VI of the Civil Rights Act of 
1964 reqJire fed e ral agencies to proce3 s directly individual com-
plaints of discrimination in federally assisted programs. The effectua
tion . of other fede ral policies may li~dWise require the availability of 
a federal complaint procedure for handling individual complaints; the 
federal agency should define t'hose classes of cases by regulation in 
accordance with the final sentence of Part A. 

On the whole, federal agencies should be cautious in opening up 
their complaint procedures to individual grievances about the grantee's 
operation and should consider t ·he desirability of channeling into the 
state or federal courts individual disputes that arc not satisfactorily 
resolved through the grantee's complaint procedures. For example, it 
does not seem desirable for HEW to hear the complaints of individual 
welfare ·recipients that their benefits have been improperly terminated. 
HUD has made a similar determination with respect to tenants' grievances 
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in public housing. Unde~ its new lease and grievance procedure for 
federally assisted public housing, .the parties are left to their 
judicial remedies if a tenant's complaint is not satis~actorily 
resolved through the-public housing authority's complaint procedure. 
RHM 7465.9 (February 22, 1971), This policy classifies individual 
tenants• grievances as complaints -that are not substantial enough 
to channel through the federal complaint procedure. 

The regulations ·:~ow appearing under the Uniform Relocation 
Assistance and Land Acquisition Policies Act of 1970, 42 u.s.c. 
§4601 et seq, (1970), are not uniform on whether a claimant dis
satrsfi-ed ·with ·a ·grantee·' s ·dete~minati on on hi.s e_Ugibility ·for 
reloc,lltion benefits or the amount- the::eof may appeal the adverse 
determination to th~ fcder~l_ granto~,.agency. In grant-in-aid pro
grams adninistered by HUD the aggrievl.!d claimant.may appeal to HUD. 
for'a redetermination of the claim.,, .24 C.F.R. !!42.190 (36 F.R, 8785, 
8798, May 13, 1971). DOT• s regulatfons, op the o·ther hand, do not 
authorize individual complaints to--the, federal,.agency but limit the 
clai.mant. to an appeal to the head of.'-.:~~_graptee_ agency. 49 C,F.R. 
25.21 (36 F.R, 9178, '9181, May 20, '197U,;-•.More intensive study of 
this problem is needed to determine \,1:1iin ~pproacl) is better in the 
context of particular programs but. a~:-- a general m_atter it does not 
appear desirable for the federal ageney to handle individual. com-. 
plaints, In addition it is now gener.1lly conced'eci that federal 
and state courts may review disputes·over relocation pa.yments,l/ 
Under these circumstances HUD and othrir: federal .igencies that fo_l-
low its approach should consider. .,the,. de·sitability of channefing in.t.J 
the state or federal courts individual disputes over relocation pay
ments that are not satisfactorily resolved through the grantee's ccm
plaint procedure. 

No doubt relocation is a sensiti•.te area of federal concern, but: 
most of that concern has centered on :.he issue of whether displacee:i 
have in fact been relocated into 'stanciard housing. and not on the 
issue of payments. Neither the HUD.-no.r the DOT regulations permit 
appeals to the federal agency by ·complainants that claim they have 
been rel~cated into substandard housing. Of course, where there arc 
complain~s concerning a grantee's relocation practices that affect 
a substa:itial number of pe.rsons, Pai::t A suggests that a regularized 
procedure s.hould be available at the federal level for processing 
complain;:s, 

The Structure of the Federal Complaint Procedure, Feder~l 
agencies regain great flexibility in structuring the administrative 
complaint procedure ~reposed in Part A of ~his recommendation, An 

...,.. 11 Prior to the passage of. the Uniform Act, judicial :review on m~tters 
of relocation payments wa!I precluded by statute. Merge v. Troussi, 394 . 
F.2d 7.9 (3rd Cir..1968), A similar provision precluding judicial review 
was in the Uniform Act as reported out of the House Public Works _Com
m~ttee but subsequently deleted, The-· Act is therefore silent on ·the 
availability__ of judicial review. 
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agency must simply make public a procedure whereby it will receive 
and impartially dispose of complaints that a grantee's submissions 
or operations violate federal standards, The procedure should 
afford the complainant an opportunity to present data and argu-
ment in support of the complaint and should offer the grantc~ or 
grantees involved a fair opportunity to tespond to the complaint, 
The agency should dispose of all complaints within a prescribed 
period of time; the agency should either determine that a complaint 
is valid, determine that it is invalid, or exercise its discretion 
not to make such a determina~ion. Individual complaints may in 
addition be disposed of by referring them to the grantee's complaint 
procedures, All dispositions should be in writing, and determina
tions of validity or invalidity shoul~ be accompanied by a stateme n·; 
of the r~asons for the determination, 

The federal agency should delegate the responsibility for 
handling complaints to designated officials in the regional or aree 
offices Jf the agency, Those officials should have the responsibil Lty 
of inves:igating complaints to determine their validity and of dis
posing oZ al 1 complaints in an. a·pprop1 iate fashion. Their identiti 1s 
should b1 publicized and prospective com~lainants directed to them. 
The deciiions of these officials may, if the agency chooses, be sub 
ject to ~urther administrative review at a higher level within the 
agency or by the agency head himself. The final administrative 
decision should constitute the agency's decision on the complaint. 

Earlier drafts of this recommend1 .tion proposed that the offici1ls 
designatid to handle complaints shoulc be independent hearing offic i rs 
who did ,1ot have responsibilities for program planning or administr 1-

tion, I~ was felt that an independent official was likely to be mo-e 
enforcement oriented than a program official. More intensive study 
of the problem in the context of the /FDC program convinced the com• 
mittee t',at independent hearing officE,rs should not be required. Tie 
principa: consideration which led to this change was the desirabili.y 
in many cases of more closely integracing the enforcement process and 
program administration. An important function of a complaint mechar,ism 

_is to supply the federal agency with information on compliance questions, 
Even an ,ndividual complaint which the federal agency refers to a 
grantee'.£ complaint procedures may ale~t the program staff of the 
agency to a potential problem, Program officials who handle complaints 
are able to utilize the information which they acquire in this role in 
deciding whether to conduct administrative reviews and in making in
formal efforts to educate grantee personnel on federal requirements 
and to persuade them to comply, A well informed program official may 
in this fashion bring about a high degree of compliance with federal 
standards without imposing any formal sanctions, Furthermore, the 
formal handling of complaints by program officials should focus their 
attention on compliance questions and make them more enforcement 
oriented, Field work by one of the committee's consultants disclosed 



274 

- 34 -

that federal program officials in the AFDC and highway programs too 
often view their function as primaril'y an administrative and promo
tional one and consider the observance of federal standards a matter 
of state responsibility. This attitude is likely to change with the 
establishment of a federal administrative complaint procedure because 
the-existence of the complaint procedure emphasizes that the federal 
agency is responsible for enforcing federal standards in grant-in-
aid programs. If program officials handle the complaints they are 
likely to consider enforcement a program responsibility, 

The nature of the hearing afforded to the complainant is left 
by Part A largely to the determination of the federal agency. ·The 
recommcn:lation does provide, however, that the complaint procedure 

• should afford the complainant an opportunity to submit data and 
argument in support of the complaint. An opportunity to present 
data anc argument is a minimum requirement for a fair hearing. 
Whether the data and argument should l.•e presented in written or 
oral form may vary with the nature ·of° the ·program, the complaint 
and the complainant. Written submiss:.ons may be an appropriate 
basis fc·r· decisio·n in most cases but· in many instances a complainant 
should dso be able to present his co1.1plaint orally to an agency 
official. An informal oral presentat1on in the office of the agency 
official may be particularly approprii. te where the complainant is 
not rep1esented by an attorney and cannot be expected to ascertain 
indepenoently the precise legal basis for his complaint. Where 
approprj ate, the official des:i..gnated 110 handle complaints should 
seek to resolve them through informal negotiation and conferences 
between the complainant and representatives of the grantee. In 
additio1:, the' grantee should always bi: afforded a fair opportunity 
to _resp<•nd to complaints, Normally tl-e agency official handling 
complaints,should notify a grantee of the substance of a complaint 
that relates t_o the grantee's activities and afford the.grantee an 
opportuuity to present data and argu:,.ent • in response to the complaint. 
Of court:e, the official need no·t form.1lly notify the grantee of con -
plaints that are irrelevant or palpably invalid. 

The complaint procedure should not involve in the great majority 
of cases a formal hearing on the record with oral testimony and cross
examination. Agency officials.handling complaints should be able to 
dispose of most of them on the basis of written submissions supple
mented by their own informal investigations and meetings with the 
complainant and representatives of the grantee. In some cases, how
ever, more formal hea~ings may be desirable. The agency should there
fore have available a procedure for a more formal hearing on a com
plaint at which the complainant and other similarly situated, as well 
as representatives of the grantee, may present testimony and oral 
argument, For example, complaints directed at: grantee practices 
affecting a substantial ~umber of persons may raise contested issue~ 
of fact. Complaints of this type may challenge a grantee's practices 
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in relocating displacees or evicting tenants. Ventilating the 
factual issues at a more formal public hearing may serve a number 
of u~eful purposes. First, it s~ould help the federal agency 
determine what the real facts are. Second, the publicity that 
accompanies Lhe dispo.sit:ion of the complaint may serve as an 
effective sanction for achieving compliance -by the grantee With 
federal stand~rds. If a public hearing discl oses wid espread vio
lations of federal standards, a grantee is und er conside rable 
pressure to rectify the situation. See Part D(l). Third, a 
public hearing should convince the complainants that the federal 
agency is responsive to their ne eds and may even convince them that 
the grartee's non-c ompliance is not a: wide spread as they first 
thought. Finally, if an agency holds a full hearing, a reviewing 
court stould more readily defer to an, findings of fact made by 
the agercy. 

Wh1 .t little law there is in this area indicates that third 
persons affected by a federal grant-iJ-aid program are normally 
.not. enti tied under the Due Process Cl rnse of the Fifth Amendment 
to a tr:al-type hearing on their complaints concerning the ad minis
tration of the program by the federal agency. Kendler v. Wirtz, 
388 F.2< 381 (3rd Cir. 1968) (railway workers affected by a mass 
transit grant); Hahn v, Gottli e b, 430 F.2d 1234 (lst •Cir. ·[970) 
Ctenanti in a below market interest r1te project affected by a 
rent increase); Powelton Civic Ass'n . v. HUD, 284 F. Supp, (E.D, 
Pa. 196!,) (residents challenging eligibility of area for urban 
renewal:. Of course, the nature of the factu a l and legal issues 
in dispt •.te determines the type of hearing which is required; and 
where Ue Due Process Clause requires a trial-type or formal heari11~ 
on comp I aints, federal agencies shoul l fol low that procedure under 
Part A. Courts are reluctant, howeve : , to require trial-type pro
cedures where · informal procedures may wo-rk just as we 11 •. See Fi rsr. 
Nation"! : !lank of Smithfie ld v . Sa xon, 352 F. 2d 267, 273-77 (4t_h__ 
Cir. 19{5) (Sobeloff, J., dissenting). • 

~ncy Discretion not to Resolve Complaints. Part A permits 
a federal agency to exercise discretion not to determine one or mor~ 
issues raised by a complaint. It is importa~t that the agency in 
such cases notify the complainant within a prescribed period of time 
of its decision not to act, This should allow the complainant to 
pursue any judicial remedies available free of the encumbrance of 
doctrines such as exhaustion of·administrative - remedies and primary 
jurisdiction, 

There are two major reasons why it seems desirable that federal 
agencies retain some discretion over the time when they formally 
raise compliance issues in the public forum, First, the federal 
agency is not merely a neu~ral arbiter in complaint proceedings. 
It has independent enforcement responsibilities and, therefore, 
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should not be forced by the mere filing of a complaint into the 
position of choosing between either Cl) reliance on the perhnps 
inadequate submissions of parties or (2),allocating significant 
agency resources to the development of facts and policy in an area 
that it does not feel is significant to the accomplishment of 
federal objectives.when compared with other compliance issues to 
which the same resources might be devoted. If the agency cannot 
thoroughly investigate every- potential compliance issue -- and an 
agency like the Social and Rehabilitation Service of HElv certainly 
could not without outrageous expenditures -- then it must have the 
capacity to assign pr~orities to the possible issues it might pursue. 
This _proposal is in accord with present .law which recognizes the 
standing of affected persons to inten·e.1e in a conformity hearing 
once tne agency has raised an issue of ~on-compliance but does not 
recognize their standing to trigger a cQnformity proceeding by 
raisi,ng nnw compliance. issues, National Welfare Rights Organiza-
tion v. Finch, 429 F.2d 725 Cn.c. ·cir, 1970),, Second, the agency 
should be in a position to decide whetl;er it has a better chance 
at ensuri,1g compliance in a particular area by low visibility con
flict· or :1egotiation rather than by surfacing issues in a public 
hearing. Particularly where state or local governments are involved 
the "cooperative" approach may often achieve a higher degree of over• 
all compliance with federal standards than the public confr.ontation 
that follcws a finding of non-confor!IlitY. 

An agency• s ·decision not to resolve issues raised in a complain!. 
does not nean the agency should forget about thos~ i•ssues. The com
plaint procedure has still served a function of supplying the agency 
with information on a potential probl~m, and the agency should use 
that information in its informal contacts with. the grantee. In thos., 
informal contacts t'f)e f:ederal agency sh.:iuld communicate any doubts 
which it has about the grantee's compliance and discuss with the 
grantee possible modifications or adjustments in the grantee's plan 
or application that would resolve those doubts and still permit the 
grantee to proceed with its program. 

There are also arguments against recognizing that a federal 
agencY. has discretion not to resolve conplaints. 'The recognition 
of this discretion'may reduce the role of the federal agency in re
solving compliance questions _and limit the participation of affected 
persons in the agency's compliance and enforcement process; it is 
thus in some sense inconsistent with the mainthrust of the rcrcom
mendation for a federal administrative c~mplaint procedure. The 
federal grant-in-aid system, however, has many ambiguities. It 
depends for its ultimate success an the effectiveness of the, federal 
agency in achieving compliance with federal policy through the use 
of all the techniques at its disposal. A. complaint procedur.e should 
improve the effectiveness of the·grant system, but at the same time 
it should avoid abstract judgments concerning the use of particular· 
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compliance techniques ,which might interfere with the federal agency• s 
primary responsibility of developing a~d fanplementing an effective 
enforcement progr!lm, 

Present Agencv Practices: The Experiences of HUD and HEW. The 
• implementation of Part A should require some affirmative· action of 

all federal granter agencies cover·ed by the recommendation. The 
i:ecommertdation contemplates ·a publicized complaint procedure which 
is part of the federal agency's enforcement machinery and which pro
vides• a forum for resolving issues of compliance, Existing complaint 
procedures do not appear to meet these criteria, l~1ile agencies do 
respond .:o complaints and often. make substantial efforts to investi• 
gate -the· matter and to help the complainant, the process is too oft1,n 
a haphazard on_e. Prospective complain,ints do not know to whom in tl,e 
agepcy they should direct their complcints or who has responsibilit:' 
for resc 1ving them, ·Field research b) one of the consultants at th i 
HUD regional offices in Philadelphia tnd New York revealed that an 
inordim te amount of time was spent h1·.ndling the relatively small 
number cf individual complaints that c.ame to the attention of the 
field staff. The arrival of more com1,lainants would swamp the 
process. More serious complaints challenging whole projects were 
never rEally resolved but shunted to the courts. 

ThE fairly extensive experience of HUD and HEW in handling com
plaints from private ,persons affected by .their programs indicates 
what furt:her steps are required by this recommendation. HUD receivis 
a consic er.able number of complaints tl at workable programs filed by • 
local gcvernmental units for certifici.tion by HUD and applications 
for loar and grant contracts for urban renewal projects do not con
form with federal standards, particularly standards with respect to 
the pro,ision of low-income housing and the relocation of dis-
placed ~er.sons. Often these complaints are drafted by lawyers and 
resemble a plaintiff's complaint in a- law suit. They are entitied 
administrative complaints and the lengthy allegations of fact con
tained t¾erein are often supported by documentary material. The 
impetus for preparing these administrative complaints evidently came 
from the decision in Powelton Civic Ass'n. v. HUD, 284 F. Supp. 809 
(E,D. Pa. 1968). Powel ton held that the residents of an urban renetval 
area had a due process right to submit to HUD for consideration docu
mentary evidence and written ,argument challenging the eligibility for 
federal funding of an urban renewal project in Philadelphia. One 
senses, however, that the lawyers' purpose in filing administrative 
complaints wtth HUD is not so much to convince HUD of the merits of 
their clients' case as t-0 avoid the defense in a subsequent judicial 
action ·that their clients did not exhaust .their administrative reme
dies. The Department of Justice raises this defense routinely even 
though there are presently no formal remedies available to exhaust, 
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HUD•s reaction to these complaints is by no ~eans a negative 
one .. It docs read and consider any relevant written material sent 
to it and does respond in Writing to all complaints, Normal-ly the 
regional offices handle this task, but the Washington office may 
become involved if the complaint is a troublesome one or was di
rected to the Washington office initially•. Often the General 
Counsel's staff responds to complaints; program officials also 
handle complaints even though they are closely involved in planning 
and administering the grants .which· are the sources of the complaints. 
In at least one instance, a well documented complaint led to a HUD 
field investigation which resulted in the rejection of the applica
tion of ':he.Westside Urban Renewal Project in Pulaski, Tenn, Berger 
and Coge-:i, Responsive Urban Renewal, l Urban Law Annual, 75, 106-17 _ 
(1968), 

- For quite some time HUD has been considering the institution o:: 
a more formal structure for handling these. complaints. What is 
lacking in HUD•s present procedures is the designation of specific 
officials to receive complaints .;md tc resolve, in a reasoned fashion, 
issues of compliance. Such an· effort by:.HUD should hav~ at least 
four ben3ficial results: 1) lt would force HUD to clarify its own 
thinking on compliance questions; 2) l.n cases where HUD finds non
complian::e, it would put pressure on s::ate and local governments to 
revise their plans and applications to conform with federal standards; . 
3) in cases where HUD finds compliance, it would often forestall liti
gation either because the complainant i.s satisfied with the e:Kplanal.ion 
or is convinced that it is futi.le to i:arsue the matter further; and 
4) if th;i complainant neverthelesE does take the matter to court, tlte 
court ha5 the benefit of HUD•s views ~nd e:Kpertise on the complian~E 
issue anj may accord them considerable weight, State and local govern
ments ap;:,lying for grants should not be prejudiced. by a complaint p1·0-
cedure b~cause they.have always had ready.access to agency officiali: 
to ·prese:it their views and because "the recommendation does not affect 
any rlgh~ they may have to obtain a hearing or judicial review of a 
decision to deny or withhold federal f·mds. 

There is also already a complaint procedure used by the Social 
and Rehabilition Services in the regional office~ of HEW, It is highly 
informal, but it operates in a reasonably consistent fashion, Whene;,er 
a complaint is received the. complaining party receives a response 
Within five to seven days. If the complaint is about a local practice, 
the regional office will usually refer the complaint to the state 
agency. The theory is that the states are primarily responsible for 
correcting local practices. Where the question is one of eligibility 
the regional office will suggest to the complainant that he continue 
to deal with the local office and also inform him of his right to a 
state appeal or fair hearing. The regional office's response will 
suggest that the person wr:Lte back if satisfaction from the state is 
not achieved. If the issue involves a state practice or policy, then 
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the regional office will take the appropriate action itself. Also, 
in some cases involving local pr.actices where the state does not 
seem to be making any progress in solving the problem, tlie regional 
office wi 11 send a staff member to investigate. The investigation 
u"sually involves a vi"sit to the complainant and to the local wel
fare department. A report stating ·the facts of the investigation 
and the conclusions based upon it are then sent to the state agency 
for appropriate ·action. 

Under present procedures the citizen's complaint seems to have 
two values. First, it seems to result in prompt ·redress for a com
plainant who has made a good case. S··,condly, it is a good source 
of info1mation for the regional offic? on local compliance issues. 
Unforturately, there is seldom an eff.-?ctive utilization of this 
information for general enforcement plrposes: Because of the 
limitat:.ons on staff, the regional office does not feel that every 
complaint should actuate an adminis.trltive review or investigation. 
Re~ce~ only a ~arge volume of complaints or an extremely well 
·documented complaint suggesting a pattern of maladministration 
will re:mlt in an administrative review. The regional office never 
reports to the Washington office a~ a ·conformity issue any issue 
about wldch it merely has complaints 3.nd has not itself conducted 
an inve:;tigation: • ,. • • 

Also, the present complaint. pro=edure seems to have its own 
Catch 2:!, Both the Assistant Payments Director ,and the Regional 
Commiss~oner at the regional office surveyed by one of the consultcnts 
stated ::hat the ·reason they were able to handle complaints so effi
ciently was that they only get a few. Indeed, no complaints have 
ever be~:n received from two states in that region. However, if the 
complaint pi:ocedure were to become gmerally known and .utilized, 
it would collapse in a short time becluse the regional office does 
not havi, the staff nor the desire to 9.ct as a reviewing center for 
local ai:ency practices. This is some·.:hing the regional office 
thinks the state department should be doing on its own, There is 
no systematic method in any state for informing recipients or the 
general public of the opportunity to C?mplain to HEW, 

Ob~iously this. procedure would have to be upgraded in importan~e 
and regularized to"provide the sort of mechanism suggested by Part • 
A. Indeed, SRS presently has~ draft of a procedure which is to 
provide the.substance for the currently vacant Chapter IV of its 
compliance manual entitled "Special Procedures for Complaints on 
the Operation of State Approved Plans." 

The basic outline of the draft procedure is a~ fol101~s: First, 
complaints are divided into group 1 and group 2 complaints. Group 
1 complaints are those whieh can be handled by an explanation, by 
referring the complainant to the state or local agency or by suggesting 
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tha.t the complainant file a fair hearing petition with the state 
ag!?ncy, Group 2 complaints are those in which there is sufficient 
indication in the complaint that there is a serious problem in the 
operation of an approved state plan t;hat, if true, the allegations 
would prove nonconformity with federal requirements, This would 
require that the practices appear to affect a substantial number of 
individuals, The regional offices are instructed to set up a screen
ing process which includes acknowledgment of the receipt of the 
complaint to the complainant with information concerning the depart
ment's proposed plan of future action, 

For Group 2 complaints the following procedures wil 1 be fol
lowed: First, a notification is giver to the state with a request 
that the state respond within 15 days to the al legations. If the 
~tate ag·?ncy agrees with the facts, t!-e Regional Commissioner will 
then iss.1e a notice that a compliance issue exists and begin a 
period of negotiations with the sta_t:e in qrder to achieve com
pliance. The complainant is to be notified by the Regional Com
•missioner w.hen corrective action has. l•een taken, If the state agen~y 
denies tne allegations and is able to produce "conclusive evidence" 
that the issue does not exist (whatever that means), the Regional 
CommissiJner notifies the state agencj that a compliance issue does 
not exis: and notifi~s the complainant of that decision as well -as 
the basis for the decision, 

If ;:here is a disagreement about the facts .ind the Regional 
Commissi mer is not convinced that the, state agency has produced 
conclusive evidence which would show ,. compliance issue does not 
-exist, ht! is to arrange for a conference at which the state agency, 
the regi,.mal office and the complainar t wi 11 participate. The con
ference is apparently an informal one and will be schedule~ .by the 
state agP.ncy, if it agrees to do so. After this conference is held 
the RegiJnal Commissioner will notify the Anministrator of SRS of 
his find.:.ngs, that is, whether there is a potential issue of com
pliance "Ind his plan for next steps. The next steps available to 
him are the usual one·s for securing compliance in cases which do 
not aris,1 by private party complaint. That is, the Regional Com
missioner may do a formal agency revieN of the&:ate•s practice, he 
may ask: the state to dq a review, he may have a further conference 
with the complainants, etc, The Regional Commissioner is to con
tinue negotiations with the state while observing the time limits 
on negotiations in the compliance manual, At the expiration of the 
six months of negotiations the Regional Commissioner is expected to 
refer the matter to the central office. 

This is a procedure which should be helpful in producing infor
mation for HEW concerning nonconformity. Moreover, it preserves 
the Department's control over the scheduling of conformity hearings 
and, hence, the surfacing in public of state and federal conflicts. 
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However, it may pose serious problems for those private parties who 
are interested in achieving compliance by state welfare departments 
with federal public assistance standards. There is ob.viciusly no 
assurance that the Department will follow up a valid complaint with 
an enforcement proceeding. Should the Department fail to act, its 
failure may not be judicially reviewable. There is also the equaily 
complex issue of the impact of this complaint procec;lure on the avail
ability of a judicial remedy against state agencies. 

Without entering into an extended discussion of the "review
ability" or "exhaustlon" and "primary jurisdiction" issues which 
this complaint procedure raises, one might merely observe that this 
is a situation in which the observance of Part A•s recommendation 
for time limits within which all agencf action concerning complain:·s 
Will be taken is critical. While it js probably necessary and per
haps deEirable to impinge on the clair.,ant I s access to judicial 
remedies when providing an administrative .complaint procedure, that 
procedure should not introduce the cortplaining party into a process 
which his no fixed date for producing a determination. If it does, 
the procedure may in some programs, fer example, programs of cate
gorical public assistance, subtract f1om rather than add to the 
effective remedies of program beneficjaries who complain of grantee 
non-comrliance With federal standards, Where the agency develops a 
procedure which retains discretion not to process part-icular com
plaints, a separate and shorter time J imit for making a determinati•m 
not to go forward with a complaint wot·ld seem appropriate . 

.furrerience with Comy:iaints under 1"itle VI of the Civil Rights A:t 
of 1964. Agency regulations implemen::ing Title VI of the Civil Rii1ts 
Act· of 1964 provide that a person who beli~ves that a recipient of 
federal financial assistance has discriminated against him on the b1sis 
of race, color, or national origin ha~ a right to file a wri.t ten co:.1-
plaint 1,ith the federal agency admin:i,Etering the program of federal 
financial assistance. See,~• 45 C.,F.R. 80,7 (b) CHEW); 24 C.F.l\. 
1.7(b) ('-IUD); 43 C.F.R. 17.6(b) (Interior). These regulations also 
generally provide for the designation of a "responsible department or 
agency official" to receive complaints of discrimination. See, ~, 
45 C.F.R. 80.13(c) CHEW)_. Title VI regulations further require that 
recipients of federal financial assistance take reasonable measures 
to inform the ultimate beneficiaries of the assistance of their right 
to complain about discriminatory treatment. See, e.g., 45 C.F.R. 
80. 6(d) CHEW). If a complaint is not valid, the responsible agency 
official designated to recciyc the complaint must so inform the com
plainant in writing. See,~• 45 C.F.R. 80.7(d)(2) (HEW). Con
versely, where a complaint is valid, assistance may be terminated 
pnly where the recipient is afforded an_ opportunity for an adminis
trative hearing and there is an express finding on the-record o; dis
crimination. 42 U,S.C, §2GOOd-1 (1970). 



- 42 -

Complaints under Title VI are most likely to involve discriminatory 
practices in the operation of a program receiving federal financial 
assistance. Only a minority of Title VI complaints are ·directed at 
plans, applications or other submissions on file with a federal agency. 
Normally these documents Will contain routine assurances of non-dis
crimination, and the complaints will allege that granters are vio-
lating these assurances in executing their grants. The United States 
Commission on Civil .Rights, in its exhaustive study on the FedP.ral 
Civil Rights Enforcement Effort (1970), has concluded that the existing 
mechanism for hand.Fng Title VI complaints is confusing and inadequate. 
The officials responsible for handling complaints do not have sufficient 
status Within their respective agencies; their salary level is like1.y 
to be lower than that of program adm:ir istrators and their staffs di,
pr,;,po"rtionately small for the task im olved. Too often these officials 
are resp:msible to program admi!'Jistrat ors who are naturally incline :I 
to favor o_verall program accomplishments over civil rights enforce-
ment. Compliance proceedii:ig are also likely to be protracted, and 
sanctions ar~ only rarely imposed. • !s,L. at 702:24. 

• Part A contains ·no specific reference to complaints of discrimi
nation by grantees of federal financicl assistance. Federal agenci:s 
may retain under this recommendation ieparate pro~edures for handli,g 
Title VI complaints while establishint or formalizing new .procedures 
for handling other complaints. Civ.il rights enforcement is a deli
cate tasK that may justify a separate enforcement mechanism staffed 
by civil rights specialists. Furtherr.:ore, Title, VI affords grantee; 
special ·,ea,ring rights prior to the inposi t.ion of sanctions. Howev:c!r, 
these re~ommendations should prompt a:l federal agencies to examine 
the effe.=tiveness of their existing procedures for handling Title VI 
complain:s. Where those procedures de• not conform with the minimum 
requirements proposed in Part A, apprc·priat-e action should be taken 
to improve the procedures. 

The Federal Complaint Procedure end the Imposition of Sanction1. 
If the federal agency determines that a complaint directed at a grantee 
submission or a grante!,! practice is not valid, the federal agency wi.11 
naturally take no action on the complaint; the complainant has no 
further =ederal administrative remedies and may pursue any judicial 
remedies available. The situation is not so simple if the agency 
determines that the complaint is valid. The issue then arises of how 
the federal agency should achieve compliance with federal standards. 
The federal agency should of course ini;orm the grantee of its 
determination and seek to persuade the grantee to comply· with federal 
standards. If these efforts prove unsuccessful, the federal agency 
should consider the imposition of sanct.ions. Part D of this recom
mendation proposes that the federal agency'have a rang~ of sanctions 
available for dealing with instances of-non-compliance. 
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. These recommendations on the enforcement of federal standards 
distinguish between the disposition of .complaints and the imposition 
of sanctions for violations of federal standards. In otlier words, 
the federal nr,ency' s determination that a complaint is vnl"id docs. 
not automatically result in the imposition of a sanction unless, 
of course, the relevant statute leaves the agency no discretion to 
avoid such action. The complainant may choose to publicize the 
age~cy' s decision, but the _agency otherwise retains control over 
the enforcement machinery. This distinction between the complaint 
procedure .and the enforcement machinery is desirable for three reason·s. 
First, the federal agency should not limit its enforcement machinery· 
to instances of private complaints but should also invoke it where 
the a:gency's own investigations uncovEr violations of federal standirds. 
Second, the federal agency should have broad discretion .to choose t·1e 
appropri.3.te sanctions to invoke.. The purpose of providing the agen;y 
With a rg.nge of sanctions is to permit the agency to make a flexibL! 
(but eff~ctive) response to instances of non-compliance. Finally, :he 
enforcem"?nt process should be strucJ:ured to proteat the rights and 
interests of the grantee and of: all the beneficiaries of the grant
in-aid program, The complaint procesf', on the other hand, should b.: 
structur:d to afford a fair hearing tc the complainant on his griev1nce. 

Thiu. distinction betwe~n the dis1,osition of complaints•and the 
imposition of sanctions is particuiarly apparent where the feder.al 
agency responds to a situation of -non-compliance by proceeding admi:1-
istrativ,,ly to terminate all or part c•f a grantee's funds, A grantie 
or non-c-,mplaining beneficiaries of tl:e program may have statutory· ,r 
c9nstitu :ional. rights to a hearing prj or to the imposition of such 1 

severe sanction. For example, statutes establishing formula grants 
to the si:ates for social -assistance progrBJlls provide that H-EW must 
hold a conformity.hearing prior to terminating, in whole or in part. 
a state'<: grant. See, £.,_g_,_, 42 U,S.C. 604 (AFDC program). Affecte,I 
private ~arties have standing to intervene in the proceeding, Natilnal 
Welfare i!ights Organization v. Finch, 429 F.2d 725 (D.C. Cir, 1970). 
While st/\te and local grantees ·may not be per·sons entitled to such 1.. 

hearing under the Due Process Clause of the Fifth Amendment in cases 
wher~ there is no statutory right to a hearing, South Carolina v. 
Katzenbach, 383 U.S. 301, 323-24 (1966), private grantees may have·· 
a due process right to.a hearing prior to the termination of a grant, 
Aguavella v. Richardson, 437 F.2d 397 (2nd Cir. 1971) (private nursing 
home that provides services under Hedi.care program entitled to judicial 
review of termination procedures). Of" course, ·the federal agency may 
avoid duplicative hearings by combining the hearing it affords the. 
complainant with the hearing it must afford the grantee prior to the 
imposition of a sanction. This approach is likely to be aporopriate 
when the complaint raises factual issue~ which should be aired at a 
public hearing. 

https://feder.al
https://appropri.3.te
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Where complaints are directed at a grantee's plan, application 
or other submission it may not be possible to separate a finding of 
non-compliance from the imposition of sanctions. Once an' agency 
determines that the complaint is valid and that the plan, applica
tion or other submission does not meet federal standards, it should 
simply disapprove the submission and withhold federal funds. The 
agency's decision on the c;:omplaint would thus be the basis for the 
agency's funding .decision. In many instances this should no doubt 
be the case. For example, if a grantee's initial application for a 
project grant does not meet federal standards, the federal agency 
should not approve it nor fund the project unless the grantee brings 
the application into conformity with fnderal standards. Likewise, 
if the ag,mcy must make an affirmative finding that an existing 
project complies with federal environm,mtal or relocation standards, 
the.agency cannot make that finding an,] permit the project to con
tinue onre it determines that the factual data submitted by the 
grantee c'oes not adequately support .th: finding. In these cases 
the agenc·y' s.determination that a complaint is valid necessarily 
affects "the agency• s -decision to deny or terminate federal funding 
for the project. • 

More flexible responses by the feJeral agency are appropriate 
in other areas. For example, amendments to state plan mate.rial in 
formula grant programs become effectiv.a! upon submission to the federal 
agency. If the federal agency determines that the aniendment does not 
conform ••i th federal standards, the ag·?ncy should seek to obtain c_or,
pliance ~•it:h federal standards through education, persuasion ant!, 
if necesi-ary, the imposition of one or more of a range of sanctions 
Mere disapproval of the amendment wHl have little effect unless the. 
federal agency ac~s affirmatively to oJtaiq compliance. Since the 
grant program is already funded and in operation, the termination 
of federel funding through a conformity proceeding may not be the 
most app1 opriate sanction; the federal agency should consider alterr,a
tive sanctions such as publicity, an -a,:tion seeking an injunction, 
or audit ~xceptions. 

Applications.for project grants, on the other hand, are generally 
not funded until approved, and there is a time gap ·between submission 
and approval. Even in .the project grant area, however, the mere dis
approval of a rion-complying appli"cation often does not resolve the 
enforcement problem. Hany project grants, such as grants for highway 
construction, are approved in stages; and substantial amendments to 
project applications are common in urban renewal and related programs. 
If the federal agency disaporoves an amendment to an application or 
an application for a later stage of an ongoing project, it in ~ffect 
terminates -in midstream the funding bas~s for the project. In situa
tions like this it seems appropriate for the federal agency to con
sider invoking alternative -sanctions ff it c~nnot persuade the grantee 
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to revise its submission to conform with federal _standards. Alternative 
sanctions would once again include publicity, injunction, and audit 
exceptions or other partial fund cut-off. • • 

The Federal Complaint Procedure and Judicial Review. Judicial 
review is becoming more and more availabfe to persons aggrieved or 
adversely affected by a federal ar,ency's decision to grant, deny or 
terminate federal financial assistance. See, .!h&_, Citizens to 
Preserve Overton Park v. VolRe, 401 U.S. 402 (1971), This trend 
is part of a broader trend toward an expanded role for judicial 
review; There are sti 11 areas remaining where an agency's decision 
on grant matters is ·committed by law to agency and is therefore not 
reviewable, Kletschka v. -.Driv-er, 411 F.2d 436 (2d Cir. 1969) Ctermi ·
nation cf Veterans Administration research grant); but the cases di;
.cussed in Part I of this Report indicate that affected persons are 
more. and more able to obtain review of an agency's decision that 
grantee has or has not complied with federal standards. Where the 
agency holds formal hearings, the tracitional scope of judicial 
review 1:as been for the court to_ reso:ve all questi-ons of law and 
to determine whether there is substant iaJ evidence on (he record 
as a whc le to support the agency's fi1,dings of fact. The majority 
of grant decisions, however, are not Eubject to the requirements 
for hearings on· the record in §§7 - 8 of the Administrative Pro
cedure let, and the scope of review is accordingly more limited. 
The reviewing court should only detern.ine whether the agency 
stayed within its s.tatutory authority, observed all procedural 
regularities, and acted neither arbitrarily nor capriciously on 
the basis of the record before the Cot rt. Citizens .to Preserve 
Overton Park v. Volpe, 401 U.S. 402 (1971)_. 

An important advantage of an administrative c9mplaint proceduri 
is the cpportunity which it offers a federal agency to reassert its 
primary responsibility for resolving .:ompliance issues. While the 
trend ir. favor of judicial review is loo pervasive to eliminate the 
courts altogether, and, indeed, there is no reason to think that 
such a result would be desirable, the complaint procedure should 

·make judicial review necessary in fewer cases and more orderly in 
those cases where it i~ necessary. If the agency integrates its 
complaint proced~re as much as possible into its program administra
tion by taking decisions on complaints into account when making grant 
or fui:iding decisions, the courts should normally insist that liti
gants exhaust their administrative remedies and take advantage of the 
complaint procedure before bringing suit. In many cases the complaint 
procedure should eliminate the need for court action by satisfactorily 
resolving the complaint, and in those cases where it does not the 
court should at least have the benefit of the agency's views on the 
complaint. Even more important, the complaint procedure should pro
vide the reviewing court an administrative record and findings on 
the compliance issue. As. {ndicated in the discussion of the structure 
of the complaint procedures, the record need not be compiled at a 
formal or trial-type hearin1f but may consist of the written submissions 
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and arguments of the parties, The record should contain the reasons 
for-any decision accompanied by any findings of fact which the agency 
has.made, These reasons and findings should facili.tate .any adminis
trative or judicial review which follows and should demonstate•to 
the complainant that his complaint has been fairly considered. 

While the newness of this area makes it difficult to predict 
the various ways a reviewing court Will, react to an administrative 
complaint procedure, the existence of such a procedure is likely to 
encourage the substitution of review on the administrative record 
for an evidentiary hearing in the court, This is particularly 
likely to occur when the federal agency has conducted a full hearing 
on the issues raised by a complaint. ilhere a court must review the 
validity of an administrative determiration in the absence of any 
administ·:ative findings or record, the court has little choice in 
most cas~s but to take testimony and to determine the facts for 
itself, If the administrator has not disclosed the factors he con
sidered or his construction of the evidence "it" may be necessary foe 
the District Court [ the reviewing coU? t] to rqquire some explanatio,1 
in order to determine if the Sec·retar~· [the administratorJ acted, within 
the scop;i of his authority and· if the Secretary's action was justifiable 
under th? applicable standard," Cithens to Preserve Overton Park :r. 

Vcilpe, 4)1 U.S. 402, 420 (1971). To !hat effect, the reviewing couct 
may requ·.re "the administrative offic: als who participated in the 
decision to give testimony explaining their action," even though su:h 
testimony involves an inquiry into the mental proces~es of the admi~
istrativ~ decision makers, Id, 

An -?Xtreme example of this occurred recently irr a suit brought 
by vario·1s civic associations and ciUzens iri the Di$trict of Colum':>ia 
against a highway project popularly kLown as the Three Sisters Brid~e. 
D. C. Fe~eration of Civic Assoc., Inc v. Volpe, 316 F. ~upp. 754 
(D.C. D.'.;. 1970). The plaintiffs cha1ged that the project violated 
federal standards for the protection c,f parkland and for public hearings 
and that Secretary of Transportation lad therefore improperly released 
federal ~unds for the construction of the bridge. The District Cou~t 
held a hearing on these issues which consumed over ten trial days. 

··Among the witnesses called to testify were officials of the Department 
of Transportation and of the District of Columbia Highway Department. 
Secretary Volpe himself testified for five hours. The District Court 
explained that'the Secretary had been ~ersonally involved in the 
decisions to approve the project and "Ls}ince some of these decisions 
Were not committed to writing at the time they were made, it was only 
by allowing the q1Jestioning of the Secretary himself that the Court 
could ascertain whether the dec;i.sions were in fact made and what con
stituted the basis for the decisions.!' 316 F. Supp. 760 at 760, n. 12. 
Further requirements have been imposed on the Secretary by the Court 
of App:?als, 40 LY 2212 (Oct. 12, 1971). 

https://requ�.re
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. Extensive hearings and testimony of this type can often be 
avoided if a federal agency provides the reviewing court w~i:h a 
contemporaneous administrative record resolving complaints about 
the ,project and defending any dr,cision to proceed With it. If. the 
reviewing court is furnished With an ade'quate explanation of the 
agency's decision it should not hold an eviclentiary hearing but 
should review the record to insure that the agency stayed within 
i.ts statutory authority, observed· all procedural regularities, 
and acted neither arbitrariiy nor capriciously. CitizP.ns to Pre
serve Overton Park v. Volpe, id at 415-417. Judicial review thus 
limited in scope shoul.d on the whole work to the advantage of the 
agency. The administrative record nee:! not be the product of a 
trial-type hearing but. may be compiled more informally. Of course, 
an agency may decide to hold a more formal hearing in order to pro
vide the reviewing court With a complete record and to increase the 
likeliho,)d of the court's upholding tr.e agency's decision on the 
basis of the evidence in the record, The ,prospect of judicial 
review s·1ould also encc>urage thn official wha is designated by the 
federal .1gency to resolve complai'uts to. state in writing the reason l 
for his iecision along with any deterrrinations of fact which he has 
made. F".ndings of fact should have a particularly strong impact on 
a review_ng court. Absent a strong showing of bad faith or imprope·· 
behavior there can be no inquiry intc the mental processes•of the 
administrative decision maker if he makes formal determinations of 
fact. Citizens to Preserve O\•erton Park v. Volpe, 401 U.S. 402, 420 
(1971). 

B. The Grantee's Administrative ComPlaint Procedures. 

·The federal grantor agency should require as .a grant 
concition the establishment by the grantee of procedures 
to handle complaints concerning the grantee's operation of 
the federal ly-..assisted progr'am. These procedures should 
affc>rd any person affected by an action of the grantee in 
the operation of the progr.am a fair opportunity to contest 
that action. The "fair opportuni::y" to contest will neces
sarily vary with the nature of the issues involved and the 
identity and inte~ests of the com?lainant. In all cases, 
however, the complainant should have the right to submit 

·to the grantee for its consideration data and argument 
in support of the complainant's position. Where it is 
claimed that the action which is the basis for the com
plaint deprives the complainant of any individual benefit 
or protection to which he is entitled under the grant-·in
aid program, the grantee should afford the complainant an 
adjudicatory hearing on all contested issues of fact. 

https://progr.am
https://CitizP.ns
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Summarv. Part B of this recommendation proposes that the federal 
grantor agency require as a grant condition the establishment by the 
gra~tee of administrative procedures to handle complaints· concerning 
the grantee's operation of a federally assisted program. Such a 
complaint procedure shoul.d assist in achieving compliance with federal 
standards by providing a formal, publici-~ed mechanism whereby affected 
persons may inform the grantee of potential violations of federal 
standards aud may obtain a hearing on their complaints. Once the 
grantee has learned of a vio.Iation, it should in the great majority 
of cases correct the situation voluntarily. Where the grantee refuses 
to acknowledge a violation of federal standards, .the complaint proce
dure sho1ld_ nevertheless alert both the grantor and the grantee of i 

potential compliance problem. The federal agency in particular sho~ld 
be able to obtain an overview of the C)mpliance situation by moni
toring a grantee's complaint procedures or by requiring periodic re• 
ports by ~he grantee. In addition, ar effective complaint procedur" 
should inprove the quality of a grantee's .program and should make i•• 
more responsive to the concerns of the ultimate beneficiaries. 

The complainants who take advantEg~ of the grante~•s complaint 
procedures are likely to be individuals with specific grievances. 
Parts A 9.nd B of the recrnn'llendation be th recognize the need for pro-
cedures Eor handling this type of complaint at the source·where the 
grievance arises rather than at some remote federal office building 
The complainant adversely affected by the action of a state or loca: 
government or private organization is nost likely to direct his 
grievance to that body. He may not e,en be aware that federal fund·i 
support the action which is the basis of the complaint and is ·unlik,?ly 
to think of directing his complaint initially to the federal agency 
The complainant is only interested in getting his normal check from 
the city Welfare Department or in conyincing the ~tate Highway 
Department to provide him with additic:aial relocation assistance. 
His contacts have been entirely with cfficials of state or local 
agencies or of private organizations in the community, and he naturally 
turns to those officials With his complaint, Those officials are the 
appropriate ones to handle his complaint because remedial action to 
rectify the situation which led to the complaint is most likely to 
come from them. They.have ready access to relevant information to 
determine the validity of the complainc a~d should have· the ability 
and authority to act quickly where the complaint is valid. For these 
~eas~ns Part A of this recommendation already provides that the federal 
agency should normally refer to the grantee any complaints of individual 
mistreatment that reach it, 

Part B of this recommendation provides that a grantee's complaint 
procedures should handle all types of complaints by persons affected 
by the grantee's federally assisted activities and should not be 
limited to complaints that ·-a grantee is violating federal standards. 
The principal consideration which supports the broader coverage is 
the ignorance of most complainants on the real basis for their 
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complaints, The complainant· is upset because he believes that he has 
been hurt by the action of some city or. state departmenl: which is 
forcing him to move or is holding up his check. Hore often than not 
the complaint may be unfounded. The complainant's real need may be 
for adequate information, See Gellhorn, When Americans Complain 
153-156. Even if the complaint is justified, the complainant may 
not know enough about the operation of the program to articulate how 
the action complained of violates federal, state or local require
ments. The complainant is most likely unaware of any federal standards 
that are involved and is therefore unable to formulate his complaint· 
in terms of a violation of federal standards, The grantee's complaint 
procedurt? should therefore cover all ~ypes of complaints and should 
perform in addition an informational and referral function. Thus, if 
a complaint is directed to the wrong body, the state or local agenC}' 
or private organization which receives it should dispose of the com
plaint t-y directing the complainant t•> the appropriate place. 

Structure of the Grantee's Compltint Procedures, Part B of this 
recommerdation allows grantees to str:1cture their own complaint pro
cedures subject to the federal requir,iment that those procedures 
afford a complainant affected by an action of the·grantee a fair 
opporturity to contest that action. '·'he plural "procedures" is use I 
throughcut the recommendation to emph.1size that grantees may develo_J 
alternative complaint procedures to h,1ndle different types of com
plaints. For example, complaints of corruption may be referred 
through prescribed channels to an off:.cial watchdog, while complain-:s 

. of imprcpet termination of statutory ··,enefits may be handled in ac
cordance With distinctly different pr.,cedures. This need for flexi
bility is particularly strong where s1:ate and local governments are 
grantees, The structure of state and local government itself varies 
greatly around the country, and each grantee government should have 
some rarge of choice concerning how bl!st to integrate any new com
plaint nechanism into the existi,ng go·•ernmental structure. In most 
cases ll:e existing structure will. already include some mechanism fa;_· 
the handling of citizens' grievances. Furthermore, most state and 
local governments participate in a number of federal programs and 
should have the authority to ~oordinate or combine the complaint 
proc·edures for these programs. 

Much of the recent discussion on the redress of citizens' 
grievances has centered on proposals to establish the office of 
ombudsman,l/ An ombudsman is an external critic of public adminis
tration, generally appointed by and responsible to a legislative body, 
who has authority to investigate and publicize complaints about admin
istrative practices but no authority (otheT than persuasion) to correct 

1/ The path breaking work-in the field is of. course Gellhorn, When 
Americans Complain: Governmental Grievance Procedures (1966), For 
other literature on the ombudsman see Anderson Ced), Ombudsman for 
American Government? (1968); Tibbles, The Ombudsman: Who Needs Him?, 
47 J. of Urban Law 1 (1969), 



290 

- 50 -

tlmm. Part B does not propose the establishment of state or ·local 
ombudsmen. Rather, it contemplates an :i:nternal complaint mechanism 
run l;>y the grantee or a separate agency established by the state or 
local government to handle complaints concerning a number of programs, 
In both instances, the agency should have authority to resolve com
plaints and no~ just to bring administrative abuses to the attention 
of the public. The purpose of the complaint mechanism is to provide 
adequate information to all complainants on the nature of the program 
and to redress those individual complaints that are justified, An 
ombudsman., on the other hand, not only handles complaints of individual 
mistreatment but serves the additional purpose of improving the overall 
quality of public administration thr011gh public criticism of recurrent 
bur.eaucratic practices that are inefL cient ,. illegal or otherwise 
undesirable, Thus, Par:t B does not s,,tisfy anyneed that exists for 
an ombudsman and does not speak one w.1y or another on the merits of 
that office. Rather, it proposes the establishment of a formal in
ternal complaint mechaI)ism as an initial step for dealing with the 
problem of citizens' grievances. Ir :;he fnternal resolution of those 
complafrts turns out. not to be satisf.1ctory because of the agency• s 
self-inte-rest iri ·defending its own prDgram, then there may ·be an 
additior.al need for an independent ex-:ernal critic or ombudsman. 

A grantee·• s operation of a feder illy assisted progra']I ;i.s like!., 
to engerder a- broad spectrum of compl·dnts. That spectrum should 
include complaints of rudeness or discourtesy by grantee officials, 
complair.ts that a .grantee's mode of o·,eration unnecessarily injures 
the com1lainant or that the grantee i~ haras~ing' the complainant, 
and com1-laints that the grantee has i1nproperly deprived the com
plain/lnt of an individual b_enefi t or :,rotection to which he is en
titled under the grant-in-aid program. The type of hearing which 
the grar tee should afford the complai,1ant should depend on, the nature 
of the :issues involved and the identi ·:y and interests of the complainant. 
In all cases the complainant should h.1ve· the right to submit data a,d i 
argument in support of the complaint, either in th~ form of written 
submissi~ns or ~hrough .an informal oral presentation to an official 
of the grantee. 

Whece· the complainant claims that the grantee has deprived him 
of welfare benefits, a tenancy in public housing or any other indi
vidual benefit or protection to which he is entitled under the grant
in-aid program, the grantee should afford the complainant an adjudi
catory hearing on all contested issues of fact. Court decisions have 
already recognized that adjudicatory hearings arc necessary in these 
situations as a matter of due process. Goldberg v. Kelly, 397 U.S. 
254 0970) (welfare benefits); Escalemv. New York Housing Authority, 
425 F.2d 853 (2d Cir. 1970). The precise scope of this line of 
decisions is unclear; and there remain unsettled questions whether 
due process requires an adjudicatory hearing when there is an initial 

https://complair.ts
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denial of benefits or a subsequent reduction thereof or when the 
benefit at stake does not have the same crucial importance to the 
recipient as do welfare benefits" or public housing. O•Neil, .Of 
Justice Delayed and Justice Denied: l'he Welfare Prior Hearing 
Cases, 1970 Supreme Gourt Review 161, 202-213. 

Federal grantor agencies should react affirmatively to this 
uncertain situation by defining the classes of cases where fairness 
requires that the grantee afford the complainant an adjudicatory 
hearing on contested issues of fact. -For example, complaints about 
the location of a highway do not involve the deprivation of any 
individual benefit or entitlement but raise policy issues about the 
merits of the particular highway. On the other hand, a homeowner•s 
eligibility for relocation benefits or the amount thereof to which 
he is er.titled deserves different treetment because individual 
money benefits are at stake. In these situations federal grantor 
agencies should not force complainantE to go to court to assert their 
rights to an adjudicatory hearing but should require as a grant con

:dition that· the grantee afford to com1,lainants such a hearing. In 
defining those cases where adjudicatory hearings are necessary the 
federal agency should not limit itself to minimum due process stand,rds 
as defir.ed by the courts but should gc· further and draw upon its br·,ad 
knowledge of its own grant-in-aid pro,rams to determine tbose cate-
gories cf cases where formal adjudicatory hearings would be desirab!e. 
For example, the law is unclear on the extent tp which the due process 
clause requires· private grantees to afford a hearing to ultimate be1e
ficiaries of a grant program who are idversely affected by a grante~_•s 
action. The cases in this area have ~ainly involved tenants in fed}rally 
subsidized private housing developments. See Langevin v. Chenango •~ourt, 
__. F.2c __ (2d Cir. 1971) (tenants r.ot entitled to a hearing on r,mt 
increases even though adjudicative facts involved); McQueen v. Druc··,er, 
317 F. Supp. ·1122 (D.C. Mass. 1970) (tenant entitled to a hearing 01 
good cause for eviction), aff• d on otl:::ir grounds 438 F. 2d 781 Ost 
Cir. 19,1). Despite this ~tainty .in the law, federal agencies 
should be able to decide when a private grantee should afford a com
plainant an adjudi~atory hearing. • 

The Need for Effective Complaint Procedures. The consideratior,s 
which support the establishment of complaint_procedures by state ano 
local governments are not limited to the important role of complaint 
procedures in the enforcement of federal standards. In view -of "the 
increasing involvement of government officials in the lives ·of citi-
zens, adequate procedures for the consideration of such individual 
grievances as citizens may have against such officials are essential 
to effective government." President!s Commise:ion on Law Enforcement 
and the Administration of Justice, The Challenge of Crime in a Free 
Society, 103 Cl967). It is neve·rtheless widely recognized that existing• 
procedures for redressing ~~tizens' grievances against the govern-
ment are inadequate. 
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The Kerner Commission, for instance, found that the lack of an 
accessible and visible means of establishing the merits of grievances 
against agencies of state and local government was a source of tension 
and frustration among ghetto residents. Report of the National Advisory 
Commission on Civil Disoroers, 151 (196~). Recent proposals to estab
lish the office of ombudsman have also been based on the belief that• 
existing mechanisms for handling complaints are not adequate for the 
job. Citizens' complaints are presently handled primarily by elected 
legislative and executive officials who consider this task a service 
to their constitutents. Only rarely do either watchdog executive 
agencies, such as the Commissioner of Investigation in New York City, 
or formal administrative complaint procedures Within operating agencies 
play a significant role. The federal government should therefore t:-oke 
some initiative to insure that compla~nts directed at the operation 
of federally assisted programs are pr>perly resolved. 

The.se considerations in suppor.t •)f grantee complaint proceduras 
are not fully applicable to grantees :hat are not governmental bodies. 
In addition, these private grantees m~y find unfamiliar their new role 
of resolving grievances. State and !,cal governments are more accus
tomed tc this role because they have always necessarily recognized 
their accountability to the governed. Private organizations tend to 
view themselves as more independent a,d not responsible tea con
stituency. Part B nevertheless recomnends that both public and pri-

• vate grfntees develop administrative ,::omplaint procedures. The principal 
grant-ir.-aid programs covered by this recommendation where there ar? sub
stantial numbers of private grantees ~re, in addition to subsidized pri
vate hot.sing developments, in the heat;h, education· and anti-povert,' areas. 
See pa1egraphs I3, 16 and 17 on page ·3. These programs include bot11 
governmental and non-governmental graatees; and it would be incongruous 
for the federal granter agency to require some grantees· to establish 
complair:t mechanisms but not require Jthers to do so. The dividing 
line between public and private in th.?se areas is .too blurred to SU;")-

port such a distinction. Community a~tion agencies, for example, 
may be governmental units or public azen!!ies or private nonprofit 
organizations; but if they are non-profit organizations they must 
be formally designated as a community action agency by a government~! 
unit. In both cases the community action agency is performing a 
public function. Most privately endowed hospitals and universities 
that receive federal grants likewise recognize that they are perform-
ing a public function and that tney have responsibilities to the public 
at large. In or~er to obtain federal grants, these •institutions must 
normally work through a state health. or education agency that has 
developed a comprehensive state plan for meeting the state's responsi
bilities in the area. Private grantees that are not prepared to operate 
their own complaint procedures could as.s"ign that task to the state 
agency and direct.to it all complaints concerning their operations. 
In many programs it would even· seem sensible for the state agency to 
handle complaints directed at both public and private grantees and 
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in this fashion to centralize the complaint process, Whether such 
an arrangement makes the complaint procedure too remote from the 
source of the complaints depends on the balance of state and local 
involvement in the particular grant program. 

Part Band Existing Agency Practices. Federal granter agencies 
have more often required their grantees to develop administrative 
complail!t procedures than they have imposed similar requirements on 
themselves. Quite often, however, the federal initiative has come 
from Congress and the courts, and the federal agencies have only 
implemented those hearings required by statute or due process. 

The Department of Health, Enucation and WeJfare has an extensi,·e 
experien :e with state grievance proced11res. From 1935 forward therE 
has been a requirement in Title IV of the Social Security Act (42 
U.S.C. §602(a)(4)) that states have a "fair hearing" procedure wher.,by 
disappoi.,ted claimants of public ·assistance may appeal a determina
tion of ineligibility, reduction of grant, or more. recently, failurt: 
to act with reasonable. promptness upor. a grant request. The HEW 
experien:e suggests that there may be considerable difficulties in 
structuring an appropriate complaint i:rocedure at t,he state level. 
These difficulties may necessarily involve the federal government 
in an ex:ensive regulation of the stat•? complaint_ procedure ·and in 
attempts to enforce additional federal standards. This is not, how-• 
ever, ne:essarily to say that the game is not worth the candle, 

The legislative hearings on the 1~35 Social Security Act revea· 
that there was very little understanding on the part of the Congres:; 
or the S:icial Security Board concernit.P.; what a "fair hearing" requ.:.1e
ment would mean. Everyone understood that it would require some kir.d 
of revie·>l beyond an· initial administrative determination, .but the 
administ~ation's witnesses, testifying before the House Ways and Means 
Coll!Jl!itte·~, indicated that the federal government through the Social 
Security Board ~ould promulgate no standards beyond those contained 
in the s ..atute concerning what an .appr·:iprute fair hearing procedure 
might be. According to the administration the standard for reviewing 
state plans in the Social Security Boa=d·would be whether the state 
proceedings were "utterly unfair." However, Congressman Vinson 
pressed the witnesses on two points. First·, Vinson did not accept 
the "leave it to the states, they wi 11 be fair" approach. If this 
were true, Vinson thought that the.Congress might as well omit the 
faiT hearing requirement altogether. As we shall see, HEW has over 
the years come around to the Vinson view that considerable further 
regulations were necessary in order to have.an effective fair hearing 
procedure, The only amendment to the statutory fair hearing language 
has been the addition in 1950 of the provisions for fair hearings 
w~re an applicant's request for benefi_ts. '.'is not acted upon within 
a reas.onable time." The regulatory activity however has, at least 
im-re<:·ent- years, been extensive. 
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By 1968 the Handbook of Public Assistance required the following 
of t~e states: (1) that the state agency be responsible for the 
fulfillment of the fair hearing requirement; (2) tliat a fair hearing 
be available for any claim by a party.aggrieved by agenc~ policy as 
it affected his situation; (3) that decisions of the hearing authority 
be binding on the state and local agencies and that the state make 
available to local agencies and to the public at lea'st a summary of 
all fa~r hearing decisions; (4) that hearings be conducted by an 
impartial official of the state agency; (5) that hearing procedures 
be issued and publicized for the guidance of all concerned; (6) 
that every claimant be informed in writing at the- time of his appli
cation and at the time of any agency action affecting his claim of 
his right to·a faiF, hearing, of the method by which he can obtain 
a hearing, that he may be represented by others including legal 
counsel and of any provisions for payr.,ent of legal fees by the 
agency; (7) that hearings be conducte(! at a time, date and place 
convenient to the claimant and with a,·lequate written notice; (8) 
that the claimant or his representati"e have an opportunity to exarrine 
•all· doc::ments and records used at the hearing; '(9)· that in the pre
sentaticn of his case the claimant be allowed to make the presenta
tion hirrself or ·with the aid of other,:, to bring w.itnesses, to esti:b
lish all pertinent facts and circumst,mces, to advance. any and all 
arguments without interference, and ·tn question or refute. a.iy testi
mony or t!Vidence put on by the stat·e or local agency; (10) ,that 
definitive, final administrative action be. taken 60 days from the 
day of a. request for a fair hearing and that thaf action be notified 
to the claimant in writing with notic,?, to the extent available, of 
a right of judicial review; (11) that where a decision wa·s favorable
to a claimant the agency be required· ..:o make corrective payments 
retroactively to the date of any ipco.rrect ac1:ion t_aken; (J,.2) that 
a decision be based exclusively on. th~ record made at the fair 
hearing and a verbatim transcript.of ce~timony and exhibits or an 
official report thereof is required to be made available to the 
claimant at a place accessible to. him• or0 -to his representative at 
any reasonable time. 

Pending the decision in Goldberg v. Kelly, 397 U.S. 254 (1970), 
HEW prom;.1lgated regulations, to take-effect ·July 1, 1970, which would 
have required (1) continuation of assistance payments until the comple
tion of any fa,ir bearing which raised- an issue of fact or of judgment• 
concerning the application of st-ate policy i;o the facts of an indi
vidual case·and (2) which woulq have required that the services of 
lawyers· be made available to welfare applicants and recipients who 
desire them in fair hearings. Goldberg ·v. Keliy, made the first re-· 
quirement a part of minimum due process in the detel:'.lllination of public 
assistance claims but failed to require the-provision of legal services. 
After the Goldberg decis:i,_on and in connection with a general codifica-: 
tion of the Public Assista~ce Handbook requirements into 45 C.F.R., HEW 
promulgated more explicit requirements concerning the continuation of 
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assistance but withdrew the requirement. that legal services b.e provided, 
The new regulations, which took effect April 14, 1971., do little more 
than codify the pre-existing Handbook requirements With the addition 
of those due process requirements set forth in Goldberg v. Kelly and 
not previously included in the Handbook, to Wit, that a claimant be 
afforded an opportunity for confrontation and cross-examination of 
adverse Witnesses and that the decision-maker, in order to demonstrate 
compliance with the requirement of decision on the record, state the 
reasons for his deteTinination and indicate the evidence relied upon, 
Some of the other r~quirements previously in the Handbook are further· 
explicated in the new regulations and there is the new requirement 
that, if requested, a state agency mu~t provide a group fair hearing 
on issues of state policy, 

,All of these requirements for fair hearings by the federal 
agency are obviously thought to be ne::essary 4.n order to make mean
ingful the statutory requirement that a state plan have a fair 
hearing procedure, The reasons for each requirement could be gone 
into ~t some length but that is proba~ly not useful for our purposes, 
Suffice it to say that the federal ag,;mcy found that it could not 
simply require a hearing and expect thsit the states would come up 
with hecring processes which fostered the basic federal policy of a 
meaningful opportunity for review o~ state actions implementing .the 
AFDC pn•gram. The federal policy had to be articulated with clarity 
and specificity before procedures whi-::h fi.t the particular needs of 
the welfare clientele and of the issm!s raised by welfare claims 
could bE: expected to be developed. (£or further discus~ on of the 
problemf encountered in the operation of the AFDC fair hearing pro
ced.ure End in the enforcement of com;,liance with federal fair hear.i.ng 
standarcs see Appendix B.) 

HUD has also defined With considarable specificity the grievanr!e 
procedures which local housing author.it:ies must afford their tenants. 
When the tenant contests an LHA's action which adversely affects his 
rights, duties, welfare or status,. the LHA must afford him an oppor
tunity to present his side of the dispute before an impartial of~icial 
or befcir~ a hearing panel. The tenant has a right to call w.itnessen, 
to be represented by counsel or by another person of his own choosing, 
and to confront and cross-examine witnesses in appropriate circum
stances. The official or panel that conducts the hearing must notify 
the tenant of its decision on the·complaint and the reas·ons and evi
dence relied upon, RHM §7465.9 (February.22, 1971). In contrast with 
these specific provisions, HUD• s .regulations under i:I1e Uniform Reloca
tion Assistance and Land Acquisition Pqlicies Act mere_ly provide that 
11 [a]ny person aggrieved by a determination as to eligibility for, or 
·the amount of, a payment under the. regula,tions may have .h'is cl aiJll.. _.• ,... 
reviewed or reconsidered by the head.. of .the.,,State agency or. his-· -
authorized. desig~ee.,.. in. B,_cco.rfla.i:ic~_._with~.s,uj:;J~ ptoc.edu~e as,- the s;~;:~; 
agency shall have established for such review or reconsideration." 
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24 C.F.R. 42.190, May 13, 1971 .. It Would seem that .the federal 
agency should not leave the structure of the complain~ procedure 
entirely to the discretion of the grantee. Furthermore, the 
regulations do not provide for any procedure to handle complaints 
by displacees that they have _been relocated into substandard housing 
in violation of their statutory rights. Such complaints are serious 
and should be handled by the grantee's complaint procedures. 

C. The Informati~n System 

The federal granter agency :;hould insure that persons 
affected by a grant-in-aid progr,1m receive adequate informa
ticn about the program in order _hat they may take advan
tar.e of the federal and the gran :ee complaint procedures. 
Th£: federal g1;antor agency shoul.:l require as a grant con
dition that all program material; (regulations, handbooks, 
mar.uals, etc.) governing the gra:1tee' s administration of 
.a program supported in whole or .tn part by federal grant
in-aid funds and all plans, appl tcations and other docu.: 
mer.ts required to be submitted tJ the federai·agency as a 
cordition to the receipt of fede:al funds should be 
recdily accessible to persons af7ected or likely to be• 
affected by the operation of the funded program. l?lam;, 
apylications and other documents that provide the basis 
for- federal funding sho.uld he ma·:le readily accessible tq , 
interegted persons no later than the time of their sub
mi~sion to the granter agency fo~ approval and at an· 
earlier time when required by la·,1 . 

.The federal granter agency should insure that the 
grLJ1tee 1 s system for dissemination of program materials 
anc: grant submissions takes accolmt of·,the nature, loca
tion and representation of affected persons. For example, 
as a part of a plan to make such materials readily acces
sible, program in.formation might be deposited not only 
in the offices of the grantee but also in;public and 
university libraries and in the offices of affected •••• 
interest groUP.S and their legal representatives. It 
might also be necessary to require descriptive summaries 
of technical rules or projecc applications· or to require 
an oral explanation of program features, for example, 
the complaint procedure, whi~h are critical ~o the pro
tection of a beneficiary's interests. The federal 
agency should make parallel efforts to·disseminate 
materials relating to its administr~tion of the federal 
grant program. . :,- •·• .:.: 
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. Summary, Part C of this recommendation recognizes that in order 
for-a, complaint procedure to be ~ffective the affected populace must 
have adequate and timely information concerning both the.federal grant 
program and the grantee's or potential grantee's participation in that 
program, Only if this information is available Wi.11 affected persons 
be able to determine intelligently whether there is any basis for com
plaint that federal standards have not been met, Part C is directed 
specifi.cally at those aspects of the general problem of making informa
tion about public grant programs accessible which are particularly 
relevant to the adequate functioning of complaint procedures. It 
does not deal, except incidentally, with public information issues 
which might arise in the context of implementing general policies 

.. for broadening public participation ir. agency decision making or 
for -bettnr informing potential grantees of the availability of fede::-al 
funds, 

The basic information component for an effective complaint pro
<cedure is the accessibility of documer,ts which govern the administra
tion of the funded program by both t~~ grantor and the grantee, At 
the federal level these documents wil :. include the applicable 
statutes, regulations, agency handbocks or manuals and any descriptive 
literature or orders which contain agency interpretations or opinio~s 
concerni·1g the proper administration of the relevant grant program. 
Similar documents describing the grantee's operations should also be 
made accessible. In addi~ion, affected persons should have access 
to any pl-ans, applications, reports or other documents which a 
grantee is required to submit to the ::ederal grantor agency as a 
basis fer initial or continued federa'. funding. 

• Part Conly covers documents: that are· current; it is not inten1ed 
to affect a gr!lntor•s or gra~tee•s policy.-with resoect to· the prese:va
tion and storage of outdated plans or. appUcations tha.t are no longir 
operative. Those documents mainly interest historians. The documents 
covered oy the recommendation are gene.ra~ly :public documemts;•.they 
almost n-:iver contain confidential' matErial and, when filed with the 
federal agency, are gener~lly obtainabi"e from it by any person under 
the FreeJom of Information Act, Plans and applications of govern-' 
mental grantees are under present procedures also generally made 
public at the state or.local level before they are suqmitted to the 
federal agency'because they must normally be·-approvedi-':l?.Y, .the appro.; 
priate officials or legislative bodies of the relevant· units of .·,. 
state and local government; Project applications for construction 
and developmental grants must also be cleared with state, regional 
or metropolitan planriing councils in order to assure areawide coordi
nation of federal assistance programs. See Bureau of the Budget, 
Revised Circular A-95 (February 9, 1971) (implementing ~204 of 
Demonstration Cities and Metropolitan Develo.pment Act of 1966 and 
§201 and Title IV of the Intergovernmental Cooperation Act of 1968). 
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This process of clearinghouse review assures that at least those 
persons within the grantee fraternity or with contacts in the state 
or local government are aware of plans and applications that are. 
pending or in effect. In addition, a significant number of federal 
assistance programs require that there be public hearings on indi
vidual project applicatiqns or that private citizens participate 
in the overall planning process for the federal grant. 

Part C supplements these existing mechanisms and seeks to insure 
that in all cases persons affected by a grant-in-aid program receive 
adequate information about tb·e operation of the program in order that 
they may take advantage of the federal and the grantee complaint 
procedµr~s. The recommendation also recognizes that the simple 
availability of the relevant documents may not be adequate to inforn 
affected persons of the content of the requirements surrounding the 
administration of the funded program. Hence, it may be necessary 
to require special techniques for the dissemination of this informa• 
tion. We shall discuss below some of the techniques which might be 
employed .. 

Inf:>rmation Accessibilitv as a Grant Condition., Part C pro
vides fer the implementation of the requirement that grantee pro-
gram mat:irials and submissions be accessible· by m!)ans of a conditioa 
attached to the federal grant. The ·operational responsibility will 
therefore be on the grantee to make its materials accessible in 
accordan=e With what~ver specific requirements are contained in the 
grant ccndition. The federal granter agency should impose similar 
requirerrents upon itself with respect to the accessibility of feder,.11 
program materials and should make parallel efforts-to disseminate 
those materials. 

The choice of this means for diss~mination of grantee program 
material and submissions was made for several··reasons: The basic 
rationale is that this system is likelyJ t~. be more effective than 
the only available alternative,· federal''.g-.antor dissemination. ' 
The gran~ee Will necessarily be better equipped by virtue of the 
proximity of its operations to the. affected populace·to make the 
relevant information accessible. Moreover;, to charge ·federal granter 
agencies with the collection and dissemination of all grantee progra~ 
materials and submissions would be extremely burdensome and would 
conflict with emerging federal policies ·for. the simplification of •• 
the grant application process by the use of proclaimers. See, Office 
of Management and Budget, Simplifying Federal Aid to States and Com
munities 9-10 (1970).- The resources of the federal agency devoted 
to enforcement of grantee compliance with federal standards can almost 
certainly be better utilized in the investigation of critical com
p~i~ce areas and in the investigation arid _resolutio1r of complaints 
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concerning state systems than in. handling thousands of pieces of 
paper which reflect every modification of a grantee's rE!g?la~ions. 
Of course, to the extent that the federal agency has relevant 
documents concerning the grantee's program on file, it should make 
them accessible to interested ·parti.es in eonformity With the Freedom 
of Information Act and Administrative Conference Recommendation No. 
24. 

Time of Availability. It is important that adequate informa
tion concerning a grantee I s plans., applications or other submissions 
that provide the basis for federal ·funding be available at an early 
stage in the· funding process.. This will facilitate objections by 
affected parties at a stage where the 'federal agency is better able -
to obtain compliance With federal stanr:ards. The resolution of 
complian,:e questions at this early sta,5e is not likely to have a 
disrupti,e effect on the grantee's opecations. The recommendation 
suggest~ that the time of submission o~ any plan, project applica
tion ur Jther document for approval by the federal agency should 
be. the 11test time at which informatio.1 should be disseminated. 
The requcrement of accessibi I ity to th.~ p~blic at the ti:me· of sub
mission .=or approval is, of course, a :ninimum standard and is not 
meant to replace. any existing requirem<?rits for earlier accessibilitJ, 
for exam·,le, in connection with requirnd public hearings or "other 
cit.izen ;,articipation. 

11Ap:,roval, 11 as used in the recomm'!ndation, does not necessaril} 
mean fin1l approval of a project. Thi3 final approv~l may come at· 
a very lite stage in the grant process and after a series of prior 
"approva,s" of ·various steps in the prflject or .application. Nor. ,.·· 
does 11ap;,roval11 necessarily connote a:n action which definitively· 
commits ::ederal funds. Such a commitm,;nt occurs irr the f(;lderal-aid
highways program, for example, only .af.::er submission of. plans, 
specific,1tions and estimates. This. siumissiqn may occur. years 
after initial approval of a highway' department'i s decision· on the , ·'t 
location of a project. A ·submission f0r approval under this recom- •: ·/ 
mendation includes any submission which is required as a par,t of the 
process of approving the initiation or. continuance of federal funding., 
This generally accords With the .notions of finality that have been· 
employed by federal courts in judicial review of agency actions. 
See, .!h&,, Township of Hopewell v. Volpe,. C~vil Action No. 1390-68 
(D.C. N.J. 1969). 

It should be recognized that a requirement of acc·essibility of 
grantee plans and project applications at the time of their.sub
mission for approval Will have different effects in certain-formula 
grant programs than in project grant programs. In the c~se of 
formula grants for categorical public· assistance programs, for 
example, the provisions of -the state's plan, or amendments to it,_ 
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will. normally be submitted for approval after those provisions have 
gone into effect as a part of the state's statutory or regulatory 
scheme. Any ~omplaint concerning such a submission Will be directed 
at'· a finding that state law is out of° compliance with federal 
standards, rather than, as iri the project grant context, at a 
finding merely that the applicantion is not acceptable in its 
present form. Hence, the complaint mechanism may be somewhat less 
useful in the formuia grant context than in connection with project" 
grants because in the former case the affected parties are likely 
to be informed of the grantee's policies after decisions have been 
made and to some degree implemented, rather than while positions 

.are still fluid. 

This difficulty might suggest th,1t some special provisions 
for infcrming the public be made in those programs where changes 
in stat~ law or regulations are syste:natically translated into 
amendmer.ts to state plans or, indeed·, .Ln any situation where the 
grantee I s. program· policies become eff_,?ctive prior to. their submis
sion fat federal granter approval. H.,wever, we are convinced that 
any sud. recommendation would have ex-:ensive consequences concerning 
public rarticipation in grantee decis.con-making in general and should 
be apprcached from that perspective. The questions of what form su:h 
particiI ation should take and how fed<?r?-1 requirements might be cooi.·
dinated with state administrative pro,::edure acts are thus left open, 
and may ~e the subject of further study and action by the Adminis
trative Conference. 

The- Form of Information and Tech1igties for Making It Accessibl~. 
Because Part C covers a large number of relatively disparate grant 
programs there has been no attempt to provide detailed guidelines 
for public information programs. Rather. the recommendation: seeks 
to prese-nt a series of considerations which should animate both the 
federal agency's efforts to dissemina.:e informatiorr conc_erning the 
federal program and the public information requirements it imposes 
on its grantees. The bas"ic consideraLion is adequacy with respect 
to utili~ation of the complaint procedures. In developing an ade
quate program of public information the- federal agency should also 
consider the "nature, location and representation" of the per!lons 
With whom it seeks.to communicate and, of course, the nature of its 
particular program. 

A. Federal Agency Efforts; A recurrent difficulty in dealing 
with federal grant programs is the determination of what the federal 
standards are which condition the receipt of federal grant monies. 
In part this results from the failure of grant agencies to use the 
informal rule making procedures of the APA (as suggested by Adrninis
trative Conference Recommendations 16 and 26), including publication 
of standards in the Federar Re_gister~ , ihe· result is that federal 
standards may be contained in compilations ranging from the Code 
of Federal Regulations to informational circplars distributed only 
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to grantees. Certain agencies, such as the Social and Rehabilitation 
Service of HEW, have made considerable progress in getting mandatory 
federal grant standards put into regulatory form and published in the 
Federal Register. Other agencies, such as the Federal Highway Admin
istration, have not done nearly so well. FHWA policies are still 
largely contained in a series of Administrative, Instructional and 
Policy and Procedure Hemoranda which are, to say the least, diffi
cult to use. Moreover, most grant agency handbooks, manuals, or 
circulars contain everything from mandatory standards to helpful 
hints. In order to adequately inform interested persons concerning 
the operation of federal grant programs many agencies should (1) 

conform to previous Conference recommendations concerning the use 
of the Federal Register for the public-ation of mandatory standards 
and (2) put all of their directory materials into a single set of 
policy g.1idelines which are clearly I.shelled as to their· intended 
effect. • 

In part. the failure to put grant standards into a documentary 
form more readily accessible to the. public may result from a mis
taken nction of the impact of federal. grant conditions on the 
rights and privileges of intended beneficiaries. The Federal 
Highway A.dministration has, for example, adopted a'regulation 
stating ::hat its "Memoranda" setting forth requirements for• 
grantees provide no rights or privile•;es not explicitly set forth 
therein. 35 Fed. Reg. 6322, April 18, 1970. Yet, surely the 
teaching of cases such as Barlow v. Collins, 397, U.S. 159 (1970), 
is that peri,ons adversely affected may rely upon federal grant 
standards as a basis for challenging agency action even in situa
tions where they have no individual m,titlemei:it at stake. Cases 
involving judicial review of highway ~:rant decisions by FHWA have 
since ·Road Review League v. Bovd, 270 E. Supp. 650 ( 1967) , con
sistently taken this view of standing,·' And, of course, where 
individual rights or privileges ,are be1ing sought the position is 
a fortiori the same. ~. Thorpe v. Durham Housing Authority, 393 
U.S. 268 0969). Similarly, for purposes ·of the recommended com
plaint procedures any mandatory federal grant standard may provide 
the basi3 for a complaint by persons Gdversely affected by the 
actions of the grantee or by the granter agency's funding decisions. 

In making' its program materials accessible the federal agency 
should not be inattentive to details, such as, subjectmatter in
dexing, descriptive synopses and identi.fication of available "public 

• information" personnel, which may make the difference between 
effective and ine~fective communication -of the substance of federal 
requirements. 

Finally, in order to determine whe~her there is an adequate 
basis for complaint concerRing a grantee's or potential grantee's 
compliance with federal standards, affected-persons need to have 
access to both graptor and grantee program materials. in the same 
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place and the same form. Hence, the efforts of federal agencies 
to di"sseminate federal program materials should parallel .those 
required for grantees in making'the l~tter materials acc~ssible. 

• B. Requirements for Grantees: Grant conditions which merely 
require that a grantee make its program materials accessible are 
not necessarily sufficient to discharge the granter agency's obli
gation co insure that affected persons are adequately informed. 
Different types of programs administer to the needs of differing 
clienteles and require different techniques for effective com-· 
munication. Many granter agencies recognize this problem and 

. already are experimenting with creath·e approaches to the dissemi
nation cf public information. 

For example, the Social and Rehabilitation Service in HEW has 
extensi\e regulations concerning publ.:c infonnation which are 
specifically designed to facilitate· the ut"ilization by welfare 
recipients of a s-tate•s fair hearing _procedure for resolving 
~omplair.ts. SRS requires that state ·plan materials in the form 
of progtam manuals and other statemeni:s of ·agency policy which 
affect the public (1) be maintained in the state office and each 
local or district office and (2) be made avallable for acce~s by 
the public through custodians. In_or,Ier to qualify as an ·appro
priate depository a custodian must request the material, be centraliy 
located and accessible to a substantial number of the recipient pop'l
lation, and agree to accept responsib~lity for filing all amendment, 
and charges forwarded by the agency. These custodians would includ? 

-libraries, local offices of the Bureau of Indian Affairs, legal 
service organizations, and organizations. of welfare recipients. 
Title 45 C.F.R. Section 20s.·10. This seems to be a good regulation 
which tekes account of the nature of the.recipient population and 
the existence of organizations which have a special interest in 
furthering the recipients• interests. 

SR~ further requires that states give specific notice to appli
cants or recipients of the existence of the fair hearing procedure.-· 
both ·at !:he time of initial application-and at the time of any sub
sequent action concerning the applicant or recipient's case. 45 
C.F.R. 205.10Ca)(2l. Synopses of decisions in previous fair hearings 
are also part of the program materials ·which must be made accessible 
to the public., ·45 C.F.R. 205. lO{a) (16), but it is not clear whether 
these materials are required to be maintained at all local public 
welfare offices and made available through custodians as are the 
grantee's regulations and other statements of agency policy. 

In the quite different context of the federal-aid-highways pro
gram the FHWA relies heavily on public hearings as a technique for 
.disseminating public information. While there has been a great deal 

https://omplair.ts
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of criticism of these public hearings, it has largely been with 
reference to their utility as a device for pu~lic participation 
in decision-making. Certainly the public hearing i.s a "far better 
informational device than mere newspaper advertisements, and the 
affected public is usually too large to give fully effective i_n
dividual.ized notice of proposals for projects. 

Pol.icy and Procedure Memorandum 20- 8, 23 C. F. R. §1. 38 Appendix 
A (197U), amended 35 Fed. Reg. 19232 (Dec. 19, 1970), requires state 
highway departments to hold i:wo public hearings on most federally 
aided highway projects. There must first be a corridor hearing on 
the social, economic and environmental effects of the route loca
tion and then a design h~a~ing on the similar effects of the high
way design. At the corridor hearing interested persons may contend 
that one or more alternative routes proposed for the highway do not 
conform 11ith federal standards for the protection of the environ
ment and of local needs. The state highway department must publish 
a notice of the hearing in local newsrapers and mail copies of the 
nptice t J all public. officials and citizen groups who have requeste•l 
notice of highway department hearings or. "who, by nature of their 
function, interest or responsibility the' highway deparfment knows 
or belie·,es might be interested" in tre proposed project. PPM 20-8, 
§8(b) (2). The .noti.ce must contain a cescription of the proposed 
project ,>nd specify that maps, drawinE s and other pertinent informa-· 
tion dev.::loped by the state highway department are available. at a < 
convenient location in the vicinity of the proposed project. PPM 
20-8, §8~a) (3). Similar provisions are applicable to design hearin:;:s. 

The Department of Transportation, which includes the Federal 
Highway :\dministration, has, with respect to relocation plans, 
recently strengthened these requiremer.ts on the availability of 
project information. The Department's regulations under.the new 
Uniform Relocation Assistance and Lane Acquisition Policies Act 
require a. state highway department (1) to present its relocation 
program at all public hearings on a highway project, (2) to prepare 
brochures on its relocation program, (3) to announce publicly its 

. relocation program through ~ppropriate mass media, (4) to post notices 
on the relocation program in or on buildings to be acquired, and CS) 
to mail by certified ~ail individual notices on the relocation pro
gram to·all persons to·be displaced. 49 ·C.F.R. 25.83-25.93, 36 F.R. 
9178, 9182-83 May 20, 19?1. The ..information to be disseminated in
cludes the right of displacees to relocation assistance and payments 
and to appeal any adverse determination on their eligibility for 
relocation payments or the amount thereof to the head of the state 
agency. The information system is thus designed to facilitate the 
use of the grantee's complaint procedure. However, there is no pro
vision for complaints by displacees of inadequate assistance in relo
cating them into standard housing. 

https://25.83-25.93
https://requiremer.ts
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There is, of course, always room for improvement. For example, 
while highway departments are required to provide individual notifica
tion of hearings to persons requesting it prior to a location or 
design hearing, they are required only t:o publicize by .newspaper 
notice that a decision has been made and transmitted to the FHWA for 
approval. PPH 20-8, §§10-11, Because this is the point at which 
aggrieved parties are most likely to wish to file a complaint and 
because there may be a significant interval between the public hearing 
and a location or design decision, a more effective means of publiciz
ing these decisions seems desirable. 

The present practice of the FHWA suggests another public informa
tion problem to which agencies should give attention. The potential 
proble~ is the tendency in project grEnts to presume that infonnation 
has been made available on the local level at an early stage in the 
developm,mt of the project through the local planning process. Thif 
prestlmpti.on is easy to make in prograr..s like federal aid for high-
ways bec9.use the first step in the {ur.ding_ process, the application 
by a sta~e highway department for "prcgram" approval, comes to the 
FHWA wit'1. the imprimatur of state and local approval of the conform:.ty 
of the p::ojects with local and state-1,ide planning and with an assurance 
that environmental considerations have been address.ed in at least a 
prelimin-1ry form. This is true became each initial application mm t 
have att1ched to it documentation indjcating that the Bureau of ~he 
Budget A-95 review procedure has been followed, This means that the 
project description has been referred to the central clearinghouse 
(for ex~aple, a state planning agency) for the s~ate, which has in 
turn ref?rred the matter to a regional or metropolitan clearinghouse 
(,!h!h, a regional planning commission) and to the state agencies 
and local officials which might be affected by the project. There 
is also a referral to any affected fecieral agencies; included· in 
this referral would-be preliminary or draft ~nvironmental statements 
prepared by the highway department. The affected parties send their 
comments on the project to the clearinghouse which in turn forwards 
them to ~he highway department with its comments, if any. 

Unless questions are raised by these comments which go to 
issues such as needs of the localities, confonnity With local plan
ning,·or environmental, economic or social concerns, the Federal 
Highway }dministration will not raise these questions at this stage 
nor seek to disseminate information -on the project outside the 
official channels. The Federal Hi.ghway Administration.•s position 
is that since these comments through the BOB A-95 review procedure come 
largely from elected officials of the states and localities, they should 
take affirmative comments or no comments as reflecting the public 
interest as determined through the appropriate political process. T11e 
Federal Highway Administration is not in the business of reforming 
local government. 

https://address.ed
https://conform:.ty
https://prestlmpti.on
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However, this attitude may miss the point that the federal aid 
highway program has alreaay "reformed" -local government by vesting 
great political power in the state highway departments. If local 
officials, for this reason or for others, fail to provide the sort 
of critical revie1-1 of pr(1jects which insures conformity with the 
relevant federal standards, the FHl:7A is not thereby relieved··of 
its duty to insure such compliance. In order for citizen complaints 
to aid"significantly in that effort, it may be necessary for state 
highway departments, and other project grantees, to establish an 
information system which makes their -plans accessible to all affected 
parties at an early stage of project ·planning--not just to local 
officials, 

HUD has also taken measures t.o insure that residents of an 
urban renewal area ~re able to obtain adequate information about 
urban r,newal plans. A local public agency applying for an urban 
renewal grant must establish a Prbjec~ Area Committee (PAC) to assist 
in the r_lanning and execution of the urban renewal proje·ct. The PA:::
for an r;rban renewal project should consi st of a fair cross section 
of the residents of an urban renewal ;irea and should receive all 
information and reports on the ptojec': in advance ·of the time when 
decisiors are made, Urban Renewal Ha·,dbook, RH A 7217.1,Supp.; 
Neighbo1 hood Development Program Hand·,ook; R H Ir 7387 .1, Unti 1 
the fall of 1970, PAC• s were mandatory only in urban renewal pro-· 
jects trat involved residential rehabs·litation; they ~re now manda-
tory in all_ projects, ' 

The procedures required of ·grant,,es by tl}e SRS, Federal Highwaf 
Administration and by HUD in some re,ipects go beyond what is 
literally required. by Part C because that _r-ecommendation by itself 
does nc,t require either public· hearings or citizen _participation, 
These e1.amples, however, indicate posuible ways to implement the 
general principle stated in Part C in .the framework of particular 
grant programs. Moreover, they suggest that even well-developed, 
existing informational devices may require modification in connection 
With the institution of a regularized complaint procedure, 

D, _Range of Sanctions 

' The federal grantor agency sl}ould seek to develop an 
adequate range of san~tions for insuring compliance with 
federal standards by grantees that apply for or receive 
federal financial assistance, The sanction of the total 
denial or cut-off of federal funds should be retained and 
used where necessary to obtain compliance, but the agency 
should have available,lesser sanctions that do not -result 
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in the prevention or discontinuance of beneficial programs 
and projects, This range of sanctions shoulp inc.lud_«;! in 
appropriate cases: 

1. the public disclosure by the agency that a 
grantee has fa'iled to comply with federal standards; 

• 2. an injunctive action brought by the agency or 
the Department of Justice in the federal courts to require 
the grantee to fulfill any assurances of compliance with 
federal standards made ~y the grantee or to enforce the 
f~d~ral standards attached to the grant; 

3. the disallowance as a program or project cost 
.of an expenditure by the grantee that does not conform 
with federal standards, or other partial denial or cut
off of funds th~t affects only-that portion of a program 
or p~oject that is not in compliance with federal standards; 

4. the imposition of special. administrative condi
tio~s on grantee operations, including retroactive awarding 
of benefits, in order to ensure the reparation of any 
individual damage or prejudice or to correct any shcitt~ 
comings in the effectuation of federal policy which have 
resulted from failure to c;omply "1-;ith federal s·tandards; 
and 

5. the transfer of a·grant, or the awarding of sub
sequent grants under the same or related grant-in-aid pro
grans, to a d~fferent grantee if the o~iginal grantee 
violates federal standards. 

Where an agency lacks statutory authority to invoke 
one or more of the above sanctions and sue~ authority 
wou!d pr~vide an appropriate mean~ of insuring compliance 
with federal standards in a grant-in-aid program adminis
tered by the agency, it should seek the necessary authority 
from the Congress. 

The agency shoµld also ~onsider the provision of 
incentives, such as the contribution of an increased 
matching share or the awarding of additional grant funds, 
to grantees who comply with certain federal standards. 
Where the agency lacks statutory authority to provide 
compliance incentives and such authori1:y would provide 
an appropriate means of insuring co!Dpliance -with federal 
standards in a grant-in-aid program administered by the 
agency, it should seek the nec~ssary authority from the 
Congress, 
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Summary, Part D of this recommendation represents an initial 
effor.t to develop a range of san1;tions in addition to the total 
den:l.al or cut-off of federal funds. The individual sanctions pro
posed are not intended to replace completely the fund denial or 
cut-.off because in some instances the ultimate sanction of termi
nating all federal financial assistance (or the threat thereof) may 
be the only effective means of ending a grantee's non-compliance 
with ferleral standards. These sanctions should be imposed formally: 
and openly and not invoked by the federal agency in an informal or 
covert fashion. Where an agency lacks statutory authority to invoke 
one or more of the above sanctions and such authority would ·be an 
appropriate means of enforcing federal stanrlards in a program ad
ministered by the agency, it should seek the necessary authority 
from the Congress. 

Part D(l). This part proposes that in appropriate cases the 
federal agen~y publicize a grantee's I•On-compli.ance wi.th federal 
s_tandar<ls. This use ..of publicity as l.l. sanction should prove most 
effectiva•if• it is coordinated with- t"he federal administrative com
plaint procedu.re proposed in Part A. The implementation of that 
procedur~ should put gra~tees on n~t~ce that the federal grantor 
agency i:3 serious about its enforcemer:t responsibilities, .atid the 
publicity generated by individua.l complaints and by any public pro
ceedings held by the federal agency on the complaints is" likely t,:o 
induce compliance. Compliance is particularly l~kely to result· if. 
the federal agency publicizes a strong, well reasoned decision that 
the plan; application or practice undr,r attack violates federal 
standards. The· grantee may decide th£t the wiser course is to ~am
ply With the federal agency's view .of the law, or it may attempt to 
take"the matter to court and comply with the even4ual ruling of the 
court. In neither case is there an interruption in the.federally 
assisted program. • 

Part D(2). This part proposes that in appropriate cases the 
federal agency or the Department of Justice sue in the federal 
courts to compel a grantPP. to observe federal standards. Suits 
for iµju.ictive rel::.1:::c are a potential_ly effective sanction for 
enforcing federal standP.=c3 in grant-in-aid programs. Grantee officials 
are likely to respect any.decree issued by the court'. ordering them to 
comply with federal standards, and if they do not obey such a decree 
they may be held in contempt of_cburt. 

. . 
The legal basis for enforcement suits of this type is quite 

clearly established. The United States may sue either to enforce 
specific assurances of compliance with federal standards made by 
grar.~ees in plans, agreements or applications which they submit to 
the federal agency or to e~force conditions attached to a grant which 
the grantee is held to have accepted·when he accepted the federal 
funds. Courts have generally considered such actions to be con
tractual in nature, and have uniformly upheld the· standing of the. 
United States to bring suit to protect its contractual interests. 

https://procedu.re
https://den:l.al
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The Department of Justice recently invoked this remedy in a 
suit against the Stat'7 .of Alabama to force various stat_e agencies 
which administered federally assisted programs to recrui(, hire, 
promote or demote their employees on a merit basis and without dis
crimination on the ground of race or color. United States v. Frazer, 
297 F. Supp. 319 (M.D. Ala. 1968) (Johnson, Ch. J.). A large number. 
of categorical assistance programs were involved in Frazer because 
Congress has normally required that state agepcies receiving formula 
grants 

0

adppt a merit system ~or employment. The state agencies in 
Alabama had refused to give adequate assurances that they would ob
serve a merit system but they were nevertheless receiving federal 
funds in large amounts. The Department of Justice sued to enforce 
the conditions attached to those funds. Alabama argued that the 
statutory procedures for withholding f-.mds in cases of non-com
pliance with federal standards was the exclusive remedy available 
to t_he l nited States. The court disar,reed and denied the state's 
motion to dismiss the complaint: 

"This Court is clear to the conclusion that the 
United Stat~s does have s~anding to- seek judicial en
forcement of the terms and conditions of grants of° 
Federal property and that the adninistrative remedy of 
termination of assistance was not intended to be and• 
is not exclusive. The argument of the State, if it 
prevailed, would necessitate thi~ Court's telling the 
United States of America that the only remedy it had 
in this case would .be to administratively terminate 
the Federal funds of $150,000,00G a year proviqed to 
the State agencies here concernej for assistance to the 
aged, to families with dependent children, to crippled 
children's services, for aid to the blind, aid to the 
permanently and totally disabled, and for other similar 
prcgrams administered by t,e defendants for the benefit 
of United States citizens residing in the State of 
Alabama." 297 F. Supp. at 322. 

Judge Johnson subsequently ruled in favor of the United States on tl.e 
merits and found that the state agencies involved had engaged in 
massive discrimination in employment. 317 F. Supp. 1079 (M.D. Aia. 
1970). He then entered a broad remedial order which the state has 
appea~ed to the Fifth Circuit. • 

A substantial body of precedent supports the Frazer decision. 
The Supreme Court has on several occasions upheld suits by the United 
States to enforce statutory conditions attached to grants of public 
land. United States v. San Francisco, 310 U.S. 16 (1940) (grant 
to municipality); Oregon and California R. Companv v. United States, 
236 U.S. 393 0915) Cgrant~to railroad); McGehee v. Hathis, 71 U.S. 
143 (1866) (grant to st~te). In both of the first two cases, Congress 
had specifically authorized the Attorney General to sue to enforce 
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the conditions of the ·grant, Such a specific grant of authority, 
howe:v!?r, is not required for the Attorney General to ac.t because 
the Attorney General may sue on behalf of the United Stat:es by 
virtue of his office if the United States has an interest to pro-
tect, Wyandotte Transportation Co. v. United States, 389 U.S. 191, 
The interest of the United States in the~e cases is a contractual 
one. "It is not doubted that the grant by the United States to the 
state, constituted a contract," M~Gehee v. Mathi:s, 71 U.·S. 143, 
151, Therefore, "the acceptance oy the recipient of the grant to 
which the conditions and stipulations are attached creates an obliga
tion to perform the conditions on· the part of the recipient." United 
States v. Frazer, 297 F. Supp. 319, 3~2. The United States may also 
sue to enforce specific assurances of compliance made by grantees of 
federal financial assistance, Suits have been brought by the Depart
ment of Justice to force southern sch..iol districts to implement sch,ol 
desegreg.ation plans which they had filed with HEW under Title :VI of 
the Civil Rights Act of 1964 in ord~r to r~ceive federal aid. The 
Department may institute these suits \vithout satisfying the pro
cedural prerequisites for school. dese,~regation suits under Title 
IV of the same Act. United Stetes v. Board of Educati•on of Emanuel 
Cotinty e.!;__ru_._, Civil Action No, 487 CS,D, Ga, 1969) .. 

Part D(2) recognizes that enforc,?ment actions in the ,federal 
courts E. re not the appropriate sancti,m in all cases. When a federal 
agency encounters an instance of non-compliance, it should consider 
whether court enforcement is an appro·_Jriate and l)ffective sanction. 
If judicial enforcement does not brin.~ prompt compliance, the agency 
should jrivoke one or more of the remaining sanction& mentioned in 
Part D, including a total fund cut-off in cases where the impositicn 
of that sanction is necessary to obtain compliance. An agency has 
broad dj scretion under Part D to dete,·mine on a case_-by-case basis 
which or:es of the range of sanctions avaiiable to it should be invot;ed. 
Court er,forcement has sill!ply not been tried enough in the past, and 
agencies have relied too heavily on the administrative cut-off of 
funds tc offending grantees, Many officials at HEW recognize this 
fact and favor trying newer methods for. enforcing federal standards 

·in social assistance programs. The Nixon Administration's bill 
establishing a Fammly Assistance Plan, which passed the House but 
not the Senate in the 91st Congress, adopted this approach and pro
vided that if "the·secretary determines that a State plan whicl! he 
has approved under Title XVI, XIX, or· XX no longer complies with 
the applicable requirements for approval-., or that.in the administra
tion .of such plan ... there is a failure to comply substantially 
with any provision of such plan or agreement, the Secretary may 
request the Attorney General to bring suit to enforce the provisions 
of such plan or agreement," The Family Assistance Act of 1970, 
Revised and Resubmitted to the Committee on Finance by the Adminis
tration (June 1970) at pp.~275-6, 
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. In the formula grant programs judicial enforcement of.federal 
st~dards may have effects which are necessarily very similar 'to 
the administrative fund cut-off or a threat of fund cut-o_ff: Im
plicit in an injunction to comply with federal statutory standards 
are the words "so long as you accept federal grant·-in-aid funds. 11 

This notion was made explicit in Rosado v. Wyman, 397· U.S. 397, 420-22 
(1970~ and the district court was instructed to grant the state an 
interva) in which to achieve compl_iance or to withdraw from the 
program because the Supreme Court had been informed that compliance 
without some reordering of the New York benefit provisions would 
cost the state $40,000·,000 per year. In most project grants, on 
the other h,md, the grantee may not ha1Te the option to withdraw fror.1 
the federally funded prograin because he has contractually bound him-~ 
self to complete the project. In these cases the injunction has a 
differen,; effect than a fund cut-off and the grantee can simply be 
ordered co comply with federal standards. 

A distinct advantage of the judicial enforcement of federal 
st:and.ard.; is the flexibility "inherent in a judicial decree. A 
federal judge may fashion an e~uity decree that both provides effec• 
tive rel::ef from past illegality and i;:revents future illegality 
without requiring a fund cut-off. An agency may not have power to 
require :in t~is•fashion affirmative action by grantees but'. can only 
manipulate to a greater or lesser extent the purse strings, For 
e~ample, if a local housing authority that receives an~ual contri
butions f.rom 'HUD persists in practicir:g discrimination in the selec•;ion 
of sites and assignment of tenants, tl'ere is nothing HUD can do abo·1t it 
at prese:1t except cut-off the flow of federal funds or exercise wha :-
ever power it has to put the local housing project into federal recniv.er
ship (see 42 U.S,C, §1413 (1970)); and if HUD cuts off the flow of 
federal funds, the local housing authcrity. Will surely end up in federal 
receiverchip, The court, on the other hand, can fashion ·affirmativn 
relief to undo the_ effects of past -discrimination and to order comp:.iance 
in the future, No doubt this task is a very delicate one, and the 
federal cgency which has expertise in the area should assist the·co1..rt 
in formulating the injunction. That agency can contribute this assis
·tance through the Department of Justice in enforcement actions brought 
by the United States .i,nd through participation as an amicus curiae in 
actions.brought by priv.ate parties to enforce federal standards. Agencies 
should assign liigh priority to this task, The result may be that bene
ficial. state and local projects which have violated federal standards 
will continue to function but will be restructured by tbe court decree 

https://recniv.er
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to comply with federal standards.l/ 

Part D(3). This part recognizes that a partial cut~off of 
federal funds, limited to that·portion of a federally assisted 
program that is not in compliance With federal standards, may 
persuade a grantee to comply with federaf standards, A partial 
lund cut-off does not bring the whole program to a halt and is 
likely to hurt fewer innocent beneficiaries of the program than 
is a total fund cut-off. Congress· recognized this fact in the 
Social Securi.ty Amendments of 1967 when it amended the various 
sections in Title 42 which provide for fund cut-offs in social 
assistance programs to authorize the Secretary to limit his with
holding of federal funds to·that part of a state plan which was 
not beim~ complied with. 1966 U,S, Cc.de and Congressional and 
Administrative News 2834 at 3006 and 3148 (Senate Report 744). 
Thus., if a state is not actually prov::.ding certain social services 
on a statewide basis but only providing them in certain geographical 
areas, HEW may withhold the federal ftnds which support those servi::es 
while continuing the flow of fed!'!ral funds for the remainder of the 
social assistance program. There is som~ doubt whether_ these amend
ments authorize HEW to withhold funds from a particular geographic 
locality in a state where a local ager,cy is not complying with feder-al 
standard;. Statutes applicable to otl,er formula grant programs spe::i
fically authorize the federal agency lo withhold federal funds from 
one locality while continuing the flow of federal funds to other 
areas cf the state. See,~' 20 u.r..c. §241 (J970) (grants under 
Title I of the Elementary and Secondary Education of 1965). 

Federal granter agencies may effectuate a partial fund cut-off 
in a number of other ways that do not reqhire specific statutory 
authority. The most common way, which is specific?llY referred to 
in Part D(3), is the disallowance as n program or project cost of 
an expen3iture by the grantee that do~s not conform With the federal 
standarda. This technique builds on the distinction between con-
formity ~equirements and matching requirements. Conformity require~ents 

1/ Gautreaux v. Chicago Housing Authority, 296 F. Supp. 907 CN.D. Ill. 
1968) (discussed at p.. 19 supra) indicates what may happen ~f agencies 
do not cooperate with the courts in fashioning remedies in enforcement 
actio~s. HUD•s participation in.that litigation has been criticized 
as ineffect.ive; its memorandum on- the appropriate remedy was "vague" 
and apparently only delivered to the district judge on the evening 
before he issued the injunction. The injunction which did issue was 
drafted entirely by the plaintiff's attorney, who had no expertise 
in the housing a~ea, and reflected a serious lack of understanding 
of the problem of urban housing and development, It may therefore 
prove 'ineffective in accomplishing its goal of integrated public 
hciusing in Chicago. Comment, Public Housing and Urban Pc;>lic.y: 
Gautreaux v. Chicago Housing Authority, 79 Yale L,J. 712- (1970). 

https://Securi.ty
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are those standards which grantees must meet in order to be eligible 
for federal grants. Matching requirements, on the other hand, are 
those standards which grantees must observe in expending'money in 
order to receive the federal share of the costs incurred, The 'federal 
share of total grant costs varies from one gra~t program to another 
and may be anywhere from 30%or less up to 100%. If the requisitions 
submitted by the grantee, or other evidence uncovered by the federal 
agency, indicate that the grantee is incurring costs that are improper, 
the federal government should not recognize these expenditures as 
program or project costs and should not release the federal share of 
these costs. In other Words, the grantee must pay 100% of the cost 
rather t~an some lesser pereentage because the expenditure is not 
"t'ecogn_iz:?d for federal matching purposes. 

Normally matching problems arise at the audit stage; and the 
partial fund cut-off by the federal afency takes the fori:n of an aud·.t 
exception to a particular expenditure by t;he grantee. The clearest 
case for an audit exception is an expenditure by the grantee for a 
purpose outside the scope of the cate~ orical assistance program whi•!h 
the grar:tee seeks to qualify as a proiram or project cost. For 
instance, a unit of local government cannot normally designate 
expe·nditures on highways as project ccsts for an urban renewal 
project. Audit exceptions are also cc,11mon when a pa'.rticular expend.
·ture by a grantee violates federal standards. Ir HEW auditors dis
cover that a state welfare administration has aided an AFDC child 
who is ever the age limit set by federal law for,the provision of 
aid, HE!, will decline to share the coH of payments to that child. 
HEW thuE treats the state agency's nor-compliance with federal law 
as a matching question rather than as a conformity question, In 
this way audit exceptions may be used on a. large scale to a whole 
class of recurring expenditures in an effort to change- a non-con
forming poiicy or practice, Derthick, The Influence of Federal 
Grants: Public Assistance in Massacht,setts 23, 208 (1970). At a 
certain ?oint, of course, the state's non-compliance with federal 
standards becomes so substantial as to raise a conformity issue 
that calls for a direct withholding of federal funds. The question 
of when that point is reached is a determination generally left to the' 
judgment of the grantor agency. Derthick, supra at 23-24;-

The principal objection to audit exceptions as a device for 
achieving compliance with federal .standards is thei"t' post-hoc nature. 
The grantee has already received federal funds and has expended them 
in violation of federal standards. Remedial action may come too late 
and may depend on the thoroughnes·s ·of the audit. Not all grantee 
activities are audited, This difficulty cav be overcome if the 
federal agency announces ahead of time that certain types of expendi
tures by a grantee wilI·no longer be recognized as project costs 
until the grantee complies,with federal standa~ds. This advance 
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announcement that audit exceptions wi_ll be taken operates as a 
partial fund cut-off because the grantee can no longer expect to 
receive the federal share for the contemplated expenditu~es, Since 
this technique operates as a sanction for non-co~1pliance with federal 
standards, granter agencies should be careful in invoking it. 

In administering urban renewal grants HUD has on occasion exer
cised this power to effect a partial fund cut-off. When HUD dis
covers that a recipient of an urban renewal grant is not observing 
federal standards for relocation or land acquisition, HUD may simply 
tell the grantee not to spend any more money for demolition or land 
acquisition activities until the matter is cleared up. If _the 
grante~ does continue to spend money for those purposes, the expendi
tures in:=urred will not be treated as project costs for which the 
federal government must provide- its matching share, This partial 
fund cut-off allows the remainder of the urban renewal project to 
continue. In appropriate cases, HUD.n-ay restrict its fund cut-off 
to demolition and land .acquisition activit-1.es on a particular .block 
in a 

0 

prc·ject or With respect to a particular building. Alternative·.y, 
JlUD has on occasion .informed an LPA (the local public agency: that 
receives the gran.t) that its administ1 ative expenses will no longer 
be recognized as project costs until federal standards are complied 
with. fuch action is potentially quite effective. The execution oz 
the project contin~es; and the partial fund cu~-off princ{pally 
end.angers the salaries of the locar administrators who are thus 
provided With a strong incentive to cc•mply with federal standards_. 

Th€ manner in which urban renewal projects are funded reduces 
the effectiveness of the partial fund cut-off and demonstrates once 
again tre difficuity of fashioning-~ffective sanctions. The amount 
of the federal grarit, which is initial ly.-determined when HUD approw!s 
a Survey and Planning Application, is either 66-2/3% or-75%-of net 
project costs. Net pr~ject costs may roughly be defined as gross o:!:" 
total project costs less the proceeds to the LPA of-selling project 
land to redevelopers. Following HUD•s approval of an LP.A's Survey 
and Planning_ Application, HUD awards the LPA a grant reservation 
equivalent to the amount of the grant ard then advances federal funds 
to the LPA for planning the urban renewal project. If the-.LPA is 
successful. in obtaining a Loan and Grant Contract, HUD then provides 
the LPA with operating capital to execute the project either by 
directly loaning money to the LPA or by guaranteeing the LPA•s pro
ject notes which are sold on th~ private money market. Every three 
or six months the LPA presents to HUD.its requirements for operating 
capital and for paying off any project notes that are due._ HUD 
normally meets those requirements by increasing the LPA•s loan 
authorization but may, as the project .progresses, make a partial 
or project payment on the grant. Since the proceeds of land dis
position are not available to the LPA until a comparatively late 
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stage in the project, the LPA receives from HUD in the form of loan 
authorizations and project payments the equivalent of gl'o_ss project 
costs. Most ~PA•s incur heavy land acquisition and demolition 
expenses at an early stage in the project and thus enjoy for the 
greater portion of the project's duration.loan authorizations sub
stantially in excess of the grant reservation. Under these circum
stances a threat to Withhold funds is somewhat empty because the 
LPA already has the funds; :i.f the J,.PA terminates the project, the 
federal government is already- liable for more than the grant reserva
tion. 

Despite• these pecuiiarities in the funding of urban renewal 
projects, the partial fund cut-off may still serve as an effective -
sanction.. To obtain loan authorizatio,1s or project payments at 
three or six month intervals, the LPA ~ust itemize its cash require
ments for project costs for each budget line item. If certain cost1: 
are not cecognized at this point as-project costs, the amoul1t of th1: 
loan authorization or project payment is reduced by the federal share 
of those costs and the locality must absorb the entire costs. In 
this way the flow of federal assistance is at least slowed down. 
Since LP~s generally desire to complet~ urban renewal projects as 
promptly as possible, this slow down should encourage them to compl~· 
with fed:?ral standards. Furthermore, -mtil they do so they"are forc:ed 
to absorb the full cost of certain exi:!:!nditures. HUD of course enjoys 
much greater leverage when urban renewal activities are funded on au 
annual increment basis µnder the NeighJorhood Development Program. 
Although an LPA's loan authorization ft a given point in an action 
year may exceed the increment for that year, HUD has- not committed 
itself en the annual increments for th~ following years. Where par
ticular activities by a LPA violate federal standards, the costs 
budgeted for those activities should ba di.sregarded wheµ computing 
the LPA•s annual increment. • 

Part D(4). One of the advantages of the use of a suit to enjoin 
grantee dCtion inconsistent with federal standards is the flexibility 
of a decree in equity. The court may issue orders both prohibitory and 
mandatory, and through. careful choice, of remedial action may achieve 
c.ompliance with federal standards without disrupting ongoing programs. 
Part D(4) of the recommendation suggests that similar powers be exer
cised by federal grantor agencies where they are available and that 
they be sought in appropriate cases ,by agencies which do·not presently 
have such powers. Indeed, the special administrative condition com
bines the flexibility of the equity decree with agency expertise in 
administration. 

Often an agency which administers project grants will have dis
cretion to impose special conditions on grants. A legal services. 
grant might, for example, ~e cpnditioned on·the performance of par
ticular law i:eform activities. Suc;h a condition could be imposed 
at the beginning of federal funding or ii: might be required at the 
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time of the grant's annual renewal should the agency determine that 
the _grantee's performance has been deficient, In the .l:atter case 
it would be a special administrative condition of the type recom
mended here, 

In certain formula grant.programs the existence of the special-·· 
condition sanction may be necessary to remove disincentives to 
volunta~y compliance, HEW has re~ently been involved in a serious 
effort to enforce §402(a)(23) of the Social Security Act, which 
requires that states update their standards of need in their pro-
grams of Aid to Families with Dependent Children, In this circum
stance the recalcitrant grantee has every reason to prolong negotia
tions aPd the rendering of a final decision, Every day's delay i's -
a substi;ntial. saving of state funds, Were the federal agency empow,red 
to require retroactive adjustments in the payments to individual be·:1e
ficiaries in appropriate cases, its e:1forcement position would be 
enormoufly strengthened. 

.Additional uses for the flexi•ble administrative sanction can 
easily t,e enumerated in the area_of public assistance. Special 
eligibility procedures might be requi=ed in local welfare depart-
ments Wrich had been determined to di5courage applications. Special 
traininr programs might be required t> UP.grade the abilit:i:e~ of 
service personnel, In extreme cases ~he state might be required to 
administer a local welfare program directly until the local -office's 
operatic-ns were regularized as to ins'~itute proceedings to remove 
certain personnel for cause. Similar suggestions could be made for 
other continuing grant programs rangi~g from public.housing to empl?y
ment services to public highway const=uction, §521 9f H,R, 1, the 
Nixon-Mills Family Assistance Plan, recently passed by the House of 
Represer;tatives, would provide the Se,~retary of HEW with the neces
sary authority to take actions simila~ to the ones mentio~ed above, 
consequent upon a finding of non-compliance with federal standards, 

Even Without special legislative autbority, granter agencies 
may find that they have authority to impose special administrative 
sanctions of a limited.sort. For, example, virtually all agencies 
have authority to require reports concerning the operations of their 
grantees. Where a grantee has been determined to be"deficient in 
compliance With a federai standard, the grantee might be required 
to mak~ special reports to tbe grantor agency concerning tl1at aspect 
of its program. Such reports would be designed to allow the federal 
agency to more carefully monitor the grantee's activities in that 
particular area and to assure thereby that compliance is achieved, 
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Part D{S). This recommendation proposes the·transfer of a grant, 
or the awarding of subsequent grants,,. to a different grantee. if the 
original grantee violates federal standards. Such action.may not be 
feasible in the case of large formula grants administered by the 
states, but it is often approproiate in the case of project grants. 
Project grants normally last for a limited number of years, and 
grantees commonly apply for a renewal of the grant or for a new 
grant utlder the same or a related grant program. In these situa
tions Part D(S) proposes that· the grantee's past non-observance of 
federal standards be taken into account. Part D{S), which in effect 
penalizes the grantee for his past non-compliance With federal stand
ards, is the· counterpart to .the final ;,aragraph in-Part D, which 
proposes incentives for.rewarding gran~ees who successfully comply 
with federal standards. 

·Federal granter agencies presently consider a grantee's past 
performauce in passing upon new appl:ications for project grants. 
Th_is is i:enerally .done internally {ind -on an ad. hoc basis. An LPA 
that has successfully run one qr·more urqan renewal projects stands 
a better chance of obta1ning the regionat office's go-ahead for new 
projects than does an LPA with a poor ·record. The latter LPA often 
encountP.rs delays and lack of interest when it starts to work with 
the regional office staff on the selection of another urban ·renewal 
area and on the preparation of a Survey and Planning_Application. 
Part D(S) and the provision on compliance incentives should encourage 
federal agencies to formalize this process and to focus their review 
of past :>erformance on the grantee's compliance Witg federal standazds. 
The comp.aint procedure established under Parts A and B of this 
recommendation should provide a source of relevant data on the granLeeJs 
complianc.e With federal standards. If there have been no complaints 
that a g~antee violated federal standards, or if tne complaints have 
been resolved in the grantee·s favor, then the grantee should recei,;,, 
some rec.,gnition for its achievement. On the other hand, if there 
have beeu complaints and if the federal officials designated to resolve 
the comp!aints have found that the grantee has violated federal stanj
ards, then the grantee's past violations should be a factor weighing 
against cr.pproving its present application. In extreme cases, the grant 
could be transferred in mid-project to a new grantee. 

The formality which.should accompany the operation of complaint 
procedures should alleviate the dangers that grantees will lose federal 
funds for political reasons or on account of community disapproval of 
a project's goals or accomplishments. These dangers have on occasion 
proved to be real. See the description of OEO•s refusal to renew a 
Head-S.tart grant to a group of poor Mississippi Blacks, in Cahn and 
Cahn, The New Soverei!!n Immunity, 81 Harv. L. Rev. 929 (1968). To 
an extent these dangers will always accompany a system of discretionary 
grants-in-aid. It would sE!"em that the development of formal procedures 
that focus on the grantee's compliance with federal standards should 
contribute to a lessening of these dangers. 

https://encountP.rs
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Comp! iance Incentives. The final paragraph ·of Part D proposes 
to reward grantees who comply with federal standards as· an alterna
tive to penalizing those tJho do not. This provision on compliance 
incentives is listed separately at the end of Part D because com
pliance incentives are, strictly speaking, not a sanction, The 
appropriate role of compliance incentives in achieving compliance 
with feperal standards may, however, be conveniently discussed at 
this point in the Report. C9mpliance incentives are likely to take 
either of two forms. First, the federal government could increase 
the federal matching share or award an additional lump sum to 
grantees who fully comply with federal standards over a given 
period. Second, a grantee's compliance with federal standards on 
one proj~ct grant could be recognized formally as a positive factor· 
when the grantee applied for another project grant under the same 
or a related program. The majority of LPAs, for e·xample, expect 
to continue their oper_ations through E series of urban renewal 
projects. If LPAs knew that their chcnces of obtaining additional 
grants -~ould be significantly affecte:: by their successful. com
pliance with federal standards on thejr.first grant, the degree 
of compliance with federal standards ~hould improve, 

Incentives in the form of an inc1eased federal matching share 
have been employed i~ formula grants for water pollution control ani 
highway construction, The normal federal share for grants to munici
palitie~ to construct waste treatment facilities is 30%. This federal 
share Will increase to 40% if the stale becomes ~nvolved by paying at 
least 30% of the costs of all such projects in the state. Alternatively, 
the fedE.ral share will increase to 50% if the ·state· agrees to pay at 
least 25% of the costs of all projectf Within the state and ·to set 
enforce"ble water quality stand~rds for ·the waters into which the 
project discharges. ·Finally, the 'tota.i federal grant for a project 
may be :.ncreased by 10% if the project conforms to a comprehensive 
metropo:itan plan. These incentives, which may i;icrease the federel 
share of a project's cost to 55%, encourage metropolitan planning 
and the participation by the state in funding waste treatment plants 
and in setting and enforcing water quality standards. Abkin, Feder~l 
Programs for Water Po

0

1lution Control,- 1 U.C.D. Law Rev. 71, 76-7.7 
(1969). These incentives have had at least some effect and have been 
included in modified form in the Clean Air Act of 1970, P,L. 91-604. 

The Federal Aid Highway Act of ·1963, P.L. 88-1.57, likewise pro
vided that states which agreed to control. advertising alongside 
interstate highways would receive an incentive payment of one-half 
of one percent of the cost of those portions of the system's projects 
to which national advertising control standards applied. Twenty-five 
states took ·advantage of this incentive, which ra1sed the federal 
share of the highway construction.affected from 90% to 90.5%. Advisory 
Commission on Intergovern~ental Relations, Fiscal Balance in the Federal 
System, I, 162 (1967). This incentive must therefore be judged as • 
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reasonably successful. The Highway Beautification Act o~ 1965, P.L. 
89-139 (now 23 u.s.c. §131 (1970)), con~inued this incen~ive for con
forming states and provided further that any state which did not 
effectively control, under federal standards, the erection and main
tenance of outdoor·advertising along the interstate and primary high
way systems woul.d lose 107. of its Federal-4id Highway allotment. 
This provision changed an incentive grant into a partial fund cut
off.l/ •The experience With this partial fund cut-off has not been 
happy. Apparently twenty-nine states do not at present effectively 
control outdoor advertising and are therefore subject to the partial 
fund cut-off for non-compliance with the federal st~ndard. Lamm and 
Yasinow, The Highway Beautification Ac~ of 1965: A Case Study in 
Legislative Frustration, 46 Denver L.:. ~37, 439 n, 15 (1969). 
Enforcem·,mt of this requirement throu1;h the partial fund cut-off 
has nevertheless been deferred pending further study.. Birmingham, 
Book Review of Outdoor Advertising: History and Regulation Ced·. 
by Houck), 70 Col. L: Rev. 779, ?°83.(::.970) .. The incentive approach 
therefore seems to have worked better than the approach of a partial 
fund·cut~off. However, the fault for the latter debacle may rest 
primarily with Congress, which has ne·rer appropriated any funds to 
pay the states the federal share (75%, of the cos~ of removing non
conforming billboards. Furthermore, !:he Department of Justice has 
interpreted the Act to require each s~ate to pa~ just compebsation 
for the removal of offending billbciarcls in order to avoid the·lO% 
fund cut-off. This federal standard has worked ·hardship on many 
states ~hich have maintained a right ~o remove billboards under the 
police power Without paying for them. Lamm a_nd Yasinow, supra. 

An award of an increase in the fnderal matching share ~o grant~es 
who observe federal standards most likely cannot be implemented with
out Conr.ressional" ·action. Furthermore, ,such an incen.tive should only 
be used when compliance with federal standards is desirable but not 
essentii.l. When compliance With a federal stanaard is considered 
essential by.the federal government (as With non-discrimination), 
incentives are not appropriate because grantees should not be allow..id 
to purchase the privilege of not complying with federal standards. 
Inceptives may therefore prove more workable in the project grant 
area where the grantee anticipates applying for further project grants. 
In passing on subs~quent_applications the grantee's ·past performance 
surely should be taken into account. See the discussion of Part D(S) •• 
above. 

1/ This partial fund cut-off differs slightly from.that proposed in 
·Part D(3). The 10% figure is an arbitrary- one not related to the 
federal.dollars expended in violation of federal standards. Part 
D(3), on the other hand, gears the amount of the ftind cut-off to the 
amount of federal funds expended in that portion of a federally 
assisted program that does not comply with "federal standards. 
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·other Possible Sanctions, The committee considered and rejected 
a number of other. possibl.e sanctions.. They are listed here for infor
mational purposes and described in te~ms of the applicability to 
grantees that are units of state and local government, 

1. Congress might pass a statute providing that state 
or local officials who wilfully·violate federal standards in 
the._administration of a federal grant would be guilty of a 
civil or criminal offense and subject to fine or impri.son
ment. Alternatively, the federal granter agency could 
administratively rate state or local officials on the basis 
of their compliance with federal standards. These ratings 
could affect the career opportunities of these officials 
and thus influence their conduct, 

2. Congress might pass a statute providing for the 
remcval from office of state ana :ocaI officials who vio
J_ate• federal standards in the adm:.nistration of a federal 
grant. 

3. Congress might provide b:,, statute for the federal 
takeover and operation of state a:·1d local programs receiving 
federal financial assistance whic··1 consisten"tly violate• 
federal standards. 

4.- Congress might provide by statute t'hat a fund be 
set aside from the general revenu~s which woµld be appor
,tior.ed and distributed annually a·nong the states on the 
basis of population. Federal funJs withheld from a state 
for non-compli"ance With federal s::andards -in federally 
assisted programs would be deducted from the state's 
share of this fund and not from the federal funds available 
to the state in the federally assisted programs. 

These sanctions are appealing.in one way because they are likely to oe 
more effective than those proposed in·Part D. However, numbers 1-3 
run s'!:ror.gly counter to modern notions of' federalism and are unlikely 
to win widespread acceptance, They are simply too harsh and ·do too 
much t.o • undermine the independence of state and local government. It 
would seem far better for the federal government to scuttle the whole 
grant_-in-aid approach and directly administer the pr_ograms involved 
than for the federal government to resort to these sanctions. These 
sanctions also raise difficult constitutional problems on the power 
of the federal government to interfere in the governmental affairs 
of the states, Oklahoma v. Civil Service Commission, 330 U.S. 127, 
142-144 Cl947). 

https://appealing.in
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• Number 4, on the other hand, is revenue sharing by the backdoor. 
The adva.~tages and disadvantages.of revenue sharing should be con
fronted directly and not in the context of fund cut-offs. However, 
if Congress does determine to·institute a system of revenue sharing, 
number 4 may have merit, Any funds Withheld from the state for 
non-compliance with federal standards should be deducted from the 
general revenues assigned to the state and,not from the funds avail
able to· the state for the federally ass.isted program where the vio
lation occurred. This arrangement would assure the continuation of 
the program, but at the same time would induce compliance With federal 
standards by tightening ~he purse strings., Local governmental units 
could b_e included in the enforcement m~chanism if the system of 

·revenue sharing adopted by Congress ~ncluded the mandatory pa~s
through ,,f funds to local government. Any funds withheld from unitn 
of local government for non-compliance With federal standards cou!.d 
be deduc~ed from these pass-through fends. 

https://disadvantages.of
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APPENDIX A: Urban Renewal: 
A Test Caso for the Federal 

Administrative Complaint Procedure 
(June 1971) 

1. The Application ProcP.ss. An understanding of how these 
recommendations, particularly the one on a federal administrative 
complaint procedure, will work in the concrete setting of the urban 
renewal program requires some·background 'in the application process 
for urban renewal project grant-s, The·major source for this informa
tion is the mammoth Urban Renewal Handbook ·published by HUD to guide 
localities in planning and executing urban renewal projects, The 
present edition was published' in February, 1968; it is frequently 
supplemented by circulars and transmittal notices,.• 

A conventional urban renewal pro;ect involves the rehabilitaLiJo 
or clearance and redevelopment of a blighted, deteriorated or• slum 
area. Tne project is planned and executed by a local public agency 
(LPA) which contracts with HUD for fec'era1 financial assistance in 
the form of advance·s, loans and grant1:. A city desirous of receiving 
federal funds for urban renewal must first .designate an urba.n renew;il 
area. The Li?A selected by the city tc, run the-urban renewal project 
must then file with HUD a Survey ·and I'lanning Application for·. the u·rban 
renewal project. If the application is granted, HUD reserves a gra~t 
for the project out of the undistributed moneys in the Urban Renewal 
Fund and advances federal funds to the LPA to plan the project, PLm
ning should take no more than eighteen ·months and culminat·e in a Loin 
aild Grant Apprication. Normally that application is submitted in two 
parts, Part I is submitted prior to the approval by the governing 
body of the locality of the Urban Rem:wal Plan, ~hile Part II is sub
mitted s11bsequent to that aoproval. '.:i'he ·purpose .of t_his two-stage 
application process is to permit the 1PA to.gain HUD•s approvai for 
its Urba:1 Renewal Plan before it must enter the political fray ·and 
gain the c1 ty• s approval. The two-stage process is now optional 
and the LPA may combine Part Land Part -II.;\1nto one· applic-ation, 
Where the LPA follows the traditional two-stage proces~, the great 
majority cif information and supporting data on the project accom- ·/ 

. panies Part I; the Urban Renewal Plan W[!ich the LPA proposes .to s1ib
mit to the groverning body of the locality for approval must accompeny 
the Part I Application, Part II merely updates this information and 
includes in addition the approval of the Urban Renewal Plan by the 
governing body of the locality. Once HUD approves the Part II ~ppli~ 
cation, the city and HUD enter into a Loan and Grant. Contract foi-· the 
urban renewal project, Since the ~xecution stage which follows com
monly takes from six to nine years, changes in the .Urban Renewal Plan 
in the course of execution are common, Normally the LPA must. gain 
HUD approval £.or the changes through fiiing an Amendatory Loan and 
Grant Application only when there is a change in project boundaries 
or a need for more money. 

The application forms__themselves are.quite brief; they consist 
of two sides of a single sheet of paper and primarily elicit informa
tion on the cost of the proposed project, The LPA must, however, 
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submit in addition· a number of accompanying reports which are 
considered part of the -application, A good number of the reports 
are technical in nature and merely establish that the LPA·hp.s legal 
authority to proceed or that the application has received the neces
sary local approval. In the remaining reports, ·the -LPA must estab
lish that the proje~t meets federal requirements. Normally the LPA 
must do this by supplying HUD ~ith the relevant factual data. 

In recent years HUD has taken significant steps to simplify 
and shorten the application and planning process for urban renewal. 
In February, 1970, HUD announced a number of major changes in the 
Urban Renewal Handbook, These changes reduced the requirements 
for docunentation of urban renewal project planning by eliminating 
137 of.286 required items of information. This simplification of 
the planning process reduced t-he planring stage (i.e., from the 
approval of the Survey and Planning A~plication to the approval of 
the Part I Loan and Grant Application; from 35 months to 14 months. 
Bureau cf the Budget, Simplifying Fedr-ral "Aid to States and Com
munities,. 9-10 CHarch 1970). The grei.t majority of the eliminated 
items·were cost estimates or other buC:getary items, and the LPA muse 
sti 11 demonstrate at the application r·tage its conformance with 
important federal standards. • 

HUI has also experimented with .proclaimer certificat;s: In 
five lirr.ited areas the LPA may file with HUD a proclaimer that 
federal -standards have been complied ~•ith in lieu of submitting. 
factual data_ in documentary form. Pre-claimers wU I not· be reviewed 
by HUD Except on a post audit basis. This procedure is intended to 
reduc~ F.UD processing time and to enalle the LPA to proceed more 
rapidly with the urban renewal project. Urban Renewal Handbook RHM 
7200, 1. So far proclaimers have been employed only during the exeC'l
tion st.;:ge of a project to verify that the LPA has conducted cer"tai1 
program activities ·or made certain program determinations (e.g., th~ 
acquisition price of a parcel of land or the determination of the 
fair reuse value of. a parcel of land) in compliance With federal 
standards. HUD has been reluctant to permit the use of proclaimers 
at the application stage and has never implemented a proposal that 
appea~ed in the Urban Renewal Handbook that the LPA certify by pro
claimer the eligibility of an urban renewal area. 

In August 1968, Congress apprpved a new way of planning and 
funding urban renewal projects known as .the Neighborhood Development 
Program. See 42 u.s.c.A. §§1469-1469c. A Neighborhood Development 
Program covers one or more urban renewal ~reas and is funded by HUD 
on an annual basis rather than through the reservation of a single 
project grant. In other words, a LPA· operating a Neighborhood Develop
ment Program must apply annually for federal funds to carry on urban 
renewal activities, The f~deral funds for a p~rticular year are 
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referred to as the annual increment, The LPA•s annual application 
must ,specify· t:he· urban· renewal activities (planning, land acquisition, 
relocation, rehabilitation, lana' marketing, etc,)· which :it' intends to 
implement in the upcoming action year•, The basic purpose of the 
Neighborhood Development Program,(NDP) is to provide greater flexi
bility in the funding and planning of an urban renewal project, Funds 
are not committed years in advance,and planning continues as the pro
ject p~ogresses. Too often in the past, planning decisions on relo
cation or on the marketing of project land Which have been made at the 
survey and planning stage of an urban renewal project have proved un
feasible five years later at the execution stage. The housing market 
may have changed or the intended reuse of project land may no longe:· 

• be economically sound. 

NDP is presently a voluntary program; cities may convert existing 
urban renewal projects to an NDP basif' and apply for new projects 0·1 
an NDP b,.sis. Alternatively, cities n,ay ignore NDP and stick with 
conventional urban r!c!newal projects. Only 129 localities have take,1 
advantag:i. of NDP' ·as of June 30, 1970; Urban Renewal Directory· (Jun,? 
1970), However, a significant number of the country's larger citie, 
have don·? so; the amount of money invc,lved in NDP' is therefore sub
stantial. HUD has published a separate NDP Handbook, However, the 
Urban Re:1ewal Handbook governs NDP activities except where modified 
by the NOP Handbook. As indicated-ab,,ve, the major changes in NDP 
are intended to permit greater flexibility in planning and funding 
projects. In both conventional urban renewal projects and. in NDP 
projects, the same basic federal stanC:.ards control urban renewal 
activiti<=s by the LPA. 

2. Federal Standards in Urban Renewal, The number of federal 
standardR that accompany urban renewal ·grants remains quite. large. 
However. many ·of these standards are more in the. nature o·f controls 
to insur~ that the LPA operates efficiently and does not· squander 
federal funds. These budgetary and,program·controls are primarily 
for the benefit of HUD an~ are distinguishable from federal standards 
which are intended to protect the interes.t' ·of third parties or to 
furth~r national housing goals. The··cei;itra:L concern of these recom
mendations is the enforcement of the 'latter' ·type·· of standards. The 
following list contains the more•important"of these standards and 
indicates at what stage of the -application process or of•project 
execution compliance questions'... arerH'i..kelY,_ to· arise. The· list is a 
selective one· and intended to include only those standards which 
raise the more serious enforcement problems·;/ 

a. Eligibility of Project Area. An urban renewal area must be 
a slum area or a blighted, deteriorated·or deteriorating-area. Urban 
Renewal Handbook, RHA 7205, 1. ,The Handbook provides, that- at least 

••. 20% of the bui ldin.gs in an 'Urbari renewal area must contain one or 
more serious building deficiencies and the area must contain at least 
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two·environmental deficiencies, such as overcrowding of str.uctures 
on the land or excessive dwelling unit -density. An ·LPA -must estab
lish area eligibility by the Project Area Data that accompanies a 
Survey and Planning Application and a Part I Loan and Grant Appli
cation. Similar data must accompany an NDP Application that incrudes 
a new urban renewal area. Walk-around surveys are the normal means 
for collecting this data for the Survey and Planning Application. 
For the Part! Application the LPA normally supplements this data 
With interior surveys of a substantial number of buildings. While 
those interior surveys are useful in determining the eligibility of 
an urban renewal area, their primary purpose is to determine whether 
an area is suitable for clearance, Se2 d: below. • 

b. National Goals. In the past, HUD has treated Survey and 
Planning Applications on a first-come, first·-served bas1s. Each 
applicatton was considered in turn, ard a grant reservation awarded 
to an LPi if its application was apprcved: HUD now gives priority 
consider~tion to projects that meet s~ecific criteria for the con
servatio

0 

1 and expansion of low and mocerate income housing or for 
the development of new employment oppc-rtuni ties for jobless, under
employed and low-income persons or th.;:t otherwise ·meet critical and 
urgent n•~ec!s. Urban Renewal Handbook RHA 7202. l_. To recE;iye prior i.ty 
considerl.!tion under the national g9al of expanding the supply 0£: 10·1 

and mode.ate income housing, a Survey and Planning Application must 
provide •;hat 50% of the net acreage ir the project area shal 1 be fo·· 
low and ·aoderate income families and that SO% of' the units to be built 
on clear~d sites in the project wi•J '.. l-e low and moderate income housing. 
Urban re 1ewal projects that involve predominantly residential redev•?lop
ment mus. normally -qualify for priority consideration under this go~l. 
Projects that are .predominantly non-resid_ential normal. ly qualify fo~ 
priority consideration under the compE.nion goal ·of increasing empl_o:,
ment op~ortunity. That goal is satisfied if commercial or industridl 
redevelo~ment of· the project land creztes new jobs. 

These criteria, which are referred to as ,;iational goals, are in 
effect new federal standards, because Survey .and Planning Applications 
that.do not receive priority consideration go to the bottom of the 
pipeline and are not funded unles·s they are specifically· exempted 
from the natiooal goals. In the Housing and Urban Development Act 
of 1968 Congress reinforced the administrative standard for expanding 
the supply of low and moderate i~come ~ousing. It is now required 
by statute that a majority of the housing units in a community's 
predominantely residential re·ncwal projects shall be standard hous:i,ng 
u~its for low and moderate income families. or individuals; in addition, 
at least 20% of the t·otal units shall be for low income persons unless 
the Secretary waives this requirement oo the ground that low income 
units are not needed. 42 u.s.c.A. §14.5S{f). 

- -· 
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• c, Workable Program Requirements. In order to be eligible for 
advances, loans or grants for urban renewal, a locality must have a 
certified Workable Program for Community Improvement, HUD certifies 
programs for two-year periods. A Workable Program, which is defined 
by HUD as a "Community's own plan of action for eliminating and pre
venting slums and blight," must demonstrate that a community is making 
satisfactory progress in four essential areas: 1) ·housing codes and 
housing code enforcement; 2) overall community planning; 3) relocation 
of individuals, families and businesses displaced by governmental 
action; and 4) meaningful citizen involvement in planning and ·exe
cuting HUD-assisted programs. Workable Program for Community Improve
ment Handbook RHA 7100,0, The adequacy of a community's Workable 
Program may be challenged at the time it is filed with HUD· for certi.
fication or recertification or at the time the community files a 
Survey and Planning or a Loan and Grant Application. In addition 
to the cbove, there is the further requirement that the planning 
section of the Workable Program be bf sufficient scope and content 
~o permit ev:aluat.ion·of the needs for: an urban renewal pr?ject. This 
standarc must be met at the time of the Part I Loan and Grarit Appli
cation for the project; and HUD must 11ake the evaluation and determine 
that the project is in accord with the general community plan in t:ie 
Workable Program, 

d, Treatment Eligibility: Ciearance and Redevelopment. The 
two basic modes of treatment for an urban renewal area are 1) reha
bilitation and 2) clearance and redevelopment. ~ormally an urban 
renewal project involves both modes o:: treatment; part of the area 
is rehal:ilitated and part is redeveloped. Congress has expressed a 
strong preference for rehabilitation; no contract for a loan or grant 
shall be entered into by HUD for any project which provides •11 for 
demoliti~n and removal of buildi~s and. improvements unless· the 
Secreta.:y determines that the objectives of the urban renewal plan 
could net be achieved through rehabiE.tation" (42 U·.S.C,A. §1460(c)). 
HUD has accordingly established rigorous standards for clearance and 
redevelopment activities. In the areas to be cleared, either 1) 501. 
of the buildings must be structurally substandard to a degree requiring 
clearanc~ or 2) 50% of the buildings ~ust be structurally substandard 
or must be in such condition that their removal is justified to remove• 
specific blight:ing influences. Urban Renewal Handbook, RHA 7207 .·1 
Chapter 1, In the Project Area D~ta accompanying the Part I Loan and 
Grant Applica~ion, the LPA must-demonstrate the eligibility of any 
project land planned for clearance and. redevelopment treatment. Simi
lar data must accompany an NDP Application for an action year in which 
clearance activities are contemplated. Normally the data ~ust include 
interior surveys of a substantial sample of the buildings in the area. 

e, TreatmP.nt Eligibility Rehabilitation. Although rehabilitation 
is the favored mode of treatment, the Urban Renewal Handbook does require 
that the LPA demonstrate the economic feasibility of rehabilitation. 
The feasibility of rehabilitation means that, for the majority of 

https://TreatmP.nt
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properties in the area, tha.re is. reasonable evidence tliat rehabilitation 
up ·to the Property Rehabilitation Standards in the Urban Renewal Plan 
can be supported by the income of owner occupants or by rental revenue. 
Urban Renewal Handbook 7210.1 Chapter· 1, Section 6, The purpose of this 
standard is to protect the residents of the urban renewal area. While 
federal grants and loans for rehabilitation .are sometimes available to 
property owners, the expense of rehabilitation will in many cases be 
borne by individual property owners. If the property owner is unwilling 
or unable to rehabilitate, the LPA may acquire his property, rehabili-
tate it, and then sell it. The LPA must therefore demonstrate the 
feasibility of rehabi 1itation in a Rehabilitation' Report that is snh
mitted with the Part I Loan and Grant Application or with the NDP A;,pli
cation for an action year in which rer.abilitation activities are co:1-
template.:1: Normally this Report includes, for typical properties, ·:he 
extent' of repairs required, the cost c.f the repairs, before and aft 1r. 
appraisals of the property, and the debt-carrying capacity of the p:operty 
and the owner. • • 

e. Reiocation of Displaced Ind:h·iduals and Families. ·The bas tc 
relocati~n requirement is in 42 u.s.c.A. §145S(c) (1),1/ That prov:sion 
requires that individuals and families displaced from ~n urban rene•1al 
area hav·? available "decent, safe, ai1c -sanitary dwellings ,equal in 
number to the number ... of the indivjduals and families displaced 
and reasonably accessible to th!clir'places of employment." The reloca
tion hou1ing must be in the urban renewal area or in other areas no,: 
generall.{ lesss desirable in regard tc. public utllities and public md 
commerci 11 facilities and at rents anc'.. prices within the financial ,neans 
of the d.:.splaced individuals and fa~iHes, In addition, the LPA mu.:t 
develop .1 comprehensive program of relocat·fon assistance for displa,:ed 
individuals, families, and businesses,. The LPA must submit a Reloc;1tion 
Report w:i. th tqe Part I Loan and Grant Application. The· Report must con
tain thE< LPA1 s relocation program and dai:a ort the housing needs of rlis
placed families and the housing resources avai !able• to them. The d,,ta 
must be fairly specific on the number; income and race of the displaced 
persons and on the housing market and on housing.construction in the 
locality. This information, ~hich mus~ also accompany an NDP applica
tion £or an action year in which displacement is contemplated, should 
demonst~ate that it is feasible to relocate displacees into standard 
housing'that meets the 'statutory requirements. 

Additional relocation stanoards must. be met at the execution stage 
of an urban renewal project. The LPA must interview all site residents 
to be displaced and supply them with an information statement on the 
availability of relocation assistance and payments. Urban Renewal Hand
book, RHA 7212.1 Chapter 3, Section 1. The LPAmust also keep records· 
onthe relocation of displaced persons (especially displaced families) 
and continue to provide relocation assistance to individuals and families ,,. ,-., 

1/ Public Law'91-646, the Uniform Relocation Assistance and Real Property 
Acquisition Policies Act of 197p,. does not repeal this ~ection. The sub
stantive standard on the availability of relocation·housing appears to be 
the same under both· laws. ·, «·:-
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in the relocation workload until they are located in st~ndard housing. 
In addition, §1455(c) (2) provides that the Secretary shall require at 
a reasonable time prior to actual displacement satisfactory assurances 
by the·LPA that decent, safe and sanitary housing is available for the 
relocation of each such individual or faniily. The Urban Renewal Hand
book seemingly does not contain any provisions on the data, if any, 
which the LPA must submit in support of its assurances and how it 
should submit that data. Finally,- Congress provided in the Housing 
and Urban Development Act of .1969 that HUD must reveiw by December 
24, 1970 and eve.ry two years thereafter, each locality• s relocation 
plan and the locality's effectiveness in carrying out that plan. 
This stacute: reflects the increased cc-,ncern in Congress over HUD I s _ 
failure to adequately enforce the bask standard in !ll455(c) (l.) for 
the availability of relocation housing. 

·g. Public Hearing. --42 U.S.C.A. !l1455(d) r~quires that a loca.lity 
that receives urban renewal funds hole! a public hearing prior to ac
quiring any land for an urban renewal project,- The Urban Renewal P1nd
book requires that the locality nold the.public hearing_before its 
governing body approves the Urban Rem.waf Plan. RHA 7206.1. Chapte:: 3. 
Normally the hearing takes place shortly after HUD approves Part I ,,f 
the Loan and Grant Application. A report on the hearing must accompany 
Part II of .the Application, Further hearings must be held ~n changr:s 
in ~he Urban Renewal ~lan unless the changes are of a minor nature. 

g. Minority Group Considerationn. Title Vt of the Civil Righ·:s 
Act of 19~4 prohibits discrimination ;.n any program-receiving feder.il 

'_financial assistance; it of course applies to urban renewal proJecti;. 
The Urba:-i Renewal Handbook also specifies that ·the_, boundaries of an 
urban renewal area shall be determinec without consideration of the 
race, creed, color or national origin of the reside~ts. RHA 7207..1 
Chapter 1. In addit:i."on, HUD requires the LPA to consider minority 
group interests -in selecting and planning an urban renewal project, 
These st.1ndards are difficult to paraphrase, .and With the exception 
of the first consideration which overlaps Title VI, are quoted below 
in their entirety: • 

(2) Wherever feasible, the project shall contribute to 
a reduction in.the concentration-of minority group 
families within or outstde the project area and to 
furthering equal opportunity 1n housing in.the community. 
If there are overriding considerations for undertaking a 
project which does not reduce such concentration or pro
mote equal opportunity in• housing, the locality must •• 
have other plans for achieving the same objectives. 

(3) The project shall not result in a reduction in 
the supply of awellings in the community available to 
minority group families, If the project will result 

https://feder.il
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in a substantial net reduction in the supply of 
housing in the project area available to minor{ty 
group families, the locality must have specific 
proposals for the provision of standard housing 
elsewhere in the local.ity available to minority 
group families, which housing was not previously 
available to them 1 to compensate for the reduction. 

(4) R~presentative minority group leadership in 
the locality must be consulted, directly or through 
participation in citizens• advisory groups, in the 
selection and planning of the proj~ct, Representa
tive leadership_ of the minority group means persons 
accepted as such by the minority community itself, 
such as _persons holding office in civic or other 
responsible organizations- of minority citizens, 
(RHA 7207 :1 Chapter 1) 

The LPA must submit with Part I of its Loan and Grant Application a 
Report en Minority Group Considerations explaining how it has satis
fied these criteria. These criteria cf course go beyond what is 
required by Title VI. 

h. Title VIII of the Civil Rights Act of 1968. Title VIII of 
the Civil Rights· Act of 1968 also affects urban projects. That Act 
provides in part that it is the i:,olicy of the United States to pro
vide for fair housing throughout the l"ni:~ed States and that HUD sha: .. l 
administer its 4ousing programs in a-'rnanner affirmativefy to furthe:: 
this policy. 42 u.s.c.A_. §§3601-et seq. Iri.Shannon v. HUD, 436 F.:M 
809 (3rd. Cir. Dec, ;30, 1970), _the LPA sought. to amend an Urban Renewai 
Plan to substitute an apartment, project for singie family dwellings 
as the proposed reuse for cleared .land in the project area. The co11rt 
held that Title VIII, as well as other civil rights statutes, requL:ed 
HUD to consider the effect of the apartment project on racial con
centration in th~ community before.app~oving the LPA•s Amendatory 
Loan and Grant Application. Surely the Shannon holding would require 
HUD tQ take similar steps if the, apartment project had been includec1 
in the initial Urban Renewal Plan filed with the Part I Loan and Grant 
Application. 

i. Citizen Participation. Atthe b~ginning of the planning stage 
the LPA must establish for an urban renewal area a Project Area Commit
tee (PAC) to participate in the preparation of the Urban Renewal Plan 
and the Loan and Grant Application. The PAC must _be representative 
of a fair cross section of the residents of'un urban renewal area; it 
must have access to the relevant decision makers in the LPA and partici
pate in the project planning. The LP~ must submit a Report on Citizen 
Participation w:i.~h Part I of the Loan and Grant· Application. 
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j. Land Acquisition· Policy. Prior to the acquisition of any 
land·, ·the LPA must submit to HUD a Land Acquisition Policy Statement 
which binds it to follow certain federal standards in its land 
acquisition activity: These federal standards, which are found in 
42 U;S.C,A, 3072,1/ require that 1) the LPA make every effort to 
acquire each piec~ of property by negotiated purchase before re
sorting to eminent domain; 2) pay the· negotiated- purchase price, or 
in case~ of dispute, 75% of appraised fair value of the property as 
approved by the LPA and concurred in by HUD, before requiring any 
owner to surrender possession ~f the property; and 3) provide any 
person lawfully occupying acquired property with at least 90 days 
notice to vacate, HUD previously required LPAs to submit a Land 
·Acquisition Policy Statement With each Survey and Pianning and/or 
Loan anc Grant Appl:lcation but now encourages LPAs to submit one 
policy f tatement separately from any application which will cover 
all urbt.n renewal projects in the comnunity. Compliance by the LPA 
With this filing requirement is of t:ourse ·a mere formality; enforce
ment. pr,,blems onlJ! ar-ise at the execu':ion stage when _the LPA actually 
begins 1·0 acquire property, A common· con1plaint of property owners 
in an u1 ban renewal area is that the l,PA is not offering to pay the11 
a fair 1°rice for their homes or is otherwise not treating them fairly. 
While tl,e Land Acquisition Policy Stal ement does not directly deal 
with th1· issue of fair value, the UrbE..n Renewal ·Handbook, 

0 

RHA 7208.1 
Chapter 4, Section 1, further requireu that the LPA retain two out
side appraisers to dete.rmine the fair market value of each piece of 
propert:.• to be acquired, The LP.A mus'.. then offe'r to acquire the 
propert:, at a price that represents i .. s fair market value, HUD must: 
concur ;,n the proposed acquisition price·.• '):bese standards are once 
again intended to protect individual property owners; they should 
provide a fruitful source of complaints that an LPA is ~iolating 
federal standa~ds in executing a~ urban r~newal project,· 

k, Land Marketing, When an LPA.disposes of project land by 
selling it to redevelopers the· sales price must be the fafr value of· 
the lana for the intended reuse. This standard-is intended to pre-
vent redevelopers from obtaining unfair profits. • 

3. Implementation of Part A of Recommendation. The abov~ survey: 
of fne application process for urban renewal project grants and of the 
more important federal standards f.or urban renewal .PI'.OjecJ;s supports 
the conclusion. that the implementation in the urban: renewal program 
of the administrative complaint procedur.e proposed in .Part A . , 
is both feasible and desirablP. Feasibility is of course a relative 
concept; and there is no doubt that the.imple~entaticin of this recom
mendation Wi 11 require additional effort on the part of HUD. The' 

!/ Public Law 91-~46, The'"Unifo;m:.i~i;;atio~_.Assis!=~nce ·a;d Real 
Property Policies Act of 1970 (Janua-r:y 2, 1971 )., supersedes this 
section and broadens the federal standards for land acquisition. HtJI:i:.:'· 
has not yet issued Circulars or Transmi.ttal Notices for its Urban 
Renewal Handbook indicating how the new Act will affect i-t:s applica
tion requirements.-
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formal complaint machinery will require staff and office space, and 
additional copies of bulky applications Will have to be made avail
able. Delays in passing upon applications may also result. This 
additional burden must be weighed alongside the overall benefits 
accruing to the urban renewal program from a complaint procedure, 
These benefits are basical.ly the same as those discussed in the 
general commentary to Part A, i.e.;. the .more effective ,· 
enforcement of federal standards, ·the strengthening of the role of 
the federal agency, the reduction of interference from the courts·, 
and th~ improved handling of citi~ens' grievances. In addition, the 
C!Jmplaint procedure should improve the decisional process employed 
by HUD for allocating scarce urban renewal funds .. 

The most appropriate time for persons affected by an urban re-
newal project to file complaints directed at the project is when HUD 
is reviewing the Part. ! Loan and Grant Application. At that time U·e 
LPA must satisfy HUD that its application and plan comply with fede··al 
standards on Area Eligibility, Workab·e Program Requirements, Treat• 
ment Eligibility for Clearance and ·Redevelopment or for Rehabilitat:on, 
Relocation of Displacees, Minority Group Consfderations, Title VIII of 
the Civil Rights Act 1968, Citiz-eri Participation, Public Hearings, md 
Land Acc;uisition,' Except in the case of: Land Acquisition, the LPA :nust 
normally submit factual data with its application to demonstrate th,1t 
the proposed project complies with thE>se federal standards. Person:: 
affected by the· urban rene,~al project who are given access to the Ll'A• s 
application may challenge th~ LPA' s d,,ta on the grounds that it is 
inaccurate or incomplete. For instance,. a complaint may challenge 
an LPA• s descripi:ion of the housing rr,sources in, the community avai • -
able to displacees or an LPA•s findin1; that the condition arid debt
carrying capacity of dwellings in the project area makes their reha'.>i li
tation f.;iasible in large portions of the project area; Potential dis
placees or owners of the dwellings to be rehabilitated may·be able to 
show that the housing market in the cc,mmunity is much tighter than 
portrayed by the LPA and that the oWnE:rs of the dwellings. are not 
likely to obtain the financing needed to make rehabilitation feasib'e. 

Complaints of this nature should be resolved before the.Loan a~d 
Grant Application is appr-0ved and the poject funded through a Loan and 
Grant Ccr.1tract. If th~ complaints are not resolved at this stage, 
they will arise again in the midst of project execution when the 
opponent~ of the project seek to stop the project through a lawsuit. 
Opponents of particular·urban renewal projects are presently filing 
administrative complaints with HUD at the application stage, and it. 
would seem better to resolve these compl<!,int~r-promptly rather than 
to await a lawsuit. If the opponents do not avail themselyes of the 
administrative complaint procedure at the.application stag~, doctrines 
of exhaustion or waiver should preclude them for later challenging 
the project in court at the execution stage unless there was good 
reason for t;heir failure to prese~t.•t!_leir complaints. at the applica
tion stage_. 

https://basical.ly
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Persons affected by an urban renewal project may also appropriately 
file complaints when an LPA submits an NDP applicati'on for an annual 
increment for an action year or an Admendatory Loan and Grant Con-
tract to expand a conventional urban renewal project. The LPA must 
document its compliance with the federal standards applicable to the 
urban renewal activities covered by the applicati<:m, and the com
plainan~ may seek to challenge that documentation. Complaints directed 
at Survey and Planning Applications present more difficulty. The pur
pose of a Survey and Planning Application is to obtain federal money 
to plan the project; the application may therefore be too sketchy and 
general t:o permit an effective c_hal 1.enge. Furthermore, an LPA has the 
option t~ eliminate this application by using non-federal funds to 
plan the project and by applying initi-;illy for a Loan and Grant Con
tract. If the LPA absorbs the planning and other related costs in this 
way,' the federal government contributes 75% of the remaining e 1 igib".e 
costs. Survey and Planning Applicaticns nevertheless serve an im
portant role. An application must establish the eligibility of the 
proj~ct area and must demonstrate that the project meets one of the 
national goals (or is exempt therefron.); and a successful applicant 
receives a grant reservation. Affected persons opposed to a projec,· 
proposed in a Survey and Planning Application may complain that the 
project area is not eligible for urbar. renewal treatment because it 
is neitr.-ar a slum nor a deteriorated area or that the project does not 
meet any of the national goals. These complaints should be resolved 
promptly so that projects which fall short of thrse basic federal 

. standards never get started. Of course, if the Survey and Planning 
Applica.tion is approved these same issues may arise again at the ti11e 
of the-Loan and Grant Application; and only in.clear cases will th~ 
issues b3 finally resolved before projact planning. The most appro• 
priate time for resolving complaints remains the time of the Loan and 
Grant Application. 

The final benefit which should ac:::rue to the urban renewal pro1:ram 
from the introduction of an administrative complaint procedure is tJ:,e 
improved allocation of urban renewal funds. HUD must allocate limited 
urban renewal funds among competing ap?licants in a way that Will b~st 
furtlier various national goals. The most important of these goals is. 
the national housing goal of realizing as soon as feasible the "goal 
of a decent home and a suitable living environment for every American 
family." 42 U.s.c.A. 1441a. Studies have consistently documented that 
urban renewal has not adequately contri·buted to meeting this goal; there 
is strong evidence that urban renewal has in fact contributed to the 
shortage of moderate and low income housing. The most recent (and the 
most thoroughly documented) of these studies is the Comptroll~r General's 
Report to the Congress, Opportunitv to Improve Allocation of Program 
Funds to Better Meet the National 'Housing Goal (Oct. l 970). 

r • 

Of course, the urban renewal program does not have one clear goal 
but a number of of~en competing goals; and it is not accurate to cite 
"decent housing for al I Ainericans" as the goal of urban renewal. Congress 
has in fact specifically provided that 35'7. of urban renewal funds. may go 
to projects that involve predominately non-residential redevelopment. 
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"In the interest of cost-savings, 
publication of the voluminous formal 
quarterly compliance compilation will 
be discontinued. Compliance data, 
however, will be compiled from the 
regional reports and maintained in the 
Office of the Administrator." 

From: James S. Dwight, Jr., Adminis
trator, Social and Rehabilitation 
Service, HEW, Memo on Compliance 
Reporting to Central Office, to 
SRS Regional Commissioners, Sept. 
25, 1973. 
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Exhibit No. 19 

DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE 

Ol;FICE OF TIIE SCCRETARY 

\YAstUNGToN. o.c. 202.01 

November 15 ,. 1973 

Mr. David B. Swoap 
Director 
Department of Social Welfare 
State of California 

·714 P Street 
Sacramento, Califo1:1-ia 95814 

Dear Mr. Swoap: 

Thank you for your letter of September 19 su=arizing several 
important efforts being made by both State and County ~gencies 
in California to improve the delivery of servic~s to minority 
clients and to increase employment of minority staffs. 

Let me also express my appreciation to you for the frankness and 
cordiality which characterized our meeting with Messrs. Newlin 
and Moose of your staff on Septe::.ber 5, 1973. We were pleased 
to have the opportunity to infon:ially discuss some cf our 
preliminary findings and were encouraged to learn of the 
efforts undertaken by the ciepart::;ent in the client service area. 
The courtesy. and cooper"ation extended by the Department I s 
personnel in bo_th the state and county offices during our review 
·of the. Dc.pa:i:tmarit' s· -upaz-a.tivns. was tiluch a:ppraciat:a<l, c.3 ware. 
your considerable efforts to distribute and collect for us a 
client service questionnaire completea by employees of eight 
county welfare agencies. 

As you are aware, complaints were submitted to Secretary Richardson 
in early 197i alleging that -::he California Dep~rtment of ·social 
ll'elfare and its constituent county agencies :were failing to provide 
equal services to Spanish-speaking clients and potential clients 
on the basis of their national origin. We have completed our 
review pursuant to Title VI of the Civil Rights Act of 1964 of 
the issues rais~1 in these complaints. This letter sets forth a 
SIJJll!;l!lry of our_ findings relating to such issues. 
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Title VI and the Departmental Regulation, 45 CFR Part 80 (a copy 
.of -which has been provided to you), prohibit d:f.scrimination on the 
grounds of race, color, or national origin by recipients of Federal 
£inancial assistance. The Regulation provides that no person shall, 
on.account of race, color, or national origin, be excluded from 
participation in, be denied the benefits of, or be subjected to the 
provision of services in a discriminatory manner in the operation 
of any federally-assisted program. More specifically, the Regulation 
prohibits the operation of any such program in a manner which has 
"the effect of .subjecting individuals to discrimination because of 
their race, color, or national origin or [has] the effect of 
defeating or substantially i~pairing accomplishment of the objectives 
of the program as respect[s] individuals of a particular race, 
color, or national origin." 45 CFR 80.3(b)(2). 

Due to our limited staff capability, and because of the size, both 
in terms of staff and current caseload, of the California Department 
of Social Welfare, the Office.found it necessary to select specific 
California counties to constitute a sample for purposes of reviewing 
compliance by th~ state with the requirements of Title VI in the 
area of client service. Eight ·counties were selected by the Office 
after consultation with your Department as the initial sample for 
the statewide evaluation: Alameda, Los Angeles, San Diego, San 
Joaquin, San Mateo, Santa Clara, Sonoma, and Tulare. According 
to data derived from 1970 Fourth Count Census Data, the population 
of these eight counties represents 59.1% of the total persons in • 
the state; 75.3% of the total Black persons in the state; and 63.4% 
of the total Span,ish-speaking persons in the stl).te. }~or~over, 
according co 1970 rourth Count Census Data, persons in the eight 
counties listed above represent approximately 59% of the state's 
Spanish-speaking persons with income below poverty level and 
approximately 51% of all persons with income below poverty level. 
Easic caseload data were also obtained for 26 additional counties 
1dthin the state (a list of counties is attached).. Persons in 
these counties represent 18.4% of the state's total population; 
10.3% of the state's total Black population; and 16.3% of the 
state's total Mexican /II:lerican population. 

ne Office has also reviewed and made use·of data contained in 
reports of the Me,:ican -~.l:!erican Project dated April 1971 and 
October 1971, published by the California Department of Social 
tlelfare and the .nnnual Statistical Report oi the State of Californi~ 
for 1969-70, as well as client service data supplied by Alpha Beta 
Associates as of Septe:ciber 31, 1971 and January 31, 1972, for San 
!~teo. Santa Clara, Sonoma, Sa~ Die~o, and Tulare Counties. 
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-on-site reviews were conducted by members of our San Francisco 
:Regional and Washington Office staffs in Sonoma, Alameda, San 
Joaquin, Santa Clara, and Los Angeles Counties. During these 
reviews, a large nUDber of interviews with county employees, 
clients, and other.interested col!'.munity members and organiza
tions were conducted. We have also reviewed client service 

_qup~tionnaires distributed and collected by our office at our 
request from employees of each of the eight counties listed above. 

__JJpless othen1ise noted, all other data forming the basis for 
the conclusions set forth in this letter were collected from 
sources within your Depart~ent, or its constituent agencies • 

. The data so collected have been, in several instances, compared 
'With Fourth Count Census Data relating to the social and ethnic 
·characteristics of the minority populations of various counties 
td.th:ln the state. 

On the basis of this information, we believe that the current 
•• Title VI compliance status of the. county welfare agencies in 

Ca1ifornia is brought into question by the following findings: 

1. Spanish-surnamed and Asian persons have been· 
subjected to unequal treattent in the delivery ' 
of public assistance benefits and social services 

•·· ~-not because of a lack of eligibility or legal 
entitlement to benefits and services, but 
because of their national origin. Because o~ 
these clients' language and culture, their 
1:!mited knowledge of the English language, and 
the failure uZ !,u::!1 ..;ta::~ au~ co~u.t;-. ~al!'ara 
departments to adequately take account of these 
characteristics, such clients frequently received 

"inferior treatment and services. County depart
ments failed to utilize staff with an under-. 
standing of the culture of; and with language 

.,. skills necessary to cc=unicate effectively 
to non-English-speaking persons.. 

..2. Because of the use of the. fixed caseload method 
(fixed number of cases for every eligibility and· 
sociai se::vice wor~er) for allocating h=an 
resources.to clients, county welfare district 
ofS:ices .:.:1 predocinantly Black and Sp.a.dsh
s.urnamed areas were providing inferior services 
to Black and Spanish-surnamed clients as compared 
to tpe services provided to c~ients in predominantly 

https://resources.to
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nqn-minority areas. The practice of providing 
an equal amount of professional staff.ti~e per 
case in minority and non-minority districts, 
despite a larger number of persons per case 
(and in "lllost·instances, a larger number of 
service needs as well) in predominantly 

"minority districts, results in a substantial 
reduction in the time spent per client problem 
in such districts. 

With regard to the first finding set forth above, our review-indicated 
that county departments have, in IJany cases, failed to utilize 
culturally and linguistically co~petent client contact staff to 
serve both potential and currently enrolled non-English-speaking 
clients. Caseload data supplied by the state department and county 
welfare offices and Fourth Count Census Data indicated that as of 
January 31, 1972, within the eight-county sample large numbers of 
Spanish-surnamed public assistance cases, ranging from 51.5% in 
Alameda County to 94% in Tulare County, are Spanish-speaking.· 

·These data reflect, in su=ary, that a substantial percentage of 
all Spanish-surnamed_persons in the aforementioned counties speak 
Spanish, not English, as the language of .regular communication. As 
I"am sure you are aware, several county welfare offi~~s make use of 

• a caseload data record system which separates all.Spanish-surnamed 
clients i~to pri=rily English-speaking and primarily Spanish
speaking subcategories. As _used in this letter, the term Spanish
speaking refers to persons who use Spanish.as their primary language 
of communication. . ... • 

Analysis of data obtained during the review revealed that in all 
counties and in most district offices, a substantial number of 
_8panish-speaking eligibility and social service cases do not 
receive services from a. bilingual worker or agency-provided trans
lator, or with the assistance of a bilingual friend or acquaintance •. 
For example, in Los Angeles County's 22 Family District offices, 
approximately 49% of the Spanish-speaking eligibility cases were 
served.by.a bilingual worker, approximately 9% of the Spanish-

·speaking eligibility clients were served by an agency-provided 
transiator," and appro:tl=tely 27. of the Span~sh-speaking eligibility 
~ses were served by a bilingual friend or acquaintance. Conse-

:.quently, 3,118 clie~ts or 40% of the Spanish-speaking caseload in 
the" 22. Familj Dist~·ict Offices did not receive t:~lfare services 
in Spanish from any source - either a bilingual caseworker, agency
provided translator, or bilingual friend·or acquaintance., None 
~f-·the· 22. F=ily District Offices. show~d the capability, in. terms 
of"bilingual/bicultural staff, to serve the Spanish-speaking 
_el;igibility clients which they reported. In this regard, we were 

https://Spanish.as


337 

. -s-

.particularly encouraged to learn per your September 19 letter of 
·substantial gains made by the Los Angeles County Department of 
Public Social Services in the e::iployment of Spanish-speaking 
eligibility workers since the date of our review. 

. ¾Il the other seven counties in which this analysis of bilingual 
•·-Client service capability was undertaken, the percentage of 

Spanish-speaking eligibility cases not served by bilingual staff 
ranged from 64.4% in San Diego County to 95.1% in Tulare County, 

-and averaged 82%; the percentage of Spanish-speaking cases 
unserved by a bilingual eligibility worker, agency-provided 
.translator, or bilingual friend or acquaintance ranged from • 

-.s·o:f·in Santa Clara County to 92.4% in Sonoma County, and averaged 
55%._ 

A similar patte~ of inadequate bilingual staffing with regard to 
Asian clients occurred in several district offices in Los Angeles 
Cotmty. For example, in the Metro North Adult District Office, 
data supplied by staff in questionnai.res indicated tjlat of 231 
current Japanese eligibility cases, 131 or 56.7% had primary 
language skills in Japanese, and ~hat of 558 current Chinese 
eligibility cases, 393 or 70.4% had primary language skills in 
Chinese. According to data supplied in the questionnaires, only 
32 (11 Japanese and 21 Chinese) of these· 524 non-English-speaking 

·-·clients were served by a bilingual eligibility worker. Countywide 
• data related to service to Asian clients by the Adult District 
·Offices showed that of 334 (of 779 total) Japanese clients wit~ 

-primary language skills in Japanese, only 62 or 18.6% were served 
·by a bilingual worker; and that of 502 (of 838 total) Chinese 
• clients with primary language skills in Chinese, only 22 or.4.4% 
-were_ served by a bilingual worker. 

'Xhe failure of the county departments to provide linguistically 
competent initial client contact· staff, i.e., telephone operators 
and receptionists, resulted in Spanish-speaking potential cli~nts 
receiving markedly different treatment than other potential clients. 

·Spanish-speaking clients have of~en been told:to come back at 
··another time, which :ioposes greater time delays, more required 
visits to the depart~ent's office and, as a result, the additional 
burdens of child care, transportation, and expenses. Spanish
speaking clients have also been told to come back with a child 
or neighbor who could translate, thereby deterrin~ them from 
returning because ~tan understandable reluctan~e or refusal to 

•·have to disclose to children, neighbors, and acquaintances 
•·-private infor::iation which the welfare department, by its own 

criteria, rightfully regards as highly _personal and confidential. 
Spanish-speaking clients have also been asked to -wait long periods 
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·of time in order for a translator to be located and have, in many 
instances, been confronted with·a breakdown of-COI:lmUnication, 
thereby deterring enrollment or causing hardships not suffered 
by non-minority client~. 

:· !nie inability of non~Spanish-speaking eligibility workers to 
communicate with Spanish-speaking clients has resulted in (1) 

·the-failure by eligibility workers to make available upward 
ndjustments or emergency financial allocations to such clients 
wh~n their changing circuIJStances allowed such changes; (2) 
the exclusion of many eligible Spanish-speaking clients from 
social services because of the eligibility worker's inability 
to identify the social service needs; and (3) reductions of 
benefits and, i~ some cases, termination of assistance to 
Spanish-speaking clients with.whom non-Spanish-speaking 
eligibility workers could. not effectively comnunicate. Further, 
the. failure of--non-Spanish-speaking social service workers, 

·p~ople who are responsible for evalu~ting clients' service 
needs and aiding in the provision of such services, to under
stand the important welfare-related problems of many Spanish
speaking clients has resulted in the failure of such clients 

·•to receive needed social services. As in the case of the 
initial client contact staff, the use by non-Spanish-speaking 
eligibility and social service workers of children or neighbors 
of clients and potential clients as translators has the effect 

• : ·of. defeating or substantially impairing the objectives of the 
• program with respect to many Spanish-speaking clients. We, 

• therefore, conclude~ that the failure of the county depa~tm~nts 
to provicie ac.iequace numoers of 5panish-speaidng eligibi;i.icy 
caseworkers and social services workers resulted in the 
_discriminatory treatment of Spanish-speaking clients. 

Our review of the eight county welfare offices also revealed 
that little effort -had been made to allocate currently available 
Spanish-speaking, Japanese-speaking, and Chinese-speaking staff 

·•. so· as to reduce as much as poss:1.ble the nmaber of non-English
•speaking public assistance-cases unserved by bilingual staff. 
For example, in San Joaquin County, there were 10 Spanish
speaking eligibility workers serving a total-of 276 Spanish
speaking cases. Even utilizing a reduced caseload (75% of 
reguiar caseload because of the increased difficulty involved 
:In dealing with c·iy Spanish-speaking c!ients), a total.of 980, 

,'or 704 more, ~panish-speaking clients than served could be 
served. Our study of Tulare County indicated that there were 
.15 Spanish-speaking el;gibility -w:orker~ with an average caseload 

https://total.of
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of 36.4 Spanish-surnnmed cases and 111 non-Spanish-speaking 
eligibility workers with an average Spanish-surnamed caseload 

-Of 35.6. With regard to social services in Tula!:e County, the 
16 Spanish-speaking social service workers had a lower average 

-~panish-surnamed·caseload (23.1) than the 55.non-Spanish-
speaking social service workers (24.2). To the extent that 
Spanish-speaking personnel were not assigned to each identifiable 

_..unit within the department, i. e., telephone, reception, 
eligibility intake, ongoing eligibility, and each of the 
categorical social service units, there was a denial of 

-··serv~ce to Spanish-speaking persons. 

From information gathered during the review, we have concluded 
that, in.most of the county offices which we have reviewed, the 
absence of any fon:i of agency-provided cultural awareness 
training for client contact and supervisory personnel resulted 
in a significantly lower level of understanding by staff of 
the unique characteristics of Spanish-speaking clients - such 
as religious beliefs, family life, self-concept, and similar 
areas -- than the level of staff understanding of such matters 

_:w;i.th regard to non-Span.ish-speaking clients. As we knoY you 
w.i.11 recognize, an understanding of the cultural background 
of clients has an il:!portant and legitimate bearing on whether 
and how welfare benefits should be delivered. The lack of such 
understanding on the part of the staff of county welfare 

-Offices has, in our opinion, been a t:1aterial factor in the 
.. current lack of delivery or differential delivery of benefits 

tO tlle Spalll.::;i',.-spt:akiug C~wi.uunlty. 

We were pleased to learn in your Septeober 19 letter of the 
significant.effort made by the State Personnel Board to secure 
affirmative action plans from virtually all of the county 
welfare departments as well as the special minority employment 

..effort underway in San Bernadine County. However, as we 
have indicated in our previous•discussion and as you note in 

·your September 19 letter, we do not intend to ·suggest or 
otherwise imply that the County Departments can oµly provide 
adequate services to Spanish-speaking and other non-English
-speaking clients by utilizing only client contact staff who 
·are members of the same ethnic groups. Rather, it is our 
intention tu stre_..;. that in addition to ui:iliz.;..,g staff who 
possess fluency in a language other than English, it is 
:Important that such staff, regardless of .their own racial/ethnic 
identity, possess a familiarity and understanding of th~ total 
cultural environment of the clients they are to serve. 

I_ 
I 
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with regard·to the second finding set forth above, our review 
indicated that county welfare agencies have provided inferior 
services to minority clients served by district offices in pre
dominantly Black and Spanish-surnamed areas. As a result of 
.the method for a~signing staff positions and the size of case
.1.oads; the use of the ffaed caseload method (by which a fixed 
number of cases is dete=ined for every eligibility and social 
service worker) regardless of the nUiaber of persons per case 
.(and, thus, the number of service needs per case) resulted in 
a substantial reduction of the time spent per client and per 

:, client problem in predo:.iinantly minority districts. For 
example, in Los Angeles County, according to county welfare 
officials, fixed caseloads were established for all district 
offices as follows: 9 intake eligibility cases per.day; 130 
ongoing eligibility cases per month; 60 social service cases 
per month. Based on the data collected during our review, 
including interviews with county ,1elfare officials in both 
predominantly minority and predominantly non-minority district 
offices, it has been determined that:, • 

l. The average·number of persons per case in 
predominantly minority district offices is 
substantially larger than the average number 
of .persons per case in predominantly non
minority offices • 

. 2. The number of client service problems per case 
for both the ongoing eligibility service a~d 

•.: • social servi:ces P,rovided by the agency are 
substantially greater in predominantly minority 
as compared to non-minority areas,· 

Further, the language problem detailed in our first finding , 
exacerbates the caseload assignment system, in that the task of 
determining intake eligibility for Spanish-speaking.persons is .. 
substantially more difficult than for English-speaking persons, 
and in that the use of translators reduced the actual amount of 
COllllilUnication by at least 50%. The utilization of a syste::i in 

• -which the allocation of staff ti.I::e is based on the number of 
cases as opposed to the number of persons or client probleos 
bas resulted in the provision of inferior servicP.s to clients 
in predominaridy o:....ority areas. Additionally, aata revealed 
that under the.policies of the Los Angeles County Department of 

·social Services, district directors could-not adjust the • 
requirements. for-new staff (additional staff positions) based 
on the .number of persons or the mmber o"f client problc!:ls or 
on the number of potential cases, persons, or client problems 
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.existing within the district but unserved by the district office. 
This policy·acts to compound the provision of _inferior services 
to minority clients based on the fixed caseload method discussed 
above. 

Our review of the eight county welfare systems referred to above 
ieveaied that the location of district: offices and sub-offices 
has, in many instances, resulted in a disproportionately heavy 
transportation/access purden on minority as compared with non
minority clients and potential clients. In order that: the 
1ocation of district offices and sub-offices not have the effect 
of defeating or substantially :i.Epairing the accomplishment of 
the objectives of the program (including access to enroilment 
nnd knowledge of program·benefits) as respects minority persons, 
-we believe that county offices must carefully analyze the impact

'.of the location of current offices and.any new district offices 
or sub-offices (or relocation of current offices or sub-offices) 
in terms of access by minority current and potential clients. 
In addition, we believe county offices should prepare and 
submit to the California Department of Social Welfare a report 
setting forth such an analysis which would be maintained in 
the files of that agency for an indefinite period of time·. 

As you will have noted already, our review concentrated on the 
difficulties experienced by the Spanish-speaking client, with 
references made in less systematic fashion to Asians and Blacks . 

.. The complaints filed with us required us to address the .issue of 
discrimination against Spanish-speaking clients; problems 
encountered by other minorities were revP.aled through the-~=~ 
data, and are pointed out: here so that you may.have a fuller 
picture of our findings. • 

·Because we know that you share our concern not only for the 
compliance of the various county departments of social-welfare 
with the requirements of Title VI of the Civil Rights Act, but .. 

_ also with the basic issues related to the delivery o~ services 
to minorities raised in the findings set forth-above, we were 
pleased to learn during our September 5 meeting of your current 
effort to 4evelop a state-wide plan to improve client services 
(particularly with respect to client -co=unication) in the 
county welfare offices. We recognize that the data and other 
:information which h=-c; formed the basis for our f·":1dings may 
be somewhat dated ano that subsequent actions at both the 

·.county and state levels, such as those outlined in your let:ter 
of September 19, may have already contributed significantly· 

•• to the attainment of the comprehensive client service program 
contemplated by this letter. From our discussions with you, 
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we anticipate that both the thrust and the specific elements of 
the state-wide plan will be adequate to correct the deficiencies 
:identified herein. We will appreciate the opport1•nity to 

__yeview the Plan cµrrently under development within the next 
90 days. Let me renew our offer of iu.mediate assistance with 

-.~gard to the preparation and design of appropriate elements 
of the Plan, more specifically, ~hose provisions relat~ng to: 

•____;!,._,;he provision of services to Spanish-speaking 
' and non-English-speaking Asian eligibility 

. • and social service clients and potential clients 
·-·-·--by·bilingual, cu.lturally aware client contact 

personnel. 

2. The allocation of staff and caseloads on the 
basis of the number of clients (client 
service needs) rather than on the number of 
cases. 

The preparation of written reports analyzing 
the impact of the location (or relocation) 
of county offices on the access to such offices 
of minority clients and potential clients. 

~ During the course of •our review, we became aware of the significant 
efforts currently underway on a county-wide basis in Santa Clara 

•__ County to correct many 0£ the deficiencies identified in this 
• 1etter. These efforts and those in Los Angeles and·San Bernadina 

Counties cited in your S!:!ptc:ber 19 let.ter as ·well 2.s cur dis
cussions with you and members of your staff, lead us to believe 
that through aggressive leadership at the -state and county level 
a substantial improvement in the delivery of services to such 
clients can be achie.ved. 

Sincerely yours, 

·-· . -· • ' .. ·. . ; 
..,c-f •. "'• ... .;. • 

Peter E~ Holmes 
Director ........ .... Office f~, Civil Rights 



LIST OF 26 COUNTIES FOR WHICH BASIC CASELOAD DATA WAS. . 
........ 

OBTAINED 

COUNTY 
; 
Butte 

COUNTY 

Lassen 

COUN:Y 

Siskiyou 

Colusa. Madera Stanislaus 

Contra Costa 

El Dorado 

Modoc .. 
Placer 

Sutter 

Tehl!ma 

Glenn Plumas Tuolumne 

Imperial 

Inyo 

Sacramento 

San Benito 

Ventur&. 

Yolo 
Cl,!) 
fj:>. 
Cl,!) 

l(ern· San Bernadino -Yuba 

Kings 
\ 

Santa Cruz 



.. 
ANALYSIS _OF l•1ELFAF.B CLIEN'!° SERVICE 

·Selected California Counties 
As of Decernb~: 31, 1972 

ELIGIBILITY CASELOAD SOCIAL SERVICES CASELOAD 
,Number of Spanish- Nt:r.iber o.E Spanish- NuT:ll,er of Spc1.iish- • 1-:cr.:ber of Spani:::~-

cot:~:n Spe~king Clients Speaking Workers Soeakinn Clien::s· Soeaking Workt>,fi 

AL,\~·'.!:DA 1,888 28 . 767 19 

.LOS A!-:GELES 
(FDO & ADO) 50,090 ·- 463 14,562 230 

·-----· - ··---,.4..,.4_______
S:'.:: DIEGO 3,469 ., 52 ' 962i 
SA~: JOAQUIN .3,189 10 1,054 6 .. 
SA!: :-:ATEO .473 2 120 2 

s.;.::;A CLARA 10,259 50 2,974 34 

so:-o:t.\ 3J.1 
1 

2 4 

'Ii'Ul1F. 4,023 10 1,245 16 
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Exhibit No. 20 

State of Illinois 

THE RIGHT 
TO APPEAL 

AND TO 
RECEIVE 

A FAIR HEARING 

Department of Public Aid 
222 South College Street 

Springfield 

DPA 377 (R-9-72) 
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Definitions 

1. "Department" means the 111 inois Department 
of Public Aid. 

2. "Director" means the Director of the Illinois 
Department of Public Aid. 

3. "County Department'' means the county De
partment of Public Aid. 

4. "Public Aid" means Aid to the Aged, Blind, 
or Disabled (AABD), Aid to Dependent Chil
dren (ADC), or Medical Assistance (MA-NG). 

5. "Applicant" means a person who is applying 
for public aid. 

6. "Recipient" means a person who is, or has 
been, receiving public aid. 

7. "Appellant" means a person who has asked 
for a hearing on an action of the county de
partment which he believes is unfair. 

8. "Fair Hearing" means an informal but orderly 
proceeding before a hearing officer of the 
Department. All applicants for and recipients 
of public aid have an opportunity for _an im
partial review of decisions made by the 
county department by means of a fair hearing. 

Advance Notice. A recipient of public assis
tance must be given 15 days notice in writing 
before a county department acts to reduce, sus
pend, or terminate his assistance. He will also 
be given the opportunity for an informa I confer
ence with a county department representative 
(within the 15-day period) to discuss the reasons 
for the proposed change. But this is not the same 
as an appea I, nor does it prevent him from ap
pealing after such a conference. 

Request for Fair Hearing. Any person receiving 
or applying for public aid may ask for a hearing 
on any decision which he thinks is unfair, but 
he must do it within 60 days after the county 
department decision has been made. 

A person applying for public assistance may re
quest a hearing if: 1 ) the county department does 
not take his application or does not act on his 
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application within 30 days (60 days for Aid to 
the Disabled or Medical Assistance for disabled 
persons); 

2) he believes he was unfairly denied assis
tance; or 3) the county department authorized 
a check he thinks is too small. 
A person receiving public aid may ask the De
partment of Public Aid for a hearing if: 1) he 
believes a mistake has been made in the amount 
of his check; 2) he believes his check has been 
stopped or the amount of the check reduced for 
no reason; 3) he objects to the manner in which 
he is given assistance-for example, in the form 
of protective payments; 4) he disagrees with the 
county department's decision to refer him for 
education, training, or other services or to ex
clude him from such services; or 5) he does not 
agree with other actions of the county depart
ment which affect his public aid grant. 

Food Stamp applicants and recipients have the 
right to a fair hearing on decisions made which 
affect their participation in the Food Stamp Pro
gram. 

Notice of Appeal. An applicant or recipient may 
make an appeal orally or in writing to the local 
county department or to the Illinois Department 
of Public Aid. The county department will pro
vide a "Notice of Appeal" (DPA 103) which he 
may use in making his appeal. 

The county department wi II provide information 
about community legal services that may be 
available to an appellant at the time a hearing 
is requested. 

If the county department determines that an ap
pea I of a proposed reduction in or discontinuance 
of an assistance grant is based on a question of 
fact or judgement and the recipient has appealed 
the proposed change within the 15-day advance 
notice period, assistance is continued unchanged 
during the hearing process. Assistance is not 
continued unchanged if it is determined that the 
appeal is based on an issue of law or policy, or 
the appeal has not been submitted within the 
15-day period. 

Case Review by the County. The county depart
ment (district office in Cook County) will review 
the action being appealed within 10 working days 
of the request for a hearing. If the changed deci-
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sion is satisfactory to the appellant, the county 
department may then request that a form, "Re
quest to Withdraw Appeal" (DPA 65) be signed. 
Only the person who appealed or his representa
tive can withdraw his request for a hearing. He 
can withdraw his appeal any time before or dur
ing the hearing. 

If the decision remains unchanged or the changed 
decision is unsatisfactory and the appeal is not 
withdrawn, a hearing officer of the state Depart
ment of Public Aid schedules a hearing and noti
fies by mail the appellant of 'the date of the 
hearing. This notice is usually sent at least 
seven days before the date of the hearing. When 
a hearing has been scheduled, the county depart~ 
ment prepares a "Staiement of Facts .. -(DPA 102) 
-the facts upon which the county department 
made its decision-and will provide the appellant 
with a copy at least two days prior to the hear
ing. 

When an appeal is, withdrawn, the hearing officer 
may still decide to go ahead with the hearing in 
cases in which there is reason to believe that 
the hearing should be held in the best interests 
of the recipient or applicant. 

Fair Hearings. Hearings are held in the county 
where the applicant or recipient lives. Unless 
circumstances make it necessary to hold hear
ings elsewhere, they are held in the office of 
the county department. The exception is Cook 
County where hearings are usually held in the 
office of the Illinois Department of Public Aid. 

The person appealing a county department deci
sion should take to the hearing any records and 
receipts or papers which might help him prove 
his claim (written proof of living expenses, in
come, medical bills, tax receipts, savings or 
bank account books, etc.). He or his representa
tive wi II have the opportunity before and during 
the hearing to examine all documents and records 
which the county department plans to introduce 
as evidence in the hearing. 

The hearing is held without cost to the appellant. 
The county department wi II provide for payment 
of unusual expenses (transportation, child care) 
that might prevent an appellant's attendance at 
his hearing, and for necessary transportation for 
the appellant's witnesses and representatives. 
Legal fees are not paid by the Department. 
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The' Department may hold group hearings when 
each in a series of individual appeals has a 
common complaint and the only issue in question 
is one of policy. 

Attendance at Hearings. Hearings are not open 
to the public. To keep the information confiden
tial, the only persons who will be at the hearing 
are those directly concerned-the person making 
the appeal; his lawyer and any other persons he 
may need to help present the case; the member 
of the county staff directly responsible for the 
action for appea I; and the necessary witnesses 
for the county department. In cases involving 
medica I questions such as disability cases or 
the incapacity of a parent, the county department 
asks the examining doctor to be present at the 
hearing. The appellant may request that his own 
doctor be present. Witnesses at the hearing are 
examined under oath. 

At the Hearing. The person appealing a county 
department action is encouraged to tell his story 
in his own way. In no case shall any child who 
is under the age of 12 be questioned unless 
ca lied as a witness by his parent. Hearing pro
ceedings are recorded by a stenographer or tape 
recorder. No copy of such record wi 11 be fur
nished to any person unless the appeal goes on 
to court under the Administrative Review Act. 

Depositions Permitted. When the appellant is 
outside the state or is unable to attend a hear
ing for physical or mental reasons, the Deipart
ment may accept written information from the 
appellant and his witnesses, or permit witnesses 
acting on his behalf to present evidence in sup
port of his claim. If a doctor cannot attend a 
hearing, he may submit his testimony in writing. 

Hearing Officer's Report. At the conclusion of 
the hearing, the hearing officer prepares a writ
ten statement of the facts and recommends a 
decision. The Director of the Department of Pub
lic Aid reviews the report and either upholds, 
reverses, or modifies the county department 
action which was appealed. 

Unless the appellant has requested a delay he 
wi II be notified by letter of the Department"s 
final decision on his appeal within 60 days after 
the filing of the appeal and will also be notified 
of his right to judicial review of the decision 
under the Administrative Review Act. 
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Postponed Hearings and Rescheduled Hearings. 
At the request of the appel (ant, a hearing may 
be postponed for a short period of time. When 
it is necessary to get more information, the hear
ing may be continued until a later date. 

When an appellant, whose assistance has been 
continued unchanged as a result of his request 
for a hearing, does not appear at a scheduled 
hearing and fails to advise the hearing officer 
of his inability to attend, the county department 
may proceed with the proposed change in his 
grant. However, an inquiry will be sent and the 
appellant may continue with his appea I if he 
wishes to do so by answering the inquiry within 
7 days. 

The Official Report. The official report of the 
hearing consists of the documents filed in the 
case, along with the facts and the decision. At 
any time after the hearing decision, the appel
lant or his lawyer may review the official report 
in the office of the county department. 

Payment of Grants. When the hearing decision 
favors the person making the claim, or when the 
county department changes its dee is ion before 
the hearing, the county department will make a 
corrected payment. The correction in the amount 
of the assistance grant wi II begin with the month 
in which the error was made. 



Exhibit No. 21 

This exhibit was unavailable 
for publication. 
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This report was pre,pared by Joe A. Miller* and Louis 
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University, under a contract with the Manpower Ad
ministration, U.S. Department of Labor, under the 
authority of the Manpower Development and Training 
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represent the official position or policy of the Depart
ment of Labor. (December, 1972) 
Contract No. 51-24-69~05 
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Development, The Pennsylvania State University 



353 

HIGHLIGHTS l\ND MAJOR FINDINGS OF THE STUDY 

The study was undertaken as a c:anparative analysis of two wage 
p::iverty mles; working welfare recipients and non-welfare low-wage 
workers. The final research design required three samples: (1) a 
sample of working welfare recipients drawn from the mlls of the AFDC 
listings; (2) a sample of low-wage workers drawn from an enumeration 
of households in lCM incane census tracts; and (3) a reinterview sub
sample chosen from the first two samples in the first wave, using 
selection criteria of family size and composition as well as family 
incama from sources other than public assistance benefits. Detmit, 
Michigan was the research site for the study. Although women were 
heavily over-represented in the samples, there was a sufficient number 
of male resp::>ndents to pennit c:anparisons. 

A number of important observations, related to p::ilicy-making, emerged 
from the study: 

(1) In general there were few differences between the working 
welfare recipients and non-recipient low-wage workers with respect to 
personal characteristics or background. Chance factors alone could 
account for sate of the differences between the two gmups. What seems 
apparent is that we are dealing with two facts of wage p::>verty but at 
the sane social stratum; thus Ill3IlY of their experiences are cormon and 
their pmblems s:imilar. Both gmups are in p::iverty and both are gmups 
in risk. For both gmups there is an additive process of disadvantagE!llell.t 
in the labor market including the follCMing factors: race, sex, education, 
southern origins and family disruption. There was no evidence that sate 
personal characteristic (s) resulted in lCM-wage and unprestigeful jobs or 
job instability. The evidence, on the contracy, p::iinted to a series of 
instabilities and pmblems that occurred frequently at this social stratum 
and which becane randomly distributed. Those who becama the victims of 
these instabilities and pmblems develop behavioral and attitudinal 
patterns that set them apart from other wage p::>verty workers. In this 
context welfare must be viewed as a pmbl~solving device to deal with 
these pmblems and instabilities rather than a long-range adaptation to 
life. 

Of considerable importance is the fact that work for any gmup in 
this strata, welfare recipient or not, did not appreciably alter the 
econcmic resources or life situation. If the non-recipient low-wage 
workers were a standard than getting off welfare canpletely would not 
really irrprove the current situation of the recipient. 

(2) The study results stmngly indicated that sexism in low-wage 
anploynent reinforced racism. w:xnen were disadvantaged c:anpared to men 
even within the ranks of low-wage workers earning under $2.50 per hour. 
Welfare recipients and non-recipients have approximately the sane wage dis
tribution when sex is contmlled for (i.e., the lower average wages of 
welfare recipients reflect the fact that rrore are 'WClllleil). 
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(3) There is not as much instability in wages am:mg low-wage 
workers as one has been led to believe. About one-fifth of the low-wage 
respondents reported pay vairations due to seasonality of employment or 
periodic decline in business conditions. This fo:an of earnings irregularity 
is snail ccn;iared to what one would expect from discussions about low-wage 
workers. The number of garnishments are insignificant. Most variations 
of incane are augmentations (e.g., overtime) and not losses in take
~pay. 

(4) The relative influence of fonnal education and training on 
wages was not unifonn or strong. Within the narrow band of inccme in this 
study there was only a weak relationship between fonnal education and wages. 
There was a weak positive relationship for wanen (recipients: r = .15 and 
non-recipients: r = .06) and a negative relationship for nen (recipients: 
r = -.16 and non-recipients: r = -.26). Anong male recipients the co=ela
tion disappears when the high-wage welfare recipient group is included 
(r = .00). 

The relationship between training and wages is also weak. Appar
ently, those on welfare have a higher chance for training than those not 
on welfare but the jobs and pay scales of the ex-trainees and non-trainees 
are quite similar. In thw world of wage poverty as minored in this study, 
training apparently made little difference. 

(5) The popular inage that wage poverty revolves around part
tine jobs is in error. The majority of the jobs held by low-wage workers 
in this study were full tine jobs. 

(6) CUrrent occupational schena do not pennit valid classifica
tion of low-wage jobs. A considerable anount of low-wage employment in 
this study did not fit neatly into conventional job categories. 

(7) There is a tendency to view wage poverty '\\Urkers in the 
aggregate as clustered within a short range of substandard wages. SUch 
clustering, even conceptually, misses the range of wages that fall under 
the label of wage poverty. There are substantial differences within the 
low-wage worker group, of which hourly wage is just one. In short, a=ss 
the spectrum of low-wage employment, there are "higher" and "lower" paid 
jobs which tend to concentrate in particular occupational attachments. 

(8) .1\Ilcng fenale workers, both recipient and non-recipient, 
there is a crowding into a limited number of occupational categories 
(e.g., service work, low level clerical work). Such jobs are categorized 
by low wages and difficult working conditions. By contrast, males tend 
to have a much broader choice of jobs. Even within blue collar work, 
males have far nore options than fenales regarding wages, training 
opportunities and prrnotions. Thus the poverty problen.s of fenale '\\Urkers 
are further exacerbated by rampant sexism. 



(9) Education has nore of an influence on wages am:mg females 
than anong males. Part of the explanation lies in the fact that semi-skilled 
and service jobs that males tend to occupy place no emphasis on education. 
On the other hand, access to clerical jobs probably places a premium on some 
level of education but not necessarily the corrq;>letion of high school. 

(10) Union membership COITiprises a relatively small proportion 
of the current or rrore recent jobs held by low-wage recipients and non
recipients. Union membership does result in higher wages and indeed the 
high-wage members of the sarrq;>le reported union membership. Union member
ship predominates in some industries nore than others and the absence of 
union memberships in the low-wage sarrq;>les is a reflection of the fact that 
few of the workers are in heavy industry where unionism is widespread. 

Ci:> 
01 
01 

(11) vbrkers in the sarrq;>les recognized the value of fringe bene
fits. These benefits depended on industrial attachment. The availability 
of fringe benefits increases sharply as a function of union membership. 
Failure to have union membership usually means lack of access to fringe 
benefits. 

(12) vbrkers place a high premium on "good pay, steady income" 
in describing a good job. Whatever other dimensions of a job are imp:)rtant 
in defining a good job, economic dimensions are primary for these workers. 



(13) 'l'li,'!l."e is cc,rn~j tk:rabic v.J.riation in workers' estimates of ·· 

chances for nctunJ.ly ,;ttnining each of the gof1lo· in the C',lrrcnt job. Both 

conncct~<l to cconor1ic ~dvantcGC in the current job--en~ning a hicher uacc

or s~lary and hnvin3 a charLcc for r,etting ahead at work.. 

(14) All in all~ siznblc proportions of the workers in ea~h 

recipient sub-group--both h:i.gh and low-uage worke:cs--view their current 

jobs as having poor potential for wage oi.' promotion<ll aclvanccrocnt. Propor

tionately 1wre of: the high.-wege ret:ip:i.cnts reflect n higher level of 

opt:i;:i:i.r-,:n w:i.th respect to thcr;e job-r~le.tcd r.oalF., but well below half of 

these Ho,:k,JrG see much opportun5. ty r.eoid5.ng in e:ttlun:- area. Certa:!.nly, n 

f:acets o<= thC:_. jol)t althoug~ .high-wa~e rec:l.piantG arc somc\."lmt mox-e sanzuin2 

https://r.eoid5.ng
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on the&:.:: points t11,m ate ,,;,orkers in low·-"(·HJ.ga jobs. 

(15) Cont:r.ary to popul£u: op:f.nicn time spent in employrnr;nt is high 

for all ?,J::oups of low-wage wo-.:-kers. The overwhelming majority of the male:-; 

worke.d at least 50 percent of the tj_me p~riod or more (94 percent of the 

male rc-cipients and 90 percE>nt of the male r.on-rec.:tpier-;ts). Even among 

the females, the majority of the non-r.eci.p.ienta worked .at somr:?. job at leact 

half of the time (66 per.cent) and the tl!3j ori ty of the 1.·ecipientn &}?pro:.d•· 

mated this stan<lar<l, The 11t!otk ethic" problem io more _apparent than renl. 
,' ~-. r 

' Larr;e blocs of time cire spent in work. 

(16) Males tend on the average to have had r..ore emploync-:nt epi.sodcs 

than fcm.::ilcs. The picture th.:-tt emerges is one of se~i.sm where women a.:-e 

crowded into a fe,1 jobs and men have a uidcr runr.c of choices nnd options. 

away from houaehol<l 6ervicca- The fcmo.lc recipients drift toward cle1.·icnl 

https://low�-"(�HJ.ga


:ind non-hcnwchol<l 81:ir.vlce joh!; wld.le the fcr.w.le non-rcc:tp:<entn move towai:d 

blue collar work, 

(18) 'J.'h,::l."e c.:.ppe:n.r to l>c wc.11.-dcf:ix.cd po.t ten1s of cnclu::,ion frcn,1 

~ 
CTI 
00 

~m:f.on rncinbcrbhJ.p ia l0\1 ,. Po.rt cf thh, fiudin.g 1.a m:pli:d.n~d by the fact 

the.t pattern!; of :1.r.dustr:!.aJ. attnchrnent place! low-wage t?e>rkers in jobs that 

do not hav~ training or union m&mbership. 

(19) In. volutitm:y job chanr,ing as Wf:11 as in !lceking a job, 

personal and f.,!1,1il.y pr~bl~ms have a heavier. :lnf luence on women th~n on 

https://1.r.dustr:!.aJ
https://wc.11.-dcf:ix.cd
https://fcr.w.le


l. XNTR0DUC'.O.0N ·ro '£HE STUDY 

It h,,G bccon~~ c0n,:1-ernpl:.1cc ·:r..n t.b:~ 1960 1 s o.ncl the car.ly 1970 1 0 to 

characterize the welfare ~roblem os a ~roblem in work ethicG. Welfa~e 

recipients arA not·a unitary group but may be_diffcrentiated by degree 

of dcpend_ency, structure of the f am:lly, employability· potential of house

hold mcrnbc:!rE.:. a;-id degree of disability. The public has e)~prassed a curious 
Cl:) 
01 c.o 

ambivalence toward pnoplc on welfare. There io little public complaint 

about pay1.ns puhl:tc asc-::ts tanee to the disabled, blind and aged. By con

tt'ns t, publ~.c feelin~s &ta.inst recip:f.en~s of Aid to Families of Dependent 

Ch:i.J.dreri (A11'DC) ~re tine.:d with anger and resentment. Most heads of AFDC 

ho,rneholr!s f-1,l:•~ of wor.king aga and without phyuical he.ndicap. Homen whose 

childnm ffL'e in school nll day or are ublc to take care of thems,;lvcs may 

https://XNTR0DUC'.O.0N


be t·ecd.ving a:i.<l; un,~mployed mal~s, eligible under provis:!.ons. offering 

assint.::.1;:.ce to fmnD.ics with an unemployed parent, are cvcm more. often 
• 

1 

able to work if th<?Y cau f:i.nd jobs. As the numl,cr of AFDC recipients has 

increar.[:<l: so h&s the proportion on vclfare who co3-1.ld be !:upplementing 
., 

their inc;m:i~ throu2h f!i,....,pJ.oyment or could leave the rolls altogether to 

work. Pubiic cr.i tid.srn of the p·-rogrc:.m has focused on c;;-:pend:I.ng large sums 

c..:,
of t,1.:~ r.cvr.:.m:.e~ on people who arc capc.ble of \mrking b~\C apparently do not c:i 

0 

<lo so. 

The coma t:i.~,n of these "welfare poor" has also been increasincly 

co11tral:;t""J with th9- "deserving poor"--peoplc \,;ho are i11 po,•erty but are 

full t:.:i.1-::1~ or subst'e.ntial partic_irant:o in the labor m.-\rl~1;1t. Jerome Rosow, 

e,:-Ac;oin::,H~t Secretary of Labor has described the probJ.cri1 ns a ctuest:i.on of 

cquitr. r~c.rJo\i a.rgu~~:l thr..t it io uorally wrong for one fo.1:lily to receive 

https://ctuest:i.on
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a <loJc, cxcrnptinri the adult(D) fi~om \-:ork wh:i.lc :f.n another· f.:::1ily of 1.:i.in:i.lt.r 

circuG:stanca tho 6dult(s) have a full-time or aubstantial work role. Im-

pl:i.d_t in Rosm:'s argu1;-icnt if; the cl:1.r;t:Lnct:i.on between the poor who do work 

and the poot" who do not work. They m:c pol~.r typer; that appa·.ccntly cope 

with poverty 1.n d:i.i:f ercnt w::i.yn; one by ussum:i.ng a. \Wrk rolB and the other 

by assuming a welfare status. 

Co-'But the distinction made by (ha Social Security Act of 193~ between a:, ...... 

those who c,m support thciisc~ives and those ,;,ho cannot has proved unworkable. 

The distinction Ds.sumed t\-10 air-tight categorien. Instead the worlds of 

work n-ntl welfa.rc c:trc closely intertwined. AFT.JG family heads need not maki1 

an "all or nothinn" -cht?ice bl1t may St'.!l~ct the br.,:.Jt coml.d.nation of both. 

As the uumber of AFDC recipients hao 1.ncreased, oo has the proportioa of 

those on welf2:re uho impplemc.nt thei-r incor.1e throu3h employment. 

https://incor.1e
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Rather tlrn.n t\.io polar type.s--th~ "welf~re poor" and the "working or 

deserving· poor"--wc have heconw awn1·E: of. a continuum between work arid wel-
' 

fare where la1:ge numbers cf welfaro recipients are attuched to the lahor 

market either as full or part-tima workers or as job. seekers. Although 

it :!.s a popul;.rn stereotype that l.·elfarc recipic.1ts are unable or unw:i.lling 

to work, enj oy:!.i1g the. clola as chro?1ic f recloaclC::rs, the :rectli ty is thr-i t: 

(1) large number:.. work or sec!k work;" (2) there a;::~ fluct_uat:i.ons in income 
'I 

among ·AFDC femilics that cannot be c:-;;pl;;.ined wit:hottt rccour::::e to non-wcl-

fare income; and (3) there is a tre~cndous tu:nover in the uelfara cnse 

load, indicat:i.n3 a mov<.>.ment from \."elfnre to other status~s, includini job 

hol<lini. .. 

surrounding di:;cuoaiono of \-lclfo.,:c nnd tho uoric othic :to that the AI'DC 

https://indicat:i.n3
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vice to cl1il<lrcn who arc in families of limited resources. The adults 

in the AFDG fnmily r,nin. a r.1cnsurc of Gupport only ~o clmncntc; in che 

service and care.of the children. TbuG, adult acceso to and dcpendQnce on 

a \-H.~lfare st:.:1tur. are d~tct.mined by the otot:tw of the ch1.ldren in th~ f:amil)r 

and concern for tht:.d1· walfara ro.thcr than n <les:i.rc to oc.:i.vice thn ne:cds of 

the family a<lul.ts. The AFDC housc.:hold head acquires and hoJ.da that status 

largely as a functi.on of the c.hildren' s needs ro.the:r tl,..m h:i.s own. Th~ 
.. 

AFDC ,hc,usehold he::2.d ir; dependent: on thB 1:i.:f.e. r.ituntim.• of his children fo~ 

his str,tus end r.s the:ix -n-::!eds or situation chsnr;ca oo dci~o his 6tD.tus. 

the lll'DC dole tcrm:tria.te. It is p1:01Jn.bly not: '°'n overstat:cr;1e.nt to sugzest: 

https://overstat:cr;1e.nt
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with tlrn rr.ot:tvat:ion of poor adultG to work. . . 
I 

Wor.kf.ar.e and H2J.f.'alre: A l;';:ffonal Iosu~ 
------·-· ,i .............. . 

The publ:f.c debate on AFDC f.:;nilies h~n been more c;oncerncd with 

the rheto:dc 01 the ·wox·k ethic f,.;,ir AFDC recipients than ·Hith the. re~lity 

of work. Substantial nun~~ers of the public f~el that AFDC houaehold heads 
c,.:,, 

should work but littJ.~ has been atd.d' about the conditionr; that. make work 
a:, 
~ 

'I ' 

po[,sible. For cxmnplc, it is appnrcnt that large numbers of AFDC forailiea 

have dependent chilch·,m and that for. an adult to woi·k, p,::.r11ic1.tlarly :!.n a 

sinzlc-parcn~ f.:;mily, soi:.c child cm:c arrangement: must be est2.bli.::;hcd and. 

• d •supported. Ar;ain, laric nll.ffibers of AFDC mothcrG arc young cirt un::~.dnca. 

lt ~~y be unrcnliotic co think thac chcoc coci1crG can be put to work uith-
. 

out considct·nblo • pre:voc:ntional ti·aining or counGalin~ .. Thus• the condi t:!.o~~G 



to establi:;h emplcyilhility J.HH·:t he th,;ro1.1ghly an.'.llyzed and identified 

., . 
'l"hr.f:e- c,thr.r. cono:.tc1e~:;-: t_i.<)t~:1 lo~;~ l.:tr.1]6· _.1lso. Fir.01:, <.locs tr,ovcmcnt: 

• r ,_. ,.,. ' \ 

from n ue.lfarc etatuf.l to ,., jcb ie:le :i.pp!'ci\~1:-•.1:,ly benafit: the 1-,FDC family 

and pc11:t:r.cula1·ly ita chilc~1=c~1'l . Is ~he gain iu incor.,e, self-esteem and 

social J:'~!Gp<-!C:t wo1;th the pl:'1.Ge 'if cont9.Ct3 'b~t'i:iacm p,m:cnt and ch:!.ld are 
•• • I•' I I •,.'• • • 

rule rathm: th,m the ~,mcept:ion :!.n our ac.Hdet~·• Thuo the advent of tl,e AFDC 
I ·: 

woridng i::~othor :i.nt:1:cch\ccs a 0 n.::li..4J'.TJ.l:l'.ty" xn.~h~r tha.n a11 abnormality· in 

family lifi:::. The ct'tc-: of this discm:i;io~ lir;a in t:he nature of fnm:J.ly 

proble'G'1S .th&t r:tust ·lie sol\rcd. /v.7 DC f ..':.mil.y 1n:obloms rnny be co severe, that 

quite different from 

https://fnm:J.ly
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Second. it ifi. ,,r::-r;!J\\1~~4 th;:-t ~ ;"y,.;t.)t:kin5. pc,::1r 11 1:ole is more benef:i.c:ta1 for 
; : . \ 

the :fo.r.i.il-y' than a welfare r·oie, both ~.n t~:;i.\,J of: increased self-esteem for 

' • the job l)oldet end r~r.;01,.;:c.<,:·c;. f.o'i:' the We t.tunt conside.r that the 
. ' ' . 

., 
welfm:c rolo r..•n.y giv.:! to ch~ AT<'DC._ fnm:tly 'a 1n:ohlem-c.clving and resourc,a 

' • 

tradltioc1.:llly b=:,::n r;;~dc ;:,v.::.i:J..~~bl{~ to c:,;:--;.;o.lf.'lre recipients. '.theoe jobs, 
. .. : . •, 

usually both io,;.r wag<,, rmd ,1,-:-:~-i ... c:~·:d., e.1.:~ r;;t U5tt..1Xly acnoci~tcd w:tth a high 
'I 

level 0f Gelf-.:;:~teem and s.:.ttiv.!:clcto1:y rcso~rc:ca. 'Xhe question h~rc. is not 

merely one of r..ny job bt.1t. i:-nther ·a £2~~ job and tho J.atter ,may be hard to 

•produce. 

Finally, thcn:e mny h-.! .s need in .M:DC fmailica to redefine 1\:ork11 
• 

a .ainzlo parent 1-,ouse.l-.old lri.'.l)' raqui~e c.xtc::isive c::ldlls-coordinntive, . 



prob] cr:i··solving a11d func tiou,11. Above all :Lt may require a h:i gh level of. 

cffor t and work ,;.ctivi ty. Society hns not yet come~ to the po:i.nt of cid'J;J•• 

ing such activiticl: vs "w1.1i:k" but: 1.·a::l1cr.· view:;; thcii,1 GS "houHeholcl obJ.:f.~;,1·· 

t:f.ons" r:ot to h~ recompensed. The sr.1rac a.c t~vi t::U::s pcrfor1r,0.<1 f:cr nnoth•:=:c 

compens~t:cd. Such ~ s the anoinaly _that the ATJC mot.her ft'ccp.H~ntly f:f.ntl/3 

herself in. 

from the cries of nn ou trr.:ry::d public ond b~ars no 1.·e•lc.1.ti0i:wh:tp t:o tht? 

actual nef;ds of the AFDC femily for more resources and a bott•.?.r life. Any 

answ<:,r t:o the qut?st:ion of ·wol:kfarc must r;o beyo~.d p1..1.blic ii:1.i:i.gn.n.tion ;::;::d 

add some eubstant:la1. st1·cu~~th to the f:arn:!'.ly unit.. 

https://f:arn:!'.ly


ui:{til 1961. the "welfare poor" were consid~.red to be outside of 

labor force. In that year, the federal govarnrne:nt e:{tcndc.d A:t?DC cover"2,e 

to fmnili,?s hendcd by an unemployed ~nale. parent (,u·nc.::up). In 1962, th-~ 
I 

Social Security Act ·was amc-mded to Dubsj_dize employment prog:c~.1;1!1 for rel:i.<.:f 

recipients. Until this tir.1e, the lm.1 did 11ot p1:ovidc fund~; for employmci-:t 

~ 
rehabilitution. Stutes were encouraged to adap·t~ Co1,1munit}' \•:(.'t'l: arid Train- o;, 

00 

ing (CW'f) pt·ogrnms designed to offer work relief rather thnn 1wr:dou ts. 

or no traininn was iuvolVt.!<l. The m.'.:l.jor emph.:in:ts was on '\.,,...,rking off the 

. dole" Utthcr than preparat:1.on for th0 ,.•orld of ,:i-ork. Second, the prog:::.:H!l 

rci01bU1:6l°it111,mt fo,:mulae favored aocinl ccrviceo 1:nthe:r tllan c.mployn~cnt 

https://preparat:1.on


progr.uns. Fiually • al1:iv~:t all proj cctc; h:.:1d .:i. btt5.J.t:-in worl~ disinco.ntivot 

u~:d.{,~:: the Economic Opportu.n:l ty Act cf 105/i, the c~-n: program \.1~0 

expanded. Th-:l \-:Ork E:x.p.:?rj_encc and. Train:l.r,g (trr:'f) of: EOA 1;oth bro.:1dcned 

the.eliBibility and provided trninin; funds to develop work akills. The 

training was poorly orgnnizcd and ofteu in2dcquotc. Most enrolleca had 

mul t:l.ple handicnpa and thei:c wns lit tlo e;1pc1r:l.en.cc in dcc.J.::i.ng w:l. th c.mch 

Llko ~WT buCoro it. Wl~T wne mora nn income mnintannnca nnd/or raliuf pco

grm~ than \·1ork prr.ipnration .. , 

The Hark Incentive P,:or,l"um (m:11) w2.s en/:\cted in lt'67 as an mnend-. . 

https://dcc.J.::i.ng
https://e;1pc1r:l.en.cc


. 
ment to the Socicl Security Act. It rep1:esant~ the most mnb:J.tiouo t-\tte!i1pt. . 

at ~ork r.eh~bilitation of w~lfare recipientG~ Combiniuc the resourcec.. 

of: the state m?lfare nervice with the stato employr~ent service, the pro-
., 

g,:am offers a combination of prcvoce.tio11al and post,:vocational services to 
. 

qunlifie.d clients: or.ientation and counsr;J.ina, placement, trai11in[~, job 

dev,~J.op1~ent .ind job coachir1g. From the bcsinning the program has emphf.sizc.>.d 
, 

employability plonninc and ploc~~cnt~into jobs with opportunities for 
; 

ad\•anccr.1e11t r.nd cood w::igca. The ccnrJ:i.r:utc:; for tha progrmn were 11 th.? most 

. employable" and thµo represented a "creamilig11 of ~mlfa.re recipients. The 

program hnd a wo1·l:.: requir0.ment--flpplicants had to be rrg:f.stcrcd for jobs-

bu_t in contr-,st: to pn:vious procruma r.;ost t1tntt.~s hs.d an incom~ di£.re~urd 
. 

provision thnt po:rmitt,!d r.xcmpt:.tcn of ::.omo inco1:-.c from \Jclf.:ire accounting 

syotcmo. ThuG, ther~ "1na an inccntivu for th<:i wolfare r.-ecipient to 



supply cld.l<l ca.re scrv:Lc~r. for llfPC fr.:,-.il:lc:r; to "fl.·ea up 11 u;o t:licrr; with 

johs cm<l since~ t.l ~ u~cesr:lion o.~ 1970, l~\~t:-..'t thune opl,)o~:t:urd.t:t:;i;: lw.v-1 be.Gu 
\ 

few; (2) \•.'Hf~<!l; f 1·t,n uork lw-vc not bee:."!. cc.::,1p~titj,,:.a t-;;;,th tL.:i YC~h\C of in-

Cl:) 

I-' "" 



' · •. ·- •• In this atltdy \-7G ttre adcl1:cr;f;i11g o~i-:ct.~e:i.ve~. to t:l,e v::o;:1-:. 1i~pc~i~ncar; 

welfare rolls. Sp;!c:l.f:tc.:.lly, \.1e nrc lo~~kl.!~J at t\JO f.~.ce.s cf 'i..'ngc povoz-ty: 
c,:i 

(1) the low j_ncoma wo:d.:er ~ho <lrcws hi8 t'CH.:;om.·c;;;-J and cu.st,-:.i.i::.nc,:i frcm a • ~ 

https://o~i-:ct.~e:i.ve


povc1·ty. The existence ,of 11wo1:kini poo1:" thuu rcpre:sents u parndox of 

the first or:der. 

In truth we know ver.:y little nbout the lmi wage workers in our 

society, except that they r"'present a pm.·a.do~. Variour; snapr;hoto have 

been taken of them and as a result wa are becinning to identify their 

per~onal charac:.teristica as well ·as their occupational and industrial 

~·1ocatic-n in our r;ociety. Hhat is lc:.cking :J.a soma picture of the labor -.J 
CJ:J 

market expe·.ciencer, of such workurs • the ·working conditio~s that charr.c

terizc their jobs and the career patterns that predomin~tc in this group. 

We l~now next to nothing of thr.: job mob:Uity pott.m:ns of such ,-:orkcrs nm! 
! 

the correlates .of: such job shit ts. \Je know far. leEi6 about the comparative 

expcr:i.cr,ces of cliffe-::ent kind.:; of lm, wa3c worl:·:.:n:s nnd how one: group may 

differ from another. In cases where a \;elfnre sto.turi is con~bd.n.cd w:i.th m:· 

https://con~bd.n.cd
https://pm.�a.do


alternnte,with a ,-:ork stat1.,1s, we are otiil very much in the dark about the 

linkages pet:ween welfare and workfare, and 
I 

part:i.cula.rly, the c.ondition:1 . 
that: sustain or inhibit labor force pcrticipation for welfare recipie:nts . 

., 

It is unfortu.. at:e but it is in these arcao that ster.cot.ypic thinl~--

ing pre.domim1tes. For example, one assm,1cs that child care is an essen

tial ingredient of a work role for. a \.relfar.e recipient and a con:;idcr,.hle. 
.tt· ✓ ~ 

numb~r of policy decisions have been made on the basis of this assurapt::lon. 

There is concidcr.:i.blc consensus among policymakers that rr.otivation fot• 

work is what scpc::ratc!3 the "working poor" from the "wclfnr~ poor" and 

policy deci~ions have been made on the b~sis of thiG assurn,tion. There 

is rhetoric that suggcsto thnt troiniug mukes n difference for ualfare rc

ci1>icnto c.nd pol:J.cy deciv~.ono hr.va bci::a tr.ct.la on the baaio of thiG lH,fimilp

tion. 

https://tr.ct.la
https://pol:J.cy


ln this 'report we· ha.vi.! intcntionr1lly tried to· :tdcntify a number 

of assumptions that underly these otcreotypcs and test out proposit1.om, 

that would c:J.thcr confirm or clcny the vnlicl:i.cy of the stereotypes. 

This process is_ n ne,'!e.ssnry fin, t s te_p :1.f: policy-mak:! ng is to bc:!come 

empirically oriented. Th,3 obj~c-~ive j_n th~s rcpot·t: :Le two-fold: (1). 

to she.cl some light on the assumptions underlying the policy choices 

th~t face us in welfare and uorkfa:cc, and (2) to tent the limits of 

th~ee ,..mn.m1pt1.ons as mirrorad in the e~rpcrienccs of wage povert)' workers. 

S:f:nce the c;n.se::t CJf the WIN program, e..n, incr·cms:tng bloc of time 

~nd effol;t has beon spent hy researchers on the study of povcr.ty, 

wel.far", dcpend!Z!nc:y a.nd uorkfar:r.e. This research haG been developing 

https://povcr.ty
https://vnlicl:i.cy
https://proposit1.om


against a backg-.:ot:.rs.d in which conventio::rn.J. wisdom on these.. topics is 

prevalent.:. A nun,bc.r of policy :!'.ssues h<Jvc dev-elope<l, undor.pinnc,.d to 

I 

e. large p;tent by stere<it'.;'p:tc thinking nnd a number of untestE::<l 
.,,.,,,.."'... 

assumpt:i.ons. Work moti\•ati.on and work. incentives, aupportive services 
.,, 

tor vork adjuctn.c,·.:t, the }1t:r.u:cture of th~ 1.:-bor market--all of these 

topic~: which httW! bcCOtilC the subject of 'l'..'(;!.Search aJ.so have "popular 

explanations" thnt hav~ infJ_uenced and continue to influence policymakers. 
_., ✓ .. 

In this r:-~ction, Wl'?. will highl:lcht a number o:f tpese policy 

issues and review the stereotype.sand c.esumptions thnt underpin them. 

In the main body of the repo,:t we have. sought to Dlrnd some empirical 

light on: the.Ge prcpcc:itfons, particclm:ly aa they underpin major 

polie>• iacucs. 

.. 

https://moti\�ati.on


At the core of diGcussion Dl>out welfare v.nd workfare is the 

distinction between those who work ~ud ci1ose who do not. Aside from this, 

there is some diffcrentiution of poo~ people on the basis of ~hcther 

wor.king. These dis tine tions manif.~s t themselves in two ways. Fir_s t, 

there is a comiuon i,ssu.mpt:J.on that the welfare. poor are characterized 
. . 

by a 11misGini X11 factor; be it lrJck of motivation, lack of credentials 

HX11or lack of good working habits. If the fe.ctor ca.n be discovered or 
I 

.. idc.nt:!.f:i.cd, thei~ a. progrctta of reh.abil:ltr~t:iou will bq possi.ble. • The 
I I 

' 
ans,,rnr ir; usually m•:presced i11. a program th:-i.t a trer,;scs supportive 

services (t:h8.r.npet!tic and educational), designed to ~emedy the personnl 

https://idc.nt:!.f:i.cd
https://i,ssu.mpt:J.on


the welfare recipient by placing a great clcal of fp.ith 'in rahcibi:Litatiou . . 
I 

through rerao\ring thcee ·pcrsc.,nal inadeqt;a<::i.cs; In this formul.e.t:i.on. 

little credence io r;iven to labor market, factO'l:'S D.S :1.nfluences in the 

development and maint:ens.nce of welf.are statuGcs.·1 ' Cl:J 
'-1 
00 

There is incre~sing ev:i.denc.c that the "welfare 1>oort'1 be they 

working or iwt, are not substantially d:.U:ferent from ~;"roups of non-welfa·.ce 

1'rh.is fortnulation can. he phrased as human cnpital inves ti,1ent (:rnpply) 
versus labor mark.et structure. (deman<l). 'rhc humnn capi t,U theory emphasi~~cs 
the need for human· cnpitnl inves tmcnt (e<lucat:i.on nnd traird.ng) to improve 
the market value of the job cnndidate while the labor market structuralists 
would orcuc that the ~tructurc of the labor market must be manipulated 
or chan~e<l co provide more c1n<l better opportunities (e,g,, higher minimura 
wages or nnt:L-discr:tr.:iin11tion ler:;islation). • 

https://traird.ng
https://e<lucat:i.on
https://non-welfa�.ce
https://formul.e.t:i.on
https://inadeqt;a<::i.cs


2low-wage workers. Rathe~> t:hc wcifnre poor may rcprc;se:nt·. anotlrnr fncc 

of poverty mriong people who come f1:om the r:::imc aocio-cconom:f.c Btrntn. 

'fhc pl:!.r,ht: of the ~'c.1£H:;:c poor may l7csult fr.om a chance diGtribut:ion of. 

cris:i.s or catc'.:.:,trophic cw::nts rather than sor:1c 111:1.issing Y.11 f:act:o:::. If 

thi~ were the case, then sys tcmat:1.c 1n:ogr,.i7:s dc£::i.gncd ta re1:1cdy n 

personal inc.dc1quacy and beamed nt wclfa:r.c~ rc._d.pient:s ·would .be n rd.s<lirc-c~t:'..c-n. 

~ 
The. solution would lie more in t:he funclau1ent:al propertiaa of lou-uagc "'1c:o 

work than in a welfare r.c.cip:tcmt status. 

A major assur.1ption of a great deal. of policy-maldne is that "good 



jobs" would he avai.lable for uel:fa:r.c recip:!.(:~r1tr.. if they were mo t:/.v.::~t:ed 

to work, A variation of chi~ thesis is the,t: jo'I:: ladd-1rs ~:>-:ist nt a.J.1 

levels of: the society and if a person shows his ,Rmbit:i.on th:i:ough h ..-.rd 
~ 

work and effort, th$re :lo a.J.wars the opportunity to a<lvnnce. • 'Tlrnse 
., 

assumptior:;:. nrc at the cqr.e of·the income diBregard welfare provJ.sionG 
C>., 

that exj_s t in some s t;ntec. The we:~lfare 1=ccipic.nt soe.ci to work and 00 
0 

hiG welfare pnymc.nts cornb:i.ned with his ·work income .o.re m,pected to ., 
maintnin h:i.m nnd hie fe.m:l'.ly initial.ly at ~ome specifi':d family 

income level (i.e., his work earnings do not in:f.t.iall)' reduce the size 

of his welfare clole). Over time, however, the dole :ts reduced bG-:ause 
t' 

his work earnings incrcnse and make. it progr~ssively p0ssible for the 

welf.:n-e recipie11t to givp.. up his dependency on the welfare dole. 

https://initial.ly
https://fe.m:l'.ly
https://1=ccipic.nt
https://Rmbit:i.on


There arc really two questions beine asked here: ate there jo\-!s 

for the poor nnd m:-e thcf:c qunl:J.ty jo!rn7 ·There. ie no doubt that nt 

any point of ti.1:1c a nurn1,c:c of job v:icnnc:f.cs exist:. Sonie of thes-~ requ:t:.r:c 

• a>:tensivi::~ p-i:·cparution ond credent:tals nnd it would be difficult to 

move undcrtraincd and unsld.lled worlrnre into these vaccr:.ci~s. At the 

t:amc tima, there is a ser:f.cs of job::: chnractcr.ized by low wa.g2s, J3.t:t1B 

mobility opportt\n:I.ty, cu.bstand~rd working conditions ::ma 
"\ 

lack of 

fringe be.ncf:I.ts and/or uni.on protcctione ·l'n.csc latter jobs, often. 

' .
called the "dirty jobs of the soc:te.ty, "· are charnctorize.cl by high 

turnovei~ 2.nd lot~~ prentigc. It ic. these jobs that nre eener.n.lJ.y open 

to the. graduates of train.in.3 pr.cgram.s where the em:ollces are 

unskilled and la.ck ct'<:·.dentiaJ.s. This is a proposition thl!t has been 

well-documented in the official statistics of manpower pro~ra:!1s. A 

https://charnctorize.cl
https://soc:te.ty
https://be.ncf:I.ts
https://opportt\n:I.ty
https://ser:f.cs
https://v:icnnc:f.cs
https://qunl:J.ty


more favorr:.ble outcome of these pi:og rams is acc<'!SS to high yay, blue 

collar jobs usually in Gome hcnvy industry, production line sector of 

the economy. But these latter jobs are. usuall).r not evail3ble to f1;:male 

graduates e.nd actually only to a handful of male grl~duates. Thm:e is 
., 

a further' reality here: blue collar, production l:i.nc jobs (pl'lrticulnr.1>' 

in the automobile industry) arc. marked by_ periods of unc;.11ploy:n0.n.t 

and layoff since the demand fox the product is volat:ile and subject to 

considc.rnble fluctuation. The. reality, then, is that ;-th.ere are jobs 

availab:\.e but (1) thc~,r ore undesirable by any sod.al standa1:d, (2) t:hcy 

are not linked to cnrecr ladders and (3) the financial return from 

these jobs is frequently not competitive with t~c. service/finnncial 

income from welfnrc. Host of tlier.a jobs ar~ in the ae.rvic(-! t::cctor. 

Tho extraordinary mcasurco thnt lu:wc been ('..;nployc.<l by u:t.npcwcr 



--------------

.. 
ngcncien in job placemen~ an.cl job. devclop1r:cnt to obtqin job:, for the 

hard-to-employ arc added evidence that nc.cc::rn to well pnyin?,, h:i.3h 

moh:i.li t:y jok; in not easy for unskilled woi:kcro \iho [lrc tinged tdt.h 

added burdens of cliscriminnt::f.on. 

economy takes a turn for the ·worse. \ 
c.,.:i 
00 
C,,j 

The· Perncweranc.e of a "tfolf:-n:e Career"- • 

Another assumption that has strong rooto :1.s that welfare rocipien.to 

seek and dcs5.re a "welfaxe career" ol:' sper:d a J.c.rge part of the~r liv!:s 

aw~)' from che l.r-.bor market. In p1:ogrum tct·ms, thin manifests ftsc:lf 

in services to or:!.ci1t: tl1e ,-."t:1£are rccip:tent to tl,o v.orld o'!: t-rorltc This 

"orientation man:ta" manife.:,t:~ itself :!.n :;,11 tI:c.:i.r.:d.:13 p~og'l:'~,ns bu.t: 

https://rocipien.to
https://cliscriminnt::f.on
https://moh:i.li


part:i.cu.J..atJ.y in those. given for welfnre recipifmts. Thor,~ is cc,nz;itlc-::i:.:b 1.ci 

• evidence that the welfare. reci.pient :ts no strciai~r to wcrl:. • ·rn J..968 ~ 

about one _fifth of all f.FDC recipients'worked full-tfane while. on i:cJ.f;'"z-,i. 

Most l:rclfare recipients haYe also ·h~d s;c,rna work er.pcricnco :.!.n tho 

past. The most central po:f.nt, however., rmd one~ not i:t:,11y g~;.wped, 

is that welfa.re :ts uaed ae. a. ;emporary raerisure nnd rai;-eJ.y bccor..es a 

lifetime. career. 

There is also n well-dcv·eloped percepticn about i~tert~c--ner2.t:io.").t~l 
t' .,,,._ ~ 

welfare: the wclfa.re status is sociall:>• (and ~or,,c. ·would;• cv,~n SD.'/ 

biologically) inherited and may be transmitted along family line,;; for 

sevcr.;11 generation.a. "Let'G break the dependency cycle11 is a fa.vorite. 

f't>nnulnt:.:l.on of th:!,o thesis. Tho. reclit:y ia fair rcr.lovcd fro1~. the pc.rccpt:ion. 

https://f't>nnulnt:.:l.on
https://wclfa.re
https://welfa.re


A popuL~r s te.rco type is that the pro to type Ai:'DG household unit 

consists of a ninslc (divorced, separntedt ,-J'ido,-rnd 01: unm~rricd) fe;,1alc 

head of house.hold with n large numbm: of dependc:nt childrcm. The 

emphasis on child ·care se1viccs and training _in the WIN progr.:,m rcf:lectr.: 

this perccptfon. In reality, the AFDC popuJ.at1on can be quite varied, •• 

~Scant attent:i.on is given to the Al:'DC-UP f.:1.rr!:T.ly • head~d by a male· with 00 
Cl 

his ~pouse prc.r.c.nt. U:Ls p:cobl(",In :ts apt to be quite d1.££ercmt from 

that: of the. einzle par.en.t, fcmalo-hcaded family. lln is apt to have 

had long-tcru1 labor me.rk.1::t pm:ticiye..t:ton a::t<l thus not need tra:i.nin;1. He 

is also liknly to have held jobs in h:f.z;h pv.id, ,:::;emi-sldJ.led t-1ork so 

that in no'rmal times, h:f.s ,·mges were not lo-;,7 • 

.,. 
:tn devc\lop:tng policy, a m.unbe.r of g:1::.11:~~.t:Lori..s in. the,~ 'tH:!li:are 

https://prc.r.c.nt
https://f.:1.rr!:T.ly
https://attent:i.on


population m:c.•.not cons:t<ler8d. Worl-:.:tng AYfD8 rec:l'.pi.a:i1ts m~y hn.J.d low

wage or high•·wase jobs. 

I 

or be nevl to the :5tatus. They mn.y be. lonc-tct'!:l. o:r. e:;hort-tm:m ca.ses. 

In the fclillily \.ff.th both c;pouccs prc,~: ..;mt, the ne<~d may be. fer a family 

allowance ra.thc.1· th.an servic~e:,. Of particular intarcct: is the ,-1:tdc 

ran&e of household arrang~ments that ex:tst, from the s:tn5le pa.rant and 

dependent childre!1. to the husband•·uif:e. •and children with the pr~sencc 
~ / ~ . 

of related kin or boarclcro. The pr.e.sencc of such e..'l:tr.::i. m(!f!:bers can 

add to 01· substrnct f1:on fat.1:i.ly stc:.bility since they c1m ndd to or 

drain off resources. 

It is crucial to rf:c:.c,gni~e thic vm:i:.:.b:!.lity in the development 

of poli.cy. 

https://fat.1:i.ly


For the last decndc, the n.ppro,ich to d:tsn<lvnnt:ngm:,m.t in the 

labor market has strciar.e<l the need to dcveJ op credentials for the poo1· 

throu:;h education end t:niinins. The ~gr::rn:iption hr..s been ~hat such 

4credentialt: enhanced opportun:T.ttc~:.-:; fo1. empJ~oym~mt end .job mobility. 

At most 1 • this assur:iption fits mi.dc.U.c clawJ •people in h:i.gh-wage jobs. 

The evidence is mountlng, llO'wcvm:, that: f:or lower cln::-a people :r.n tho 
\. I 

de::ad··end jobs, the llssurnption heeds to be 

revised. In thio str~t:u-;;i of economic life, c-:.ducation.-~1 achievement and 

4opc.cir.1 ~1 cd.r..ing: ar.e f~r.>.quentl'.'t di~icou11tcd. The jobo require. little 

skill and c:~n be done hr anyor~e. 'l'he oame is :r.ucre;u.::tngly true in semi-

skilled opo.rat:i.ve wor-k. Ever; when the joh demands spe.c:.tal crodcnt.:te.lt, 

and th.e appl:i.cant hr..s the.sti,' he mar ba b~n1":t-?.d from the job O)l the. 

https://crodcnt.:te.lt
https://opo.rat:i.ve


grounds c.,f d:1.scrim:1.nn tion o-r bc~cause he, i.£1 geoerc;phi~,tll)' isolated . . 
from the work place. We. nmD t 1·ccogni~e the li.t:1itat:Lo,:u;; of credentials 

l 

by themselves in gn:i..n:b:g acc1;ss to a jop ·or holdiug it. 

Tlw. Debj_J.::i.tat:i.t}F, Effc.,e ts of. the He.lfare St:ntus ., 

A considerable body of op:tnion, o£t:cn e.;~press~cl er.iotionally t secs 

the. welfnr~ i:.tatuo as a debil:i.tf1.ti.n~ role trherc the recipient ir; lo·cked 
~ 
00 

into a network. of dependency 1·elntio.nshipn. t>rogramt; for welfare 00 

,: ./. ~ 

recipients may take the .form of "liberatinr, the person from dependency. 11 

But such a proposition faila to realize that the welfare status may 

provide access to services thnt ~t·~ not easily .::.vailable to the non-

recipient, low-wage. ,Hn:kc::r. Coune elin3, ti~edic'11 care and incrcasincl:t 
. . 

trninin~, nrc. more. c~!lily avld.lablil to the welfare rocipi.ent than to 

·non-rc.cipicut, lo\.l••V~.r,.-:i. workcn~o. 'l1Lio sl1ggr:'.GtB that tha vclfarc recipient 

https://d:1.scrim:1.nn


role m::ty bt:1 f nr frnm deb:Uitating and act:.ual.ly provic!ci i:~uources that 

r~movc ocrj_our. G t1:aina from 11.fc. 

to En:olc,y:1:~nt__ ___ __ __,a .._ .. 

Anotbe1· co,,:,.on £Wtn1m1H:ion :!.s thnt ,rnlfnrc :r.cc:lpic.nto could work.. 

if sm::e. barr:l.e.rH t.:o emplormcnt were sonwJww remov0.<l. Such ba:n:iers include: 

lack of cre.dcnt:!.aJ.s • lack of v.cceso to trmvi>portat::l.on, lark. of child (:,:) 
00·1 ~ 

care facilitias, leek of access to medical care and lack of access to 

training. The ev:tdenr..:c. iG overwhelming thc~t such barriers do indeed 

3
haunt the poor but, as Schi.llor has uotc\di, the re.ally crit:icc.l issues 

·with. r.enpect to emr,loyment ur.e:: (J.) to vh~,1.t extent l'~rnova.l of these 

obst.!cles \·1ill incrcaso e;-nplo:tment &nd (2) whnt: ld.ncls of adrniui_strat:tve 

3nrn.dlcy R. Schiller, "I:.hpiriccJ.. St:udieG of Wt?lf£1re. De1)cndcncy: 
A Survey" I (unpuhlidwd pnpcr) I n.d. 

https://trmvi>portat::l.on
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intervo.nt::ton are. uecess&.l"Y J;.o remove them. What is :f.inpqrt~nt h~re 

is that Gome ser.viccs or Gervice delivm:·y i.s n~cess~ry, if employment . .. 
is to b c achieved. 

Thj.s raiBcs the further quce-tiono:, wha ~- oe.r.vices, would thay 

be ~cl and, i£ so, with what effect. Servic.:Js to be used must be 

relev4!nt to th(! life proble.ms of the poor and thus a primary atarting 

point must be, th{?. universe ~£ need of ,~,n:ious poor por,ulationG. We 

could. al6o conceive that Guch services mibht be well formulated 

and v.e:11 delivc.rcd but have no· reai impact. In.,a).l of theoe concr;rns 
1 

we r.mst becom,! rno-re aware of the wel.fare. recipient, and what he wants 

if ,re are to improve the chance.s of eff~ctive service delivery., 

ln recent cconor.1:lc discourses on the labor mnrket, it hao become 
' 

populnr co concoivc of n dual ccon.or,iy: a. high-wc.gc economy and a low-

https://high-wc.gc
https://proble.ms


wage economy. '.1.'hc firn t_ economy includco indm,t:i:ico _with hi.ch \Tagcs, 

jobs uith good mobility potential, security with uuiori protection and 

fr:l.ngc hcncf:f.to nnct work rc:quircmcnts tha~ otrecrn tl."'nin:tng and cducv.t:5.ori.. 

The ,rncond ccono:,,)' :lncludec. j_ncJ.ustri.eo w:i.th low wages, jobs that nrc 

·dead-encl, little job security and n lack of fotitmJ. work rcquiremtmts. 

Accord:f.ng to the theory of th~ dual ccono:;iy, workers in the low wage 

economy raraly r;ain. access t.o the _high irnge economy. Worl~e:cs in the 
l. 

/ \ 
low t:age ccoilomy e:·:pcrience gre~t job :1.nGtahility and have chaotic 

work careers ma.rked by freq_Hf!nt: episodes of J.ayoff and unemr,J.'?ymcnt. 

Worke.1~s in the low_ wage economy lack okille and coir~c from a.11 cnv:1.ion:n:mt: 

which fails to emphasize or inculcate the virtues of. work discipline; 

a prima1.-y requirement for employment: in the. high v.age economy. 

ira.ny of thc.se ae.serd.ons arc speculative rnther than e..".1pirical. 

https://Accord:f.ng
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We know little, af,; yet, obm.!t job mob:IJ.:i.ty pattc.rn.a or life work 

care~rs among the poor. Of parti~ul.:ir importn.nc.e, we. have. little 

informnt:icm on the patterns of exchange, b~o-reen workfare and welfare. 

Until. such empir:tcal k.no..rledgc. is developed, we arc in the dark about 

both c..'1-:per:J.encen ond potential capacities of those in•·v,agc l)OVcrty. 

These are, then, the. ma~n reference points toward which the study 

is oriented. Our goal is not simply to present a pictur"e of social 

dependency in a large }.me.1·ican city nor to provide. another contrast 
. 

between the. "welfare poor" nnd the "deserving poor." Rather this is 

a study in the atresscs and strains in the work role. of low-wage workt'l.rs; 

be they welfare rccipie.nto or not•. Xmpl:tcit in the following chapters 

is tho intcrdepcndcuco botvccn workf£:.rc e.nd wolfare. M will be aecn,. 

https://workf�:.rc
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for mnny low war,c workers,· a job rcquireo combining cJ.crnenta of the 

two rnthcr. than ascuming nn 1111-or-noth:Lng welfare recipient role. 

We undertook to study t.hio problo:·.i by cGtablish:f.ng personal 
\ 

contnc to with. lm1-wogc l-!orke.ro rather th.o.n confining our obocrvutiono 

to case i:ccoi:d rnnr:c.,:iala or i.ntcrvicws w:tth. the gntckccrjcrs of the 

welfnre institut.:lon. We made use of two qu:i.to diffe1~e.nt samples of 

wage povert.y so th~t we could tes~ out and qualij;y (if nece.ssary) 

statements th~.t c~m1.d not be l11).ive.rsally npplied to low-wage workers. 

This nLiH.ty tc, provide. cor1t:rasts within the world of wage poyerty 

gives tw a high· deg:rcc. of confidence thut the data and findings prencntc.d 

poor. 11 

https://diffe1~e.nt
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VII. SUHHING UP: 
RESEARCH FINDIHGS AND POLICY IHPLICl~TIONS 

In the prcccd:1.nr, chapters, we have de t,dlcd the methodological 

underpinnings of the study as well as developed a portrait of the 

personal and social characteristics of the respondents, their labor 

market c:>·:periences, their perception of the opportunity structure 

and their past patterns of worker mobility. The study sought to go 

beyond a mere cataloguing of the characteristics of low-wage 
0 

workers 

and set as an objective the ideptification of"work career patterns. 

We were concerned with who these workers were but we wanted also to know 

where they had been in the world of work, where they were now and 

where they perceived themselves to be going. 

https://prcccd:1.nr


In this chapter we will seek to sum up the major findings of 

the study as well as suggest-some major poli7y implications. Before 

we move on, let us introduce a note of caution. The low wage popula

tions of Detroit described in this report may or may not be comparable 

to the low wage populations of other cities. In many ways the Detroit . .,. 

labor market is unique. Employment is highly volatile because of the 

dependence on the automotive industry with its interruptions due to fg 
<:Jl 

changeover and its unstable consumer demand. Thus, the Detroit labor 
✓, 

market swings from periods of high employment to periods of high unemploy-

ment in short intervals of time, making economic life yery uncertain. 

Furthermote, it is a "workingman's economy" because of the dependence on 



heavy industry production with larr,e numbers of male dominated production 

jobs. Female employment is concentrated in lower paying j9bs. Finally, 

it j_s still largely a one-industry labor market (automotive m,:mufacturinc) 

where large nuwbers of unskilled and uneducated people can be quickly 

absorbed without any training. These peculiar patterns of the labor 

marke.!:". must be rcco6 nized and apprecic:ted to understand the Detroit 

patterns of low-wage employment. 

Low Wage Workero in Detroit:. 
A Profile 

In this study we were concerned with two faces of wage poverty: 

working welfare recip.ients and non-welfare low-wage workers. In general 



there were few differences between the working ·welfare recipic!ltB and 

non-recipient low-wage workers with respect to peroonal back0 round or . . 
background. Chance factors alone could account for some of the differences 

between the two groups. What seems apparent1is that we are dealing with 

two faces of wage poverty but at the same social strattlill; thus many of 

their experiences are common and their problems si.milnr. noth groups are 

J 

in poverty and both are groups in rink. For both Broups tl'l.ere is an addi-

tive process of disadvantagement in the labor market including the following 

factors: race, sex, education, southern or-igins and family disruption. 
f 

There was no evidence that some personal cha1:acteristic(s) resulted in low-

wage and unprcstigeful jobs or job instability. The evidence, on the 
• 

contrary, pointed to a series of instabilities and problems that occurred 



frequently at this social stratum and which becrune randomly_ di::;tributcd. 

Those who became the victims of· these instabilities and problems develop 

behavioral and attitudinal patterns that set them apart from other wage 

poverty workers, In this context welfare must be viewed as a problem

soiving device to deal with thses problems ·and instabilities rather than 

~ 
as a long-range adaptation to life. c:o 

00 

Of considerable importance is the fact that work for any group in 

f 

.this stratum, welfc:~re recipient or not, d:1-d not appreciably alter the 

economic resources or life situation. If the life situatio7;1 of the non-

recipient low-wage workers was a standard their getting off welfare com

pletely would not really improve the current situation. This is because 

the combined value of: services and cash from welfare Benerally exceeds 



the vaJ.i1e of the income from low-wage emoloyment. 

Let us recapitulate our argument to this point. There is a set of 

linked characteristics in our society that expose a person to wage. and job 

instability: 

1. rural origins with poor'opportunities for 
quality education; 

2. in-migrant eA-periences and status; ., 

'3. racial status; 

4. sex status; and 

5. poor educational and skill preparation 
.; . ., 

These, in turn, give rise to economic, -wage and occupational instability: 

the precursors of the hard-core unemployed, the underemployed and the low

wage worker. These groups of workers become ~patially cluste1:ed (ghetto, 



barrio) nn<l co111c to constitute a distinct stro.turu in our society. Within 

this stratum dintincU.ve life. styles emerge and develop; ~nd f9r the most 

part these life styles exist in an environment of economic. uncertainty, 

resource insufficiency and lack of access to services. Within such an 

~nviromnent, there is c:i high frequency of; crises and emergencies (lack 

of resources, illness). All people in this st:t·atum are susceptible to 

the.~:e crises but they are _r:mdo:nly ~ist-ributed. The problems are. not of 

a long-run, disabling nature, but rather, sho:i:t tet'Dl and :t'equire a depen

dence on institutional aid. Many of these problems are easily t1anaged in 
. 

the m:J.ddle class bµt in this st!atum everyone is riding' "on the margin" 

' between security and distress. These people are literally "teetering on 

the edge" and a slight push would send them into prolonged economic dis

tress. One could "knock on any door" and find potential victims. 

https://dintincU.ve


• Sexism. At this stratum, there are various indicators of distress 

butt.he startling fact is that on each indicator women £~re more poorly 

than men, even when the race factor is taken. into account. Racism has 

been hypothec.ated time and time again as thE1 factor in low wages but our 

study.clearly indicates that for Detroit at least, sexlsm reinforces 

racism and is more important in accounting for the prevalence of low-wage 

incomes. The panaceas of training, education and ant:f.-race discrimins.tion ~ 
I-' 

legislation would leave this problem untouched. 

· Sexism is apparently found at all levels o~..,. ~he society (~vcn in 
, 

the low-wage sector). 1'llis has been musked largely bee.a.use the sexual 

revolution is a middle class revolution stressing differences in economic 

and social opportunities between middle class men and women. Our study 



clearly shows that such differences exist even in the lowest economic 

strata of the soc:l.e ty. Such differences are reinforced and maintained 

by patterns of assigning high skill training opportunities in our society 

(biased against women), by the fact that industrial production jobs (high 

wages) go to men rather than to women, and high skill "women's jobs" 

require extens:f.ve certification. 

What stands out clearly is that in Detroit for the low-wage 

workers studied, the low wage labor market is essentially a woman's labor 

market dom:f.nated by low-level clerical and service employrn~nt. Women 

workers in the low wage labor market were disadvantaged relative to men 

because they did ni:>t build continuous work history records; the basis of 

job and wage mobility. They were kept from doing this because: (1) child

bearing removed them from the labor market periodically; (2) married 

https://extens:f.ve


women are more prone than their husbands to change jobs in response to 

family crises and (3) "women's jobs" have more instability and turnover 

than male jobs where union membership acts as 
'• 

an ·insulator. 

, These observations lead us to two important policy conclusions 
•·. 

about low-wage employment. First, the emphasis should not be on welfare 
.,. 

recipient versus non-welfare recipient (meaningless categories) but rather 
I 

on male workers versus~ female workers. Second, the emphasis should be 

shifted from one of a welfare problem to one of a labor market problem. 

We.are saying that even if the welfare problem was solved, we1 would still 

have to restructure the operation of the labor market for people in this 

•a~ratum to reduce the employment inequities £or women. Simply supplying 

more jobs or training opportunities will not solve the problem of low-wage 



employment for women and it is f~r thio group that the problem can only b<: 

solved 'by changing the operation of the low-wage lnbor market· (e.g., by 

opening up pr<:istigeful, well-paying jobs to womf;!n). If the h:l.gh wages an• 

in industrial work, it may mean that women a.t this strata will remain 

disadvantaged until they are. given greater access to these jobs. Granted 

that "clirty jobs" exist in all societies and must be done, the compelling 

question becomes: why should the.y be done exclus:J.vely by· women (or by 

any other social grouping such as bl.s.cks or chicanes)? Our study has 

shown that even opening up white-collar jobs to women in this stratum does 

little good because these jobs are unskilled, low-paid clerical jobs without 

prospects for advancement. The clear need is to open up high-wage, blue

collar jobs to women in this stratum. 



• Maj or Findings of the Study 
. . 

A number of important observations, related to policy-making, 

emerged from the study: 

(1) The study results strongly indicated that sexism in low

wage employment reinforced racism. Women were disadvantaged.. comp.'.lred to 

men even within the ranks of low-wage workers earning under $2.50 per hour. 

• Welfare recipie11ts and non-recipients have approximately the same wage 

distribution when sex is controlled for (i.e., the !P~!er average wages of 
., 

welfare recipients reflect the fact that more are women). 

(2) There is not as much instability in_ ~ages among low-

wage workers as ot1;~ has been led to believe. About one-fifth of the low

wage responden_ts ~eported pay variations due to seasonality of employment 

or periodic decline in business conditions. This form of can1ings irregularJ.ty 

https://irregularJ.ty


is small compared to what one would expect from discussions about lo~

-~age workers. The number of garnishments are insignificant. Mos't varia

tions of income &re augmentations (e.g., overtime) and not losses in 

take-home-pay. 

(3) The relative influence of formal education and training on 

wages was not uniform or strong. Within the narrow band of income in this 

study there was only a weak relationship betwe~n formal education and 

wages. There was a weak positive relationship for women (recipients: r = .15 

and non-recipients: r = .06) !llld a negative relationship fo~ men 

(r~cipients: r = -.16 and non-recipients: r = -.26). Among male reci

pients the correlation disappears when the high-wage welfare recipient 

group is included ~r = .00). 

The relationship between training and wages is also weak. Appar-



ently, those on welfare have a higher chance for training than those not 

on welfare but the jobs and pay scales of the ex-trainees and nonTtrainees 

are quite similar. In the world of wage poverty as mirrored in this study, 

training apparently made little difference. 

• (4) The popular image that wage poverty revolves around part-time 
. . 

jobs is in error.· The majority of the jobs held by l~w-wage workers in 

this study were·full-time jobs. 

(5) Current occupational schema do not permit valid classification 

of low-wage jobs. A considerable amount of low-wage 
.,,, 

employment in this 

study did not fit neatly into conventional jo~ categories. 

(6) There is a tendency to view wage poverty woJ:"kers in the 

aggregate as clustered within a short range of substandard wages. Such 

clustering, even conceptually, misses the range of wages that fall under 



the. label of ,rnge poverty.. •rhcre arc substantial diff crences within the 

low-wane worker group, of wh:l.ch hourly wage is just one. In short, 

across the spcctn.rr.1 of low·-wage employment, ther.e are "higher" and "lower" 

paid jobs wh:J.ch tend to co1;1cent:ratc j_n part:1.culnr occupational attachments. 

(7) Among femnle workers, both recipient and non-re~ipient,. 

there is a c:rnwding into a limited number of occupational categories 

(,e.g, service, work, low level clerical work).. Such jobs are categorized ~ 
00 

by low wages and.difficult working conditions. By contra.st, males tend 

to have a much broader choice of jobs. Even within blue col;J.ar work, 

males have far more options than females regarding wages, training (?ppor

tu.nities and promotions, Thus the poverty problems of female workers arc 

further exacerbated by rampant sexism. 

(8) Education has more of an influence on wages among females 

https://col;J.ar
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than runong males. Part of the explanation lies in the .fact. that semi

skilled and service jobs tnat males tend to occupy place no emplla'sis on 
' 

education. On the other hand, access to clerical jobs probably places a 

premium on some level of education but not necessarily, on the completion 

of hig'1 school. .,. 

(9) Union membership comprises a relatively small proportion 

. • of the current or more recent jobn held by loiv-wa.ge recipients and non

recipients. Union membership does result in higher wages and indeed the 
✓ • 

high-wage members of the sample reported union member~hip. Union member-

shi~ predominates in some industries more than others and the absence of 
• 

union memberships in the low-wage swnples is a reflection. of the fact tJiat 
.. . .. . ,. .. .. . . 

•
few of the workers are in heavy industry where unionism is widespread. 

https://loiv-wa.ge


(10) Workers in the samples recognized the value. of fringe 

benefits. These benefits depended on industrial attachment.· The·availa

bility of fringe benefits :J.ncreases sharply as a function of union 

memb_ership. Failure to have union membership usually means lack of 

access to fringe benefits. 

(11) Workers place a high premium on "good pay, steady income" 
ii:,...... 
0in describing a good job. Whatever other dimensions of a job are 

important in defining a good job., economic dimensions are primary for 

these workers. . . 
(12) There -is a considerable variation in workers I estimates of 

chances for actually attaining each of the goals. in the current job. Both 

high-wage recipients and other low-wage workers-were least optimistic 



about opportunities for achieving two of the three goals most closely 

connected to economic advantage in the current job--earning a higher 

wage or salary and having a chance for getting ahead at work. 
I • 

(13) All in all, sizable proportions of the workers in each 

recipient sub-group both high and low-wage 
I 

workers -- view their 

current jobs as having poor potential for wage or promotional advancement. 
. ., 

Proportionately more of the high-wage recipients reflect a higher level 

of optimism with respect to these job-related goals, but well below half 

of these workers see much opportunity residing in either area. Certainly, 

a higher wage is no assurance of high expectations 
✓.

toward these, two 

economic facets of the job, although high-wage recipients are somewhat 

more sanguine o~ these points than are workers in low-wage jobs. 



(14) Contrary to popu;ar opinion time spent in employment :l.s 

.high for all groups of low-wage workers. The overwhelming majority of 

the ruales worked at least 50 percent of the time period or more (91, 

percent of the male r~cipic.nts und 90 percent of the mule non-rec:ipicnls). 

Even among the females, the majority of the non-recipients ~vorked at 

some job at least half of the time (66 percent) end the majority of the 

recipients nppro>~ima ted this standard. The 11work ethic 11 p:coblem is more. 

apparent than reql. Large blocs of til!le are spent in work. 
I 

(15) Males tend on the average to have had more employment 

episodes than females. The picture that emerges is one of sexism where 

women are crowded into a few jobs and men have a wider range of choices 

and options. 



(16)· The long range trend for low-wage working fe;nalcs is to 

shift away from household services. The female recipient~ drift toward 
. . 

clerical and non-household service jobs while the female non-recipients 

move toward blue collar work. 
. I 

(17) There appear to be well-defined patterns qf exclusion from 

training and union membership. The amount of training and __incidence of 

union membership •is low. Part of this finding is explained by the fact 

that patterns of industrial attachment place low-wage workers in jobs 
. 

that do not have training or union membership. 

(18) In voluntary job changing as well as in seekin0 
1 
a job, 

personal and family problems have a heavier influence on women thun on 

men. Undoi.ibtedly such problems draw more on female than male reso1.1rccs. 



Policy Issues and Implications 

The low-wage and deperidcncy status of the respondents in our study 

is complex as to under.lying conc!it:Lons .ind proximate causes. The policy 

remedies have to be adj us tcJ to the:n. We are sugces ting, then, that no 

'one policy or panacea will fit all of the groups described in ·this study 

and thus different solutions must be applied to different groups. 

. Looking at the men and women, it is obvious that we are dealing 

with two d:1.stinctively different portrait~ of respondents in terms of 
I 

problems and needs. The recipients and non-recipients are n6t that diff-

erent so let us sketch out a profile of recipient males and females with 

a view to using this as a reference point for a discussion of policy. 

The most ob.vious point to be made about policy is that for both men 



and women the welfare status is EE.t intergenerational. Thus, efforts to 

"destroy" an "intergenerational culture of welfare" (or to help people 
.• . 

escape from it) are. probably misplaced or misdirected. 

Furthermore, the men and the women have quite different family 

and labor market problems. The women are young in single parent families 

with pre-school age children and work for very low wages. The men are 
I 

older in two pareut families with older children and work at blue collar 

jobs for very high wages. The women ~arn very little and cannot support 

the small number of children that they have. The mi=n earn a good deal but 
., 

it is inadequate to support the large families that predominate here. 

Increasing job earnings would be a solution for women but the ruen clearly 

need some added income or services to their present paycheck, possibly 

in the form of family income allowances. 



r>ro[ile of Female and Hale 
Wofking Recipients 

1, Or.ig1.n from two-parent, 
non-recipient famillcs. 

2. Young 

3. Moderate education 

4. F&mily responsibility: 
youni children, few in 
number 

5. One wage earner 

6. Southern on.gin, long 
residence in Detroit 

7, Little or moderate 
wo;:k experience 

Male 

1. Origin from two-parent, 
non-recipient families. 

2. Middle age to older, 

· 3. Litt-le education 

4. Fa:nily responsibility: 
older children, many in 
number 

5. Two or more wage .earners. 

6, Southern origin, long 
residence in Detroit 

7, Extensj_ve work experience 



Female
8. A large proportion 

working hut at low 
wages 

9. Limited occupational 
opportunities 

10. Little chance for 
advancement 

11. Want to "get ahead"
'. 

.12. Desires work stability, 
advancement and better 
pay 

Male 
8. Few people working at high 

wages uut not enough-.- .. 
9. Broader occupational 

opportunities 

fl>10. Litt-le chance for advancement ..... 
---1 

11. Want to r"get ahead" 

12. Desires better pay, 
career advancement, 
tenure and upgrading. 



We may first look at what factors would be essential for men and 

women to escape from a low wage status. 

For the women: 

(1) Upgrading to more skilled white collar jobs; 

(2), 'Hore.effective measur1?s to combat racial and sex dis
crimination, particularly for entry into high-wage, 
blue collar jobs; 

(3) WitM.n the white collar jobs, an intensive effort to .... ~ train the more educated women for technical employment. 00 
....... .,, .. 
J:"or the men: 

I., 
(1) Supplementary family allowances; 

(2) More skill training; 

(3) Combat racial discrimination; 

(4) Upgrading and providing opportunities for better jobs; 

We can also distinguish a number of factors that would be favorable 



to the improvement of these groups but would not by themselves do the. job. 

For the women: 

(1) Child care; 

(2) Health services 
.,. 

For the men: 

(1) On-the-job counseling directed toward upgrading. 

We are suggesting that no service program bv itself can improve 

the lot of these people without making some changes 1n· their opportunity 
'I 

for quality jobs. 

Finally, there are some remedies that we feel would be t;otally 

inappropriate and would lead nowhere. The current move in 6omc larger 
. 

cities to "professionalize" and upgrade d9mestic work for women would seem 



misplaced, given the almost stnmpcdc proportions that are occurring out 

of householu domestic work. 

We must nls,, note that the e:-;tensive ef~orts to increase work 

incentiveo inny be totally misdirected since the resultant jobs rarely 

lead to any economic v:.f.ability. }niat may be far more importr.i.nt in this 

respect is a concerted a.ttenipt to improve the operatj_on and opportunities ~ 

in the lnbor market for these people so that quality job.s result. 

What stands out is the. need to f-::irmulate and implement different 

6olutionn for men and women who are trapped in wage poverty. The bulk of 

• our respondents were at or near the current minimum wage level but "they 

https://importr.i.nt


I 

were not making it. 11 It seems reasonable that a higher minimum wage 

standard is needed but within a framework where there is some attempt to 

match needs against needed income. This latter can and must be achieved 

through a process of unionization of the low-wage sector. The latter is 

not easy to achieve but it would be a positive step to restructur•i11g the 

' low-wage labor market. The hostility cf current unionists to these 

"unwanted workers" and the low resourc~ base of these workers poses a 

challenge to the trade union movement that it cannot permanently ignore. 
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Exhibit No. 23 

This exhi·bit was unavailable 
for publication. 
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Exhibit No. 24 

This exhibit was unavailable 
for publication. 
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Exhibit No. 25 

This exhibit was unavailable 
for publication. 
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&:hibit No. 26 

U.S. DEPARTMENT OF LABOR 
MANPOWER ADMINISTRATION 

WASHINGTON, D.C. 20210 

July 18, 1974 

Dr. Arthurs. Fleming 
Chairman, u.s. Commission 

on Civil Rights 
1121 Vermont Avenue, N.W. 
Washington, D. c. 20005 

Dear Dr. Fleming: 

Enclosed are the statistics requested on Manpower Administration 
Job Training Programs in Region v. This is in compliance with 
the thirty (30) day extension of the subpena issued to Richard 
C". Gilliland, Assistant Regional Director for Manpower, Chicago, 
for the hearing held on June 18, 1974, in Chicago. 

For further information on these data, please contact 
Mr. Robert Yerger, Manpower Administration Office of Administration 
and Management at 376-6074. 

Sincerely, 

[]fu.i:l.fa,,fi~ 
FLOYD E. EDWARDS 
Associate Manpower Administrator 
for Field Direction and Management 

Enclosure 

Received by 
Date 
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Table 1: Enrolled in Training by ES Offices. 

Table 2: Nonagricultural Placements by ES •Offices. 

Table 3: Employment by Major Occupational Category, by Sex a.nd 
Ba.ce, a.nd Average Hourly Wa.ge A:rter Training. (Presented 
by program, -with l pa.ge for ea.ch Sta.te for ea.ch Fiscal Yee.r 
during which the progr8lll wa.s active a.nd for which de.ta. 
wa.s available.) 

Table 4: New Enrollees and Number Employed, Showing Duration 
of Training and Average Hourly Wa.ge, by Sex and Ba.ce. 
(Presented by program, witn l pa.ge for ea.ch State.) 

Table 5: Reentrants in the PEP Program. 

Technical Notes 
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·U.S. Department of Labor - Manpower Administration 

Table l.. Enrolled in Training by ES Of~c;es 
Selected States, FY's 1971 - 1974 Y 

All 
Enrol.llllents Ma.l.e Female White Black 

Other 
Minority 

Illinois: FY 1971 
1972 
1973 
1974 

13,266 
20,637 
21,523 
7,764 

6,235 
12,058 
14,708 

4,887 

7,031 
8,579 
6,815 
2,877 

5,362 
6,216 
7,302 
3,050 

7,558 
13,'[J,O
13, 63 
4,568 

345 
643 
555 
145 

Indiana: 
FY 1971 3,256 1,520 1,736 1,807 1,424 25 

1972 
1973 

2,496 
2,025 

l.,4o4 
1,212 

1,092 
813 

1,431 
1,174 

1,001 
805 

64 
45 

1974 1,1.81 673 508 696 451 28 

Michigan: FY•l.971 
1972 

8,876 
9,307 

4,345 
5,171 

4,531 
4,136 

4,4o2 
4,452 

4,307 
4,623 

161 
228 

1973 
1974 

8,746 
4,489 

4,697 
2,271 

4,o49 
2,21.8 

5,005 
2,423 

3,582 
1,990 

152 
70 

Minnesota: FY 1971 
1972 
1973 
1974 

2,650 
3,001 
2,929 
2,736 

1,803 
2,017 
1,740 
1,475 

847 
984 

1,1.89 
1,261 

2,207
2,579 
2;454 
2,243 

161 
178 
214 
128 

282 
243 
254 
232f 

Ohio: FY 1971 
1972 
1973 
1974 

15,507 
12,996 
10,971 

5,452 

8,331 
7,749 
6,480 
3,383 

7,176 
5,247 
4,491 
2,o69 

7,275 
6,009 
5,525 
2,969 

7,938 
6,680 
5,o69 
2,372 

35 
60 

334 
91 

Wisconsin: FY 1971 6,837 3,810 3,027 5,108 874 852 
1972 8,497 4,189 4,308 6,746 l,ll9 614 
1973 
1974 

4,738 
4,935 

2,968 
2,865 

1,770 
2,070 

3,947 
4,257 

328 
24o 

432 
348 

Note: The sum of the racial groups mey not add to the total enrolllllents in training 
for any year due to some enrollees for whom racial data was not available. 

y FY 1974 Data through December 31, 1973. 

Office of Administration and Mana.gem~nt
Office of Management Information Systems 
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U.S. Department of Lallor - Manpower Administration 

Tabl.e l..a. Enrolled in Training by ES o~c;es 
Sel.ected States, Fi's 1971. - 1974 Y 

(perc~ntage distribution) 

All 
Enrol.Jll!ents MaJ.e Femal.e White Bl.aclt 

other 
Minority 

lllinois: 

Indiana.: 

FY 1971. 
1972 
1973 
1974 

FY 1971. 
1972 
1973 
1974 

13,266 
20,637 
21,523 
7,764 

3,256 
2,496 
2,025 
1,181 

47 .(Y/, 
58.4 
68.3 
58.9 

46.7 
56.3 
59.9 
57.0 

53.CJi 
41.6 
31.7 
4J..1 

53.3 
43:"7 
40.l. 
43.0 

40.4._t 
30.1 
33.9 
39.3 

55.5 
57.3 
58.0 
58.9 

-57 .01,
66.7 
63.5 
58.8 

43.7 
40.1 
39.8 
38.2 

2.6')\ 
3.1 
2.6 
J..9 

.8 
2.6 
2.2 
2.4 

Michigan: FY 1971. 
1972 
1973 
1974 

8,876 
9,307 
8,746 
4,489 

49.0 
55.6 
53.7 
50.6 

51.0 
44.4 
46.3 
49.4 

49.6 
47.8 
57.2 
54.o 

48.5 
49.7 
41.0 
44.3 

l..8 
2.4 
1.7 
J..6 

Minnesota: FY 1971. 
1972 
1973 
1974 

2,650 
3,001. 
2,929 
2,736 

68.o 
67.2 
59.4 
53.9 

32.0 
32.8 
40.6 
46.1 

83.3 
85.9 
83.8 
82.~ 

6.1 
5.9 
7.3 
4.7 

10.6 
8.l. 
8.7 
8.6 

Ohio: FY 1971. 
1972 
1973 
1974 

15,507 
12,996 
10,971. 
5,4.52 

53.7 
59.6 
.59.1 
62.1 

46.3 
4o.4 
40.9 
37.9 

46.9 
46.2 
50.4 
54.5 

51.2 
51.4 
46.2 
43.5 

.2 

.5 
3.1 
l.. 7 

Wisconsin: FY 1971. 
1972 
1973 
1974 

6,837 
8,497 
4,738 
4,935 

55.7 
49.3 
62.6 
58.1 

44.3 
50.7 
37.4 
41.9 

74.7 
79.4 
83.3 
86.3 

J.2.8 
J.3.2 
6.9 
4.9 

12.5 
7.2 
9.1 
7 .l. 

Note:· Tbe sum of percentages for the racial. groups may not add to 100 percent
for any year due to some enrollees for whom racial. data was not .<1._vail.sbl.e. 

Y FY 1974 Data thrpugh December 31, 1973. 
OFFICE OF ADMINISTRATION AND MANAGEMENT 
Office of ,Management Information Systems • 
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U.S. Department.of Labor - Manpower Administration 

Table 2. Nonagricultural Placements by ES Offices 
Selected states, FY's l9'7J.-l974 y 

Individuals other 
pl.aced ,y Male Female White Black Min_ority 

Illinois: FY l97J.. 
l972 
l973 
l974 

4l,496 
47,569 
6l,992 
55,374 

24,755 
29,60l 
4o,64o 
33,627 

l6,74l 
l7,968 
2l,352 
2l,747 

26,464 
29,l83 
37,270 
30,970 

13,904 
l7,ll0 
22,886 
22,845 

l,ll9
l,266 
l,796 
l,437 

Indiana.: FY l97J.. 
l972 
l.973 
J.974 

4o,26l 
46,280
6b,4ll 
56,344 

l9,830 
24,545 
37,554 
32,200 

20,43l 
2J.,735
28,857 
24,J.44 

33,845. 
38,3J.7
54,230 
34,476 

6,22J. 
7,61.j.7

ll,3l5 
9,468 

l87 
296 
386 
465 

Michigan: FY l.9'71-
l972 
l.973 
J.974 

3l.,397 
35,508 
73,747 
47 ,35J. 

J.7,966 
23,9l.0 
52,600 
32,095 

l3,43J. 
ll,598 
2J.,l47 
l5,256 

20,392 
23,4ll 
49,390 
3l,J.OJ. 

J.0,613 
ll,580 
23,335 
J.5,4l8 

384 
499 
982 
762 

Minnesota: FY l.9'71-
l.972 
J.973 
J.974 

20,733. 
28,278 
32,'71-5 
32,226 

u,956 
J.6,865 
lB,658 
l8,390 

8,775 
ll,413 
J.4,057 
13,836 

J.9,377
26,682 
30,4o9 
29,789 

5o6 
'71-7 

l,139 
J.,229 

798 
844 

l.,:J.37.
J.,J.24 

Ohio: FY J.97.L 
l.972 
J.973 
J.974 

54,062 
55,928 
73,J.62 
52,850 

32,o42 
34,379 
46,863 
35,9o8 

22,020 
2l,549
·26,299 
J.6,942 

40,o88 
43,J.78 
55,677 
4o,853 

l3,2l9 
J.2,079 
J.5,552 
J.0,897 

97 
94 

J.,68J. 
993 

Wisconsin: FY l.9'71-
J.972 
l973 
J.974 

l9,704 
23,629 
36,074 
36,793 

J.0,6ll 
J.4,J.57 
22,322 
2l,457 

9,093
9,472 

13,752 
J.5,336 

J.7,60J. 
20,874 
3J.,278 
3J.,022 

J.,396 
J.,626 
2,890 
3,36J. 

696 
793 

J.,ll6 
J.,305 

y FY J.974 data through December 3J., J.973. 

'ij Nonagricul.tural placements for over J.50 days. 

Office of Administration !llld Management
Office of Management Information Systems 

https://Department.of
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u.s. Department o:f Labor - Manpawer Administration 

Tall1e 2a.. Nonagricultural. Placements by ES Offices 
Se1ected States, FY's 1971-1974 y

(percentage cµstribution) 

Individuals other 
pla.ced y Ma.le Female rlltlte Bia.::k Minority 

Illinois: FY 1971 41,496 59°7'/, 4o.3'1, 63.8% 33-5'/, 2.1'1, 
1972 47,569 62.2 37.8 61.4 36.0 2.7 
1973 61,992 65.6 34.4 60.2 36.9 2.9 
1974 55,374 60.7 39.3 56.1 41.3 2.6 

India.na.: FY 1971 4o,261 49.3 50.7 84.1 15.5 0.5 
1972 46,280 53.0 47.0 82.8 16.5 o.6 
1973 66,4u 56.5 43.5 82.3 17.2 o.6 
1974 56,344 57.1 42.9 77.6 21.3 1.0 

Michigan: FY 1971 31,397 57.2 42.8 65.0 33.8 1.2 
1972 35,5o8 67.3 32.7 66.o 32.6 l.4 
1973 73,747 71.3 28.7 67.0 31.7 1.3 
1974 47,351 67.8 32.2 65.8 32.6 1.6 

Minnesota.: FY 1971 20,731 57.7 42.3 93.7 2.4 3.9 
1972 28,278 59.6 4o.4 94.5 2.5 3.0 
1973 32,715 57.0 "43.0 93.0 3.5 3.5 
1974 32,226 57.1 42.9 92.7 3.8 3.5 

Ohio: FY 1971 54,o62 59.3 4o.7 75.1 24.8 0.2 
1972 55,928 61.5 38.5 78.o 21.8 0.2 
1973 73,162 64.1 35.9 76.4 21.3 2.3 
1974 52,850 67.9 32.1 77.5 20.7 1.9 

-

Wisconsin: FY 1971 19,7o4 53·.9 46.1 89.4 7.1 3.5 
1972 23,629 59.9 4o.l 89.6 7.0 3.4 
1973 36,074 61.9 38.1 88.6 8.2 3.2 
1974 36,793 58.3 41.7 86.9 9.4 3.7 

Note: The sum o:f percentages :for the racial groups ma:y not add to 100 percent 
:for a:ny yee:r due to some enrollees :for whom racial. de.ta. wa.s not avail.allle. 

Y. FY 1974 de.ta. through December 31, 1973. 
y Nonagricultural placements :for over 150 deys. 

C'ffice o:f Administration e.nd Ma.ns.gemeilt
Office o:f Msna.gement In:fonnation Systems 

https://India.na
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U.S. Department o:f Iabor - !,!anpower Administration 

'l:a,ble 3. Enrolllllents by Major Occupational. Category, State: Illinois 
by Sex and Race, and Average Hourl;y' Wage Program: CEP 
A:fter Training F.Y: 1971 

Occupational. All other 
Cateaor.r Enrollments Male· Female White Black Minoritv 

Pro:fessiona.l., Tech., and 
Mana.geriai 

Number employed 126 38 88 - 126 -
Average wage $2.84 $2.36 $2.97 $2.84 

,
Clerical and sales 

Number employed 203 29 174 - 203 -
Average wage $2.31 $2.20 $2.31 $2.31 

Service 
Number employed 92 39 53 - 92 -Average wage $2.10 $2.14 $2.07 $2.10 

Fa.r.:>., :fish, :forestry 
}lumber placed 5 5 - - 5 -
Average wage $2.15 $2.15 $2.15 

Processing 
Number employed 34 34 - - ,, 34 -
Average wage $2.77 $2.77 $2,77 

¥.a.chine Trades 
Number employed 15 15 - - 15 -
Average wage $2.70 $2.70 $2.70-

Bench work 
Number employed 34 24 10 - 34 -
Average wage $2.26 $2.25 $2.29 $2.26 

Structural work 
Number employed 10 10 - - 10 -
Average wage $2.45 $2.45 $2.45 

Miscellaneous 
Number employed 82 68 14 - 82 -.;Average wage $2.44 $2.61 $1. 74 $2.44 

Ofi'ice o:f Administration and Management
O:f:fice o:f Management In:forma.tion Systems 
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U.S. Department of: Labor - l!anpow.er Administration 

Table 3. Enroll.ments by Major Occupational Category, State: 
by Sex and Race, and Average Hourly Wage Program: 
After Training ,:Y: 

Occupational All 
Ca.teQ;orv Enrollments MaJ.e Female White 

Prof:essional, Tech., and 
Manageria.! 

Number employed -
Average wage 

CJ.ericaJ. and saJ.es -
Number employed 6 - 6 -
Average wage $1.10 $1.10 

Service 
Number employed -
Average wage 

F:1...--:::, 'fish, 'forestry 
Number placed -.Average we.ge 

Processing 
Number employed 337 309 28 63 
Average wage $2.88 $2.88 $2.83 $2.86 

Machine Trades 
Number employed 17 J.7 --
Average wage $2.87 $2.87 

Bench work 
Number employed -
Average wage 

Structural work 
Number employed -
Average wage 

MisceJ.J.aneous 
Number employed -
Average wage ; 

Indiana 
CEP 
1971 

BJ.ack 

6 
$1.10 

' 
263 

$2.89 

17 
$2.87 

other 
Minoritv 

-

11 
$2.88 

-

Of:fice of: Administration and Management 
Office of: Management Ini'ormation Systems 

https://l!anpow.er
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U.S. Department of Labor - l-!anp01<er Administration 

Table 3. Enrolllllents by Major Occupationa1 Category, State: Michiggn 
by Sex and Race, and Average Hour'.cy Wage Progralll: CEP 
After Training F,Y: 1971 

Occupationa1 All other 
Cate11.orv Enrolllllents Ma.J.e Fema.l.e White Black Minoritv 

Professiona:J,, Tech., and 
Manageria1 

Number employed 187 71 116 178 9 -
Average wage $2.39 $2.59 $2.30 $2.36 $2.87 

-C1ericaI and sa1es 
Number employed 482 80 402 402 45 35 
Average wage $2.09 $2.21 $2.06 $2.03 $2.53 $2.13 

Service . 
Number employed 
Average wage 

705 
$1.92 

286 
$2.17 

419 
$1.76 

634 
$1.94 

36 
$1.78 

35 
$1.71 

Fa.r:n, fish, forestry 
Number nlaced 107 107 - 89 - 18 
Average-wage $2.41 $2.41 $2.59 $1.60 

Processing 
Number employed 54 27 27 45 .. - 9 
Average wage $2.05 $2.16 $1.93 $2.06 $2.00 

Ma.chine Trades 
Number employed 
Average wage 

303 
$2.12 

250 
$2.20 

53 
$1. 74 

268 
$2.15 

17 
$2.13 

18 
$1.65 

Bench work 
Number employed 
Average wage 

72 
$2.5·1 

63 
$2.72 

9 
$1.85 

53 
$2.16 

18 
$3.95 

-
Structura1 work 

Number employed 223 223 - 187 18 18 
Average wage $2.96 $2.96 $2.85 $3.89 $3.02 

Miscellaneous 
Number employed 
Average wage . 286 

$2.46 
269 

$2.53 
18 

$1.50 
259 

$2.51 
9 

$1. 75 
18 

$2.12 

Office of Administration and Management
Of'fice of Management Information Systems 

https://Hour'.cy
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U.S. Department of Labor - 1-!anpower Administration 

Tab1e 3. Enrollments by Major Occupational. Category, 
by Sex and Race, and Average Ho=ly Wage 
After Training 

Occupational. All 
Ca.tegorv Enrollments Ma.J.e FemaJ.e 

Professiona:J.,, Tech., and 
Ma.na.geria.J. 

Number empl.oyed 67 18 49 
Average wage $2.32 $2.85 $2.09 

, 
Cl.erica.J. and sa.J.es 

Number emplcyed 179 34 145 
Average wage $2.01 $2.58 $1.87 

Service 
Number emplcyed 127 39 88 
Average wage $1.84 $1.98 $1.78 

' Fa.r.n, fish, forestry 
Number pla.ced 16 16 -
Average wage $1.85 $1.85 

Processing 
Number employed 47 42 5 
Average wage $1.93 $1.96 $1. 75 

:!,'.a.chine Trades 
Number empl.oyed 70 70 -
Average wage $2.. 42 $2.42 

Bench work 
Number empl.oyed 23 2 21 
Average wage $1.95 $1.65 $1.98 

Structura.J. work 
Number empl.oyed 101 98 3 
Average wage $2.60 $2.63 $1.70 

Misce11aneous 
Number empl.oyed 104 96 8 
Average wage ; $2.82 $2.90 $1.90 

State: 
ProgrBlll: 
FY: 

White 

54 
$2.37 

164 
$2.02 

106 
$1.88 

16 
$1.85 

37 
$1.90 

70 
$2.42 

18 
$2.03 

78 
$2.50 

89 
$2.67 

Minnesota 
CEP 
1971 

other 
Bl.a.ck Minoritv 

3 10 
$1. 75 $2.22 

5 10 
$2.12 $1.76 

- 21 
$1.67 

-· -
' 

-
' 

10 
$2.05 

- -

- 5 
$1.65 

- 23 
$2.96 

5 10 
$3.-21 $3.86 

Office of Administration and Ma.na.gement 
Office of Management Information Systems 
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U.S. DeJ?8,I'tment oi Ia.bar - Manpower Administration 

'.\'8.bl.e 3. Enrollments by Ma.jar Occupational. category, State: Ohio 
by Sex a.nd Ra.ce, a.nd Average Hourly Wage Program: CEP 
Ai'ter Training ]'.Y: J.971 

Occupational. 
Cs.teitorv 

Prof'essiona.J., Tech. , a.nd 
Ma.na.geria.1'. 

Number empl.oyed 
Average wage 

Cl.erica.J. a.nd sa.J.es 
. Number empl.oyed· 

Average wage 

Service 
Number empJ.oyed 
Average wage 

., 
rl!.r.n, fish, f'orestr.; 

Number pl.aced 
Average wage 

Processing 
Number empJ.oyed 
Average wage 

Ma.chine Trades 
Number empJ.oyed 
Average wage 

Bench work 
Number empJ.oyed· 
Average wage 

Structural. work 
Number employed 
Average wage 

Miscel.J.a.neous 
. Number employed 

_Average wa.ge 

All 
Enrollments 

37 
$2.48 

J.72 
$2.20 

J.87 
$2.40 

4 
$1.80 

37 
$2.71 

125 
$3.25 

48 
$2.65 

202 
$3.08 

84 
;;,2.67 

Ma.J.e 

26 
$2.51 

40 
$2.48 

110 
$2.58 

4 
$J..80 

37 
$2.'11 

J.06 
$3.28 

29 
$2.87 

202 
$3.08 

70 
:;:2. 76 

other 
Minoritv 

4 
$1.70 

4 
$2.88 

4 
$1:60 

14 
$3.11 

3 
$3.57 

Fema.1.e 

11 
$2.42 

132 
$2.11 

77 
$2.07 

19 
$3.09 

19 
$2.30 

J.4 
$2.20 

White 

11 
$2.27 

7 
$1.80 

J.5 
$2.71 

4 
$2.20 

4 
$1.80 

4 
$3.23 

4 
$2.57 

BJ.a.ck 

26 
$2.6i 

J.6J. 
$2.24 

J.72 
$2.35 

4 
$1.80 ,. 

29 
$2.75 

121 
$3.31 

44 
$2.74 

184 
$3.07 

77 
$2.59 

Of'f'ice of' Administration a.nd Ma.na.gement 
Of'f'ice of' Malla.gement Inf'orma.tion Systems 
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U. s. Department oi labor - Manpower Administration 

'l'abl.e 3. Enrolllllents by Major Occupational. Category, State: Wisconsin 
Program: CEP 
F.Y: l.971. 

other 
White Bl.ack 'Minoritv 

56 l.5 25 
$2.02 $2.l.8 $2.32 

l.73 22 l.5 
$1..92 $1.79 $1.95 

117 25 28 
$1.70 $2.31:l $2.26 

22 - ..._ 
$2.27 

'; 

43 6 7 
$1.. 75 $3.38 $2.45 

99 18 22 
$2.60 $2.87 $2.52 

40 ~ 6 
$1..99 $1.67 

108 15 l.6 
$2.47 $2.60 $2.98 

77 24 25 
$2.45 $2.58 $2.39 

by Sex and Race, 
Ai'ter Training 

.Occupational. 
Cate1Zorv 

ProfessionaJ,, Tech., and 
Managerial. 

Number empl.cyed 
Average wage 

Cl.erical. and saJ.es 
Number empl.cyed 
Average wage 

Service 
Number emplcyed 
Average wage 

:rar.n, fish, forestry 
Number pl.aced 
Average wage 

Processing 
Number empl.oyed 
Average wage 

Ma.chine Trades 
Number employed 
Average wage 

Bench work 
Number empl.oyea.· 
Average wage 

Structural. work 
Number employed 
Average wage 

Miscel.l.aneous 
Number empl.oyed 
Average wage 

and Average Hourly Wage 

All 
Enrolllllents 

96 
$2.l.2 

21.0 
$1..93 

170 
$1..88 

22 
$2.27 

56 
$2.01 

. 139 
$2.62 

46 
$1..94 

139 
$2.51 

126. $2.51 

Mal.e Femal.e 

43 
$2.37 

40 
$2.l.5 

53 
$1..93 
, 

l.70 
$1.87 

59 
$2.09 

111 
$1.77 

22 
$2.27 

-

37 
$2.21. 

19 
$1..60 

139 
$2.62 

-

22 
$2.11 

24 
$1..80 

139 
$2.51 

-
104 

$2.64 
22 

$1..88 

Qffi.ce of Administration and Management
Office of Management Ini'o:rma.tion Systems 
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u.s. l)ep:u-i:ment of Laber - ::a:ipower .;d!ninistration 

::abJ.e 3. .E:rrpJ.oyment by Major Occupational. Category, State: Hlinois 
Program: CEP 
FY.? 1972 

other 
White BJ.a.ck Minoritv 

-- 61 ---- $3.02 --
-- 272 ---- $2.42 --

---- 55 3 
$2.26 $2.10 

,. 
' -- ---- y-- --

-- 27 ---- $2.42 --
-- 34 --

--
-- $2.79 --

65 ---- $2.34 --
-- 27 ---- $2.83 --
-- 129 --
-- $2.55 --

Ot':ice of Administration and l:,ana.gement 
Office of ~::UUgement Information Systems 

by Sex and Race, 
After Training 

Jccupa.tiona.J. 
:ate~orv 

?rofessionaJ., Tech., a.nd 
Managerial. 

Number empJ.oyed 
Average wage 

CJ.erica.J. and sa.J.es 
number e:::ployed 
Average wage 

Service 
Nu:nber employed 
Average wage 

:rar.n, fish, forestry 
Number er.:ployed. 
Average wage 

Processing 
ri'umber employed 
Average wage 

Ma.chine Trades 
number employed 
Average wage 

Bench work 
Number employed 
Average wage 

Structural. work 
Number employed: 
Average wage 

Miscellaneous 
number employed 
Average wage 

and Average Hourl;y' Wage 

All 
Enrol.ll!lents 

61 
$3.02 

272 
$2.42 

58 
$2.24 

27 
$2.42 

34 
$2,. 79 

65 
$2.34 

27 
$2.83 

129 
$2.55 

Ma.J.e 

7 
$3.37·. 

68 
$2.61 

27 
$2.38 

20 
$2.53 

24 
. $2. 80 

34 
$2.50 

24 
$2.83 • 

J.05 
$2.70 

Femal.e 

54· 
$2.98 

204 
$2.61 

31 
$2Ul 

7 
$2.08 

J.O 
$2.78 

31 
$2.15 

3 
$2.84 

24 
$J..97 
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U.S. ne;,=tment of Lc.bcr - :~ewer .!.d:ninistra.tion 

::able 3. .E:irployment by Major Occupa.tiona.J.. Category, sta.te: Michigan 
by Sex and Race, and Average Hourly Wa.ge Program: CEP 
After Training "FY:! 1972 

:lccupa.tiona.1 All other 
::S.tegorv EnrolJJl!ents Ma.le Female White Bla.ck Minoritv 

?rofessiona.l, Tech., and 
Malla.gerial 

Number employed 187 65 122· 108 36 43Average -wage $2.46 $2.75 $2.34 $2.53 $2.50 $2.29. 
Clerical and sa.les 

Number e:i:plo:red 547 137 410 460 58 29Average -wage $2.12 $2.22 $2.09 $2.09 $2.44 $2.07 
Service . Number employed 813 288 525 647 93 73Average wa.ge $1.96 $2.21 $1.83 $2.01 $1.68 $1.90 
Fa.r:ll, fish, forestry 

Number e:::ployed 43 43 -- 43 --Average wa..;e --
$2.79 $2.79 -- $2.79 --. y--

Processing 
Number employed. 129 108 • 21 115 -- 14Average wa.ge $2.59 $?.66 $2.24 $2.54 -- $3.00 

Ma.chine Tra.des 
Number employed 295 288 7 295 -- --Average wage $2.40 . $2.41 $2.00 $2.40 -- --

Bench work 
Number employed 115 79 36 86 14 15Average wage $2.58 $2.92 $1.94 $2.48 $3.95 $1.84 

Structural work 
Number employed 374 352 22 216 72 86
Average -wage $3.47 $3.48 $3.10$3.17 $4.08 $3.81 

;
Miscellaneous 
. Number employed 496 482 .14 424 7 65Average -wage $2.52 $2.54 $1.87 $1.75$2.39 $3.53 

01'::.'ice of Administration and ~:a.na,gement
Office of ~:an,,.gement Infor::ia.tion Systems 
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u,s. Department of Labor - l!anpower Administration 

Table 3. Enrollments by Major Occupational Category, 
by Sex and Race, and Average HourJ;y- Wage 
After Training 

Occupational All 
Cate,mrv Enrollments Ma.le Female 

Professional, Tech., and 
Managerial 

Number employed 107 50 57 
Average ;rage $2.35 $2.95 $1.92 

Clerical and sales -
Number e:nployed 215 34 181 
Average ;rage $2.13 $2.35 $2.09 

Service 
Number employed 198 87 111 
Average wage $1.94 $2.12 $1.81 

Far!!!, fish, :forestry 
Nu:nber employed 70 67 3 
Average wage $2.02 $1.97 $2.97 

Processing 
Number employed 67 37 30 
Average ;rage $2.14 $2.37 $1.85 

Ma.chine Trades 
Number employed 107 104 3 
Average ;rage $2.52 $2.51 $2.85 

Bench work 
Number employed 74 40 34 
Average wage $2.41 $2.68 $2.12 

Structural work 
Number employed 198 195 3 
Average wage $3.28 $3.30 $2.00 

Miscellaneous 
Number employed 104 94 10 
Average wage . $2.46 $2.53 $1.82 

State: Minnesota 
Program: CEP 
FY: 

White 

87 
$2.35 

124 
$2.01 

164 
$1.92 

64 
$2.01 

64 
$2.10 

77 
$2.40 

44 
$2.13 

144 
$3.10 

84 
$2.36 

1972 

Ela.ck 

-

60 
$2.24 

17 
$2.21 

-
-

13 
$3.23 

23 
$3.13 

14 
$4.31 

17 
$3.08 

other 
Minoritv 

20 
$2.32 

27 
$2.31 

17 
$1.84 

6 
$2.12 

3 
$2.90 

17 
$2.50 

7 
$1.60 

40 
$3.60 

3 
$1.88 

Office of Administration and Management 
Office of Management Information Systems 
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U.S. Department o:r Labor - I!anpower Administration 

Table 3. Enrolllllents by Major Occupational Category, State: Ohio 
by Sex and Race, and Average Hourly Wage Program: CEP 
After Training FY: 1972 

Occupational All other 
CateQ;orv Enrol.]ments Ma.le Female White Black Minoritv 

Professional, Tech., and 
Managerial 

Number employed 110 36 74 13 97 -Average wage $2.42 $2.86 $2.26 $2.52 $2.41 

Clerical and saJ.es -
Number employed 225 31 194 2 218 5 
Average wage $2.25 $2.31 $2.24 $1.60 $2.27 $2.05 

Service 
Number employed 156 72 84 20 118 18 
Average wage $2.21 $2·.34 $2.12 $2.02 $2.23 $2.42 

Fa."!!!, :fish, :forestry 
Number employed 41 41 - 15 26 -Average wage $3.01 $3.01 $3.13 $2.92 

Processing 
Number employed 33 31 2 5 28 
Average wage -

$3.33 $3.33 $3.37 $3.78 $3.25 

Ma.chine Trades 
Number employed 61" 54 7 2 56 3 
Average wage $2.89 $2.97 $2.32 $2.00 $2.87 $4.10 

Bench work 
Number employed 66 51 15 5 56 5 
Average wage $2.78 $2.99 $1.97 $2.15 $2.94 $1. 75 

Structural work 
Number employed 246 246 26 200 20-

_Average wage $3.16 $3.16 $2.86 , $3 ,23 $2.10 

Miscellaneous 
Number employed 128 118 10 10 1.13 5 
Average wage ; $2.93 $2.94 $2.75 $2.00 $3.04 $2.35 

,. 

Offi.ce o:r Administration and Management 
Office o:r Management Ini'ormation Systems 
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U.S. Depar-bnent of Labor - llanpow.er Administration 

Table 3. Enrolllllents by Major Occupational Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

State: 
Program: 
FY: 

Wisconsin 
CEP 
1972 

Occupational 
Cate~or.T 

All 
Enrolllllents Male Female lfuite Black 

other 
Minoritv 

Professional, Tech., and 
ManagerieJ: 

Number employed 
Average wage 

160 
$2.53 

92 
$2.53 

68 
$2.46 

50 
$2.30 

77 
$2.67 

33 
$2.56 

Clerical and sales 
Number employed 
Average wage 

335 
$2.27 

50 
$2.40 

-
285 

$2.25 
109 

$2.01 
183 

$2.34 
41 

$2.37 

Service 
iiumber employed 
Average wage 

279 
$1.98 

. 
95 

$2.33 
184 

$1. 79 
149 

$1.85 
89 

$2.05 
41 

$2.31 

' Fan::!, fish, forestzy 
Hu:nber er.ployed 
Average wage 

24 
$2.21 

24 
$2.21 

18 
$2.20 

6 
$2.25 

Processing 
I-lumber employed. 
Average wage 

101 
$2.50 

86 
$2.62 

15 
$1.93 

24 
$2.14 

24 
$2.78 

53 
$2.53 

P.achine Trades 
Number employed 
Average wage 

139 
$2.58 

124 
$2.66 

15 
$1.93 

BS 
$2.31 

15 
$3.43 

39 
$2.72 

Bench work 
Humber employed· 
Average wage 

92 
$2.31 

50 
$2.56 

42 
$2.50 

45 
$2.07 

22 
$2.58 

25 
$2.56 

Structural work 
Humber employed 
Average wage 

3 
$2.21 

3 
$2.21 

3 
$2.21 

!ldscellaneous 
Humber employed 
Average wage . 125 

$2.61 
113 

$2.64 
12 • 

$2.35 
64 

$2.54 
~8 

$2.44 
13 

$3.66 

Office of Administration and 1-llinagement 
Office of Management Information Systems 

https://llanpow.er
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U.S. I)epa.rbnent of Iabor - Hanpower Administration 

3.ble 3. -Employ!11ent by l'ajor Occupationa1 category, State: IlHnois 
by Sex and Bace, and Average Hourly Wage Program: CEP 
After Training FY: 1973 

.: ~ I 

:cupational All other 
1te1Zorv Enrollments J.<.ale Female White Black Minoritv 

rofessional, ,Tech., and 
Managerial 

Number employed 
Average wage 

18 
$3.25 

9 
$2.50 

9. 
$4.00 

- 18 
$3.25 

----
Lerical and sales 

Number e:i:plo:;ed 
Average wage 

159 
$2.40 

9· 
$3.25 

150 
$2.35 

- 159 
$2.40 

----
~rvice 

Number employed 
Average wage 

62 
$2.54 

27 
$2.64 

35 
$2.48 

- 62 
$2.54 

----
U'lll, fish, forestry 

Number employed 
Average wage 

---- ---- ---- ---- 1. ---- --
--

r-, 

:-ocessing 
Number e:nployed 35 35 --- --- 35 --
Average wage $2.89 $2.89 -- -- $2.89 --

,chine Trades 
Number e:nploye~ 
Average wage 

71 
$3.21 

53 
·$3.31. 

18 
$2.93 

--
--

62 
$3.32 

9 
$2.48 

mch work 
Number employed 18 -- 18 -- 18 --
Average wage $2.07 -- $2.07 -- $2.07 --

;ructural vork 
Number employed 62 27 35 18 44 --
Average wage $2.91 $3.39 $2.56 $2.40 $3.12 --

:scellaneous 
Number employed 292 257 35 -- 283 9 
Average wage $3.86 $4.11 $2.07 -- $3.85 $2.15 

Office of Administration and J.:a.nn.gement
Office of l-'.:l.nagement Information Systems 
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u.s. De:p:i.rtment of I.lbor - !:an:power Administration 

s.bJ.e 3. .EnrpJ.oyment by- Major Occupational. Category-, 
by- Sex and Race, and Average Hourly Wage 
At'ter Training 

:cu:pationaJ. All 
itea:orv Enrollments !1.al.e Fema.l.e 

rofessionaJ., .Tech., a.nd 
Mana.geriaJ. 

Number em:pl.oyed 82 59 23, 
Average wage $2.38 $2.60 $J..75 . 

Lerical. and sales 
N=iber e:nployed 267 35 232 
Average wage $2.01 $2.25 $1.98 

!rvice 
Number e:nployed 672 243 429 
Average wage $2.02 $2.25 $1.88 

u-m, fish, forestry-
Number en:plo;;ed 58 58 --
Average wa,;;e $2.90 $2.90 --

:ocessing 
Number e:nployed 81 69 12 
Average wage $2.63 $2.73 $2.02 

tchine Trades 
Number e:nploye~ 116 li6 --
Average wage $2.40 .• $2.40 --

,nch work 
Number e:nployed 69 23 46 
Average wage $2.00 $2.-06 $1.97 

:ructuraJ. work 
Number e:nploy-ed 313 278 35 
Average wage $3.49 $3.47 $3.61 

.scell.aneous 
Number employed 301 301 --
Average wage $2.82 $2.82 --

Sta.te: 
Progralll: 
FY•: .• 

White· 

47 
$2.90 

197 
$2.01 

4137 
$2.09 

35 
$2.03 

69 
$2.37 

104 
$2.39 

46 
$2.08 

220 
$2.92 

267 
$2.83 

Michigan 
CEP 
J.973 

other 
BJ.a.ck Minoritv 

-- 35 
-- $1.87 

46 23 
$2.50 $1. 78 

116 69 
$1. 76 $1.93. 

-- 23 
-- $4.21 ,., 

-- 12 
-- $2.30 

-- 12 
-- $2.50 

-- 25 
-- $1.84 

46 47 
$4.50 $3.75 

-- 35 
-- $2.72 

/ Office of Administration and Ma.no.gement
Office of 1,!rula.gement Information Systems 
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U.S. !)ep:u1J:ient of Labor - !'~npo-,rer Adl:linistration 

Lbl.e 3. .Empl.oyment by !l.ajor Occupational. category, 
by Sex and Race, and Average Hourl.y Wage 
After Training 

:cupational. All 
Lte<Zorv Enrol.lments ¥!!!.le Femal.e 

:ofessional., 'Tech. , and 
Managerial. 

Number employed 
Average wage 

l.33 
$2. 7l. 

75 
$2.99 . 

58 
$2.31. 

Lerical. and sal.es 
?Tumb er e!!:plo:red 
Average wage 

239 
$2.l.5 

31. 
$2.65 

208 
$2.07 

~rvice 
Number e,nployed l.94 115 79 
Average wage $2.67 $3.25 $1..85 

mn, fish, forestry 
Number e::!?loyed. 79 75 4 
Average wage $1..95 $1..97 $1..65 

:ocessing 
Number empl.oyed 
Average wage 

3+ 
$2.80 

22 
$3.l.8 

9 
$i.87 

,chine Trades 
Number employed 
Average wage 

l.02 
$2.93 

l.02 
$2.93. 

----
mch work 

NUl:lber e,:iployed 75 62 13 
Average wage $2.75 $2.87 $2.17 

;ructural. work 
Number employed 
Average wage 

239 
$3.16 

235 
$3.19 

4 
$1.. 70 

.scellaneous 
NUl:lber e,:iployed 115 102 l.3 
Average wage $2.55 $2.58 $2.30 

State: 
Program: 
FY,: 

White 

115 
$2. 7l. 

l.59 
$2.03 

l.59 
$2.71. 

79 
$1..95 

27 
$2.94 

84 
$2.87 

47 
$2.84 

159 
$3.17 

93 
$2.45 

Minnesota 
CEP 
l.973 

other 
Bl.ack Minoritv 

4 l.4 
$3.00 $2.59 

57. 23 
$2.35 $2.38 

13 22 
$2.08 $2.73 

r' 

-- 4 

-- $2.00 

4 l.4 
$3.l.3 $3.22 

l.4 l.4 
$3.42 $1..75 

9 7l. 
$2.92 $3.17 

l.8 4 
$3.03 $2.50 

Of.!'ice of Administration and Ma..".lagement 
Office of :.::magement Information Systems 
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".S. r:-epn-trnent of Labor - ::anpower Administration 

Lble 3. .Employment by Major Occupational Category, 
by Sex 8lld Race, and Average Hourly Wage 
After Training 

State: 
Program: 
"""·J:"'::· 

Ohio 
CEP 
1973 

:cupational 
1tei,:orv 

All 
Enrollments Male Female White Black 

other 
M:l.noritv 

~ofess:l.onal, ,Tech. , and 
Managerial 

Number employed 
Average wage 

231 
$2.52 

65 
$3.34 . 

166. 
$2.25 

26 
$2.93 

196 
$2.49 

9 
$2.17 

.erical 8lld sales 
Number e,i:plo:red 
Average wage 

6~5 
$2.34 

122· 
$2.61 

523 
$2.27 

43 
$2.47 

580 
$2.34 

22 
$2.02 

,rvice 
Number e.'!lployed 
Average wage 

314 
$2.27 

135 
$2.35 

179 
$2.21 

35 
$2.28 

266 
$2.2S, 

13 
$1.82 

=, fish, forestry 
Number e:,,ployed 
Average wage 

"Ocessing 
Number employed 
Average wage 

4 
$2.50 

131 
$2.93 

4 
$2.50 

100 
$2.83 

----
31 

$3.32 

----
----

4 
$2.50 

,., 

127 
$2.91 

----
4 

$3.62 

.chine Trades 
Number employed 
Average wage 

122 
$2.75 

113 
·$2.79 

-

9 
$2.24 

17 
$2.?7 

105 
$2.78 

----
nchwork 

Number employed 
Average wage 

148 
$2.62 

83 
$2.82 

65 
$2.37 

9 
$2.35 

113 
$2.68 

26 
$2.49 

-ructural.work 
Number employed 
Average wage 

279 
$3.08 

270 
$3.08 

9 
$2.75 

22 
$3.50 

248 
$3.08 

9 
$2.63 

.scell8lleous 
Number employed 
Average wage 

371 
$2.66 

323 
$2.76 

48 
$2.07 

35 
$2.64 

314 
$2.67 

22 
$2.18 

Office of Administration and Management 
Office of Management Information Systems 
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u.s. Dep:i.rment o:f IAbor - !'.a.npower Administration 

_ible 3. .Emplcyment by Major Occupational. Category, 
by Sex and Race, and Average Hourly Wage 
A:fter Training 

!CupationaJ. All 
itep;orv Enrollments Ma.le Female 

:-o:fessionaJ., ,Tech. , and 
Managerial 

Number employed 246 107 139. 
Average wage $2.73 $2.71 $2.74 . 

lerical and sales 
Number emplo:red 255 46 209 
Average wage $2.34 $2.89 $2.22 

·:rvice 
Number employed 172 37 135 
Average wage $1.89 $2.39 $1.77 

mn, :fish, :forestry 
Number e?:1Ployed 9 9 --- Average wage $2.61 $2.61 --

·ocessing 
Number employed 107 84 23
Average wage $2.98 $3.14 $2.40 

,chine Trades 
Number employed 153 79 74 
Average wage $2.28 ·$2.66 $1.88-

inch work 
Number employed 65 46 19 
Average wage $2.23 $2.17 $2.36 

:ructural work 
Number employed 241 218 23 
Average wage $3.05 $3.07 $2.81 

.scella.neous 
Number employed 135 126 9 
Average wage $2.59 $2.64 $2.01 

State: 
Program: 
FY,:. 

White· 

84 
$2.59 

135 
$2.18 

125 
$1.78 

9 
$2.61 

61 
$2.16 

139· 
$.2.31 

47 
$2.al 

190 
$2.90 

97 
$2.16 

Wisconsin 
CEP 
1973 

other 
Black J.!inoritv 

135 27 
$2.85 $2.52 

97 23 
$2.40 $3.03 

28 19 
$2.17 $1.98· 

.. 
,., --

9 37 
$5.20_ $3.75 

5 9 
$2.25 $1.87 

9 9 
$2.11 $2.94 

32 19 
$4.08 $2.72 

29 9 
$3.-92 $2.71 

Office o:f Administration and Ma.r:agement
O:ffice.o:f Management Infonna.tion Systems 
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u.s. Department of labor - l!anpower Administration 

Ta.bl.e 3. Enroll.ments by Major Occupational Category, 
by Sex and Race, and Average Hourzy Wage 
After Training 

Occupational All 
Cateo:orv Enroll.ments Ma.le Female 

Professional, Tech,, and 
Managerial 

Number employed 875 94 781 
Average wage $2.77 $2.99 $2.74 

-Clerical. and saJ.es 
Number employed 834 19 815 
Average wage $2 .35··= $3.07 $2.33 

Service 
Number employed 107 21 86 
Average wage $2.37 $2.27 $2.40 

Tu-?'.!!l, fish, forestry 
irumber ei::pl.oyed 3 3 -
Average wage $2.30 $2.30 

Processing 
Number employed --Average wage 

11.achine Trades 
Number employed 233 233 -
Average wage $3.10 $3.10 

llenchwork 
Number employed 8 3 5 
Average wage $3.53 $3.00 $3.80 

Structural work 
Number employed 172 172 -
Average wage $3.53 $3.53 

Miscellaneous 
Number employed 
Average wage 

11 . $1. 75 
11 

$1. 75 
-

State: Illinois 
Program: Institutional 
~: 1971 

other 
White Black Minoritv 

569 295 11 
~$2.64 $3.0_1 $2.80 

284 521 31 
$2.26 $2.39 $2.40 

62 45 -
$2.36 $2.39 

- 3 -
$2.30 

'•-

l.80( 51 2 
$3.01 $3.45 $2.50 

3 5 -
$3.00 $3.00 

l.34': 35 3 
$3.36 $4.20 $3.25 

11 -
$1.75 

Office of Administration and Management
Office of Mana.gement Information Systems 
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U.S. Department of Labor - l'.a.npow:er Administration 

Tabl.e 3. EnrolJJllents by Major Occupational. Category, 
by Sex and Race, and Average Hour];y- Wage 
After Training 

Occupational. All 
Cate~orv Enrollments l>'.ale Female 

Pro:fessiona.l, Tech., and 
Manageria.l. 

Number empl.oyed l.80 38 142 
Average wage $2.61 $2.75 $2.57 

-Clerica.l. and sa.l.es 
Number empl.cyed l.78°, 8 l.70 
Average wage $1..98 $2.64 $1..96 

Service 
Number empl.oyed 126 18 108 
Average wage $1..92 $2.55 $1..82 

Fann, :fish, :forestry 
Number employed -
Average wage 

Processing 
Number empl.oyed. -. Average wage 

Machine Trades 
Number employed 162 162 
Average wage $.2.49 $2.49 

. 
Bench work 

Number emplcyed 38 l.O 28 
Average wage $1.96 $2.97 $1..60 

Structure.!. work 
Number empl.oyed 
Average wage 

174 
$2.81 

' 
174 

$2.81. 

Miscel.l.aneous 
Number empl.oyed 
Average wage . 8 

$2.64 
6 

$2.83 
2 

$2.08 

state: Indiana 
PrograJ11: Institutional 
FY: l.971 

other 
White Bl.a.ck l>'.inoritv 

152 24 4 
$2.59 $2.67 $2.83 

94 84 -
$1..90 $2.07 

38 88 -
$1..79 $1..98 

I' 

l.l.4 46 2 
$2.43 $2.62 $3.40 

' 
24 l.4 -

$2.15 $1..63 

138 32 4 
$2.86 $2.63 $2.55 

8 - -$2.64 

O:f:fice o:f Administration and Management 
O:f:fice of Management Information Systems 
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U,S. Department of IAbor - Ma.npow.er Administration 

Table 3. Enrollments by Major Occupational Category, 
by Sex and Bace, a.nd Average Hourzy Wage 
A:fter Training 

Occupational All 
Cate<!orv Enrollments Ma.le Female 

Professional, Tech., a.nd 
Managerial 

Number employed 859 109 750 
Average wage $3.26 $2.89 $3.31 

Clerical and sales 
, 

~ Number e:nplcyed 206 6 270, 
Average wage $2.29 $2.82 $2.28 

Service . 
Number employed 117 40 77 
Average wage $2.41 $3.17 $2.01 

Fa.rm, fish, forestry 
Number employed 24 24 -
Average wage $2.60 $2.60 

Processing 
Number employed -
Average wage 

Ma.chine Trades 
Number employed 248 246 2 
Average wage $2.95 $2.96 $2.00 

Bench work 
Number emplcyecl. 30 22 8 
Average wage $2.46 $2.69 $LBS 

Structural work 
Number employed 141 141 -Average wage $2.70 $2.70 

Miscellaneous 
Number employed 
Average wage ;, 

8 
$3.50 

8 
$3.50 -

State: Michigan 
Program: Institutional 
FY: 1971 

other 
White Black Minoritv 

705 151 3 
$J.26 $3.2,S $2.00 

119 151 6 
$2.12 $2.41 $2.55 

75 38 4 
;i;2.38 $2.43 $2.72 

24 - -
$2.60 

171 56 21 
$2.71 $2.61 $3.02 

20 10 -
$2. 71 $1.98 

95 38 8 
$2.63 $2.76 $3.23 

6 2 -
$3.66 $3.00 

O.?fice of Administration and Management 
Office of Management Information Systems 

https://Ma.npow.er
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U.S. Department 0£ Labor - He.npo-.er Administration 

Ta.bl.e 3. Enroll.ments by Major Occupational. Category, 
by Sex and Race, e.nd Average Hourly Wage 
A:f'ter Training 

Occupational. All 
Categ:orv Enroll.ments Ma.J.e Femal.e 

Pro£essiona.l, Tech., e.nd 
Ma.na.geriaJ: 

Number empJ.oyed 243 88 J.55 
Average wage $2.66 $3.0J. $2.47 

,
CJ.erical. e.nd sal.es 

Number e:npJ.oyed 359 44 3J.S 
Average wage $2.09 $2.J.8 $2.07 

Service 
Number employed 97 47 so 
Average wage $2.15 $2.48 $J..83 

Fa-"'"!!l, :f'ish, :forestry 
I-lumber employed -Average wage 

Processing 
Number empJ.oyed. 3 3 
Average wage $2.50 $2.50 

-
Ma.chine Trades 

Number e:npJ.oyed J.49 J.49 -
Average wage $:2.63 $2.63 

Bench work 
Number employed 17 8 9 
Average wage $1.78 $2.00 $1.56 

Structural. work 
Number employed 237 237 -
Average wage $3.05 $3.05 

Miscel.J.e.neous 
Number e:npJ.oyed 5 5 -
Average wage . $2.87 $2.87 

State: Minnesota 
Program: Institutional. 
FY: J.971 

other 
White BJ.a.ck J.!:l.noritv 

243 --
$2.66 

309 36 14 
$2.09 $2.09 $J..94 

83 3 11 
$2.J.3 $2.00 $2.30 

3 
$2.50 

J.32 3 14 
$2.62 $3.J.7 $2.64 

14 3 -
$1.94 $1.00 

2J.O 11 J.6 
$3.0J. $3.64 $3.J.7 

5 - -$ 2 .87 

Of'fice 0£ Administration e.nd Management
Qf'fice o:r Ma.na.gement rn:rorma.tion Systems 

https://He.npo-.er
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U.S. Department of Labor. - l!a.npow.er Administration 

Table 3. Enrollments by Major Occupationa.l Category, State: Ohio 
by Sex a.nd Race, a.nd Average Hourzy Wage Program: Institutional 
After Training • FY: 1971 

Occupationa.l All other 
Catei,orv Enrollments Ma.le Female rlhite Ela.ck Minoritv 

Professional, Tech., a.nd 
Managerial 

Number employed 
Average wage 

350 
$2.54 

82 
$2.61 

268 
$2.51 

263 
$2.42 

85 
$2.86 

2 
$3.81 

: 

Clerical a.nd sales 
, 

Number e:nployed 473 3 470 247 223 3 
Average wa.ge $2 ..02 $2.2i $2.02 $1.99 $2.05 $1.9i 

Service . 
Number employed 252 43 209 71 178 3 
Average wa.ge $2.08 $2.64 $1.97 $2.10 $2.07 $2.48 

' Fa..."!!1, fish, :t'orestry 
Nt:mber ei:,ployed 7 7 - 7 - -Average wage $1.80 $1.80 $1.80 

Processing 
Number employed 3 2 1 2 2 
Average wa.ge $1.56 $2.08 $1.12 $2.00 $1.12 

Ma.chine Trades 
Number employed 292 285 7 242 49 1 
Average wage $?.64 $2.64 $2.68 $2.69 $2.38 $2.88 

Bench work 
Number employed 3 

-

3 - 3 - -
Average wage $2.70 $2.70 $2.70 

Structural work 
Number employed 266 266 - 212 54 -Average wa.ge $2.73 $2.73 $2.75 $2.64 

Miscella.neous 
Number employed 
Average wage . 23 

$3.30 
23 

$3.30 
- 10 

$3.29 
,12 

$3.31 -

Office of Administration a.nd 1/,a.na.gement
Office of Ma.na.gement Information Systems 

https://l!a.npow.er
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U.S. Department of Labor - lmnpow.er Administration 

Ta.ble 3. Enrolllllents by Major Occupationa.1 Category, State: Wisconsin 
by Sex a.nd Ra.ce, a.nd Average Hour'.cy" Wage Program: Institutional 
Ai'ter Training FY: 1971 

Occupationa.1 All other 
Catei,;orv Enrolllllents Ma.le Fems.le White Ela.ck Minoritv 

Professiona.1, Tech., a.nd 
Ma.na.geria.J, 

Number employed 99~ 44 55 99 - -
Average wa.ge $2.87 $2.96 $2i8o $2.87 

cierical a.nd sales 
, 

Number employed 283 15 268 224 26 33 
Average wa.ge $1.98 $2.31 $1.96 $1.97 $1.98 $2.04 

Service 
Number employed 15 4 11 15 - -Average wa.ge $1.64 $2.00 $1.53 $1.65 

Fa.rm, fish, forestry 
Number employed 7 7 - 4 - 3 

r Average iage $1. 75 $1. 75 $2.50 $1.00 

Processing -
,. 

Number employed 
Average wa.ge 

Ma.chine Trades 
' Number employed 169 169 - 132 4 33 

Average wa.ge $2.37 $2.37 $2.42 $2.60 $2.18 

Bench-work 
Number employed 4 4 - 4 - -· 
Average wage $2.25 $2.25 $2.25 

Structural work 
Number employed 158 158 -· 121 7 30 
Average wa.ge $2.58 $2.58 $2.54 $3.15 $2.61 

Miscellaneous 
Number employed 
Average wa.ge . 3 

$2.50 
3 

$2.50 
- 3 

$2.50 
- -

Office of Administration a.nd !mna.gement 
Office of Ma.na.gement Information Systems 

https://Hour'.cy
https://lmnpow.er
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U.S., Department of Labor - Hanpow.er Administration 

Table 3. Enrollments by l'.ajor Occupational Category, State: Illinois 
by Sex and Race, and Average Hour'.cy Wage Program: Institutional 
After Training FY: 1972 

Occupational All other 
Cateo:orv Enrollments Ma.le Female White Black Minorit" 

Professional, Tech., and 
Managerial 

Number employed 
Average wage 

1,576 
$2.83 

276 
$3.06 

1,300 
$2.78 

1,183 
$2.83 

j93 
$2.84 

-
Clerical and sales 

Number employed 
Average wage 

1,437 
$2.50 

69 
$2.81 

1,368 
$2.48 

523 
$2.34 

886 
$2.58 

28 
$2.67 

Service 
Number employed 
Average wage 

337 
$2.56 

. 
117 

$3.39 
220 

$2.12 
275 

$2.56 
62 

$2.56 
-

Fann, fish, forestry 
Number employed -
Average wage 

Processing 
!lumber employed -
Average wage 

J.'.achine Trades 
Number employed 
Average wage 

28 
$3.30 

28 
$3.30 

- 21 
$3.41 

7 
$3.00 

-

Bench work 
Number employed 
Average wage 

200 
$2.74 

151 
$2.92 

49 
$2.18 

83 
$2.65 

110 
$2.75 

7 
$3.50 

Structural work 
Number employed 
Average wage 

103· 
$2.46 

103 
$2.46 

- 89 
$2.40 

14 
$2.87 

-

l'.iscellaneous 
Number employed 
Average wage . 62 

$3.66 
62 

$3.66 
- 48 

$3.26 
14 

$5.06 
-

Office of Administration and M.ulagement 
Office of Management- Information Systems 

https://Hour'.cy
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u.s. Department o:f Labor - Manpcw.er Administration 

Tal>1e 3. Enrollments by Major Occupational. Category, 
by Sex and Ea.ce, and Average Hourli Wage 
A:fter Training 

.. 

Occupational. All 
Catei,:orv Enrollments MaJ.e Female 

~:fessional., Tech., and 
Msna.geriaJ. 

Number employed 370 100 270 
Average wage $2.81 $2.88 $2.79 

, 
ClericaJ. and saJ.es 

Number empl.oyed 393 70 3_23 
Average wage $2.31 $2.31 $2.31 

Service 
Number employed 239 41i" 191 
Average wage $2.06 $2.ll $2.04 

Fa=, :fish, :forestry 
Number employed -Average wage 

Processing 
Number employed -
Average wage 

Ma.chine Trades 
Number employed 477 477 -
Average wage $2:77 $2.77 

Bench work 
Number empl.oyed 131 85 46 
Average wage $3.07 $3.62 $2.07 

structural work 
Number employed 593 593 -
Average wage $2.93 $2.93 

Miscellaneous 
Number employed :h 31 -
Average wage . $2.50 $2.50 

State: 
Program: 
FY: 

White 

339 
$2.82 

246 
$2.32 

123 
$2.1.4 

362 
$2.65 

100 
$3.18 

524 
$2.88 

23 
$2.47 

Indiana 
Institutional· 
1972 

other 
Black Minoritv 

31 -
$2.7.5 

141 -
$2.30 

116 -
$1.97 

' 

108 7 
$3.18 $2.50 

31 -
$2.71 

62 7 
$3.29 $3.85 

8 
$2.60 

O:f:fice o:f Administration and Ma.aa.gement 
Q:f:fice o:f Management Ini'orma.tion Systems 

https://Manpcw.er
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u.s. Department of Labor - Manpow.er Administration 

Tabl.e 3. Enrollments by Major Occupational. category, State: Michigan 
by Sex and Bace, and Average Hour'.cy" Wage Program: Institutional 

= After TraiDing FY: 1972. 

Occupational. All other 
catei,:orv- Enrollments Ma.le Female White Black Minoritv 

Professiona.J., Tech., and 
Mane.geriaJ. 

Number eIJIPloyed 
Average wage 

3,009 
$3.9~ 

706 
$4.37 

2,303 
$3.81 

2,490 
$4.04 

434 
$3.54 

85 
$3.21 

ClericaJ. and saJ.es 
,.. 

Number employed 1,321 163 1,1_58 815 296 210 
Average wage $2. 77 $4.02 $2.52 $2.81 $2.70 $2.38 

Service 
Number employed 476 247 229 355 109 12 
Average wage $2.69 $3.12 $2.23 $2.73 $2.66 $1.67 

I 

:E'>-'"lll, fish, forestry 
NU)llber employed· 30 24 6 18 12 -
Average wage $2:90 $2.74 $3.55 $3.46 $2.37 

Processing 
Number empl.oyed 42 30 12 24 18 -
Average wage ,$3.46 $3.38 $3.66 $3.14 $3.88 

Machine Trades 
Number empl.oyed 1,212 1,212 1,031 115. 66 
Average wage $3.22 $3.22 $3.20 $3.53 $3.09 

Bench work 
Number employed 156 145 11 139 17 -Average wage $3.41 $3.49 $2.45 $3.47 $2.95 

StructuraJ. work 
Number employed, 856 850 6 730 90 36 
Average wage $3.48, $3.48 $3.00 $3.44 $3.57 $3.95 

Miscel.l.aneous 
Number employed 
Average wage ' 

24 
$2.62 

24 
$2.62 

- 24 
$2.62 

- -

Office of .Administration and Management 
01'1':i.ce of Management Information Systems 
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U.S. Department o:f Labor - ?-!a.npcr.rer Administration 

Table 3. Enrollments by Major OccupationaJ. Category, Ste.te: Minnesota 
1:iy Sex a.nd Ra.ce, a.nd Avera.ge Hourzy Wa.ge Program: rnstitutional 
A:fter Tra.il'.ling F.Y: 1972 

Occupe.tionaJ. All other 
Ce.tea:orv Enrollments !,I.a.le Tome.le 'flhite Ela.ck Minoritv 

Pro:fessionaJ., Tech., a.nd 
Ma.na.gerie.l 

Number employed 243 71 172 ~43 - -
Avera.ge we.ge $2.68 $3~23 $2.46 $2.68 

Clerical a.nd se.les 
~ 

Number empl.oyed 340 26 314 309 17 14 
Avera.ge we.ge $2.35 $3.12 $2.29 $2.36 $2.42 $2.15 

Service 
Number employed 77 3"7 40 74 3 -
Avera.ge we.ge $2.15 $2.35 $1.96 $2.13 $2.68 

' Far?n, fish, forest?""J 
1lumber empl.oyed 3 3 - 3 - -
Avera.ge ·wage $3.00 $3.00 $3.00 ,. 

Processing 
Number empl.oyed 11 lJ - 11 - -
Average wa.ge $2.77 $2.77 $2.77 

Ma.chine Trades 
Number employed 
Avera.ge we.ge 

0 
189 

$3.31 
189 

$3.31 
- 169 

$3.32 
3 

$3.60 
17 

$3.15 

Jlench work 
Number employed 9 9 - 9 - -
Average we.ge $3.21 $3.21 $3.21 

Structural work 
Number employed 
Avera.ge wa.ge 

217 
$3.99 

214 
$4.01 

3 
$2.50 

191 
"$4.01 

6 
$4.02 

20 
$3.82 

Miscellaneous 
Number employed 
Average we.ge . 14 

$3. 77 
14 

$3.77 
- 14 

$3.77 
- -

Office o:f Administration a.nd Management
Q:ffice o:f Management Ini'orma.tion Systems 

https://Avera.ge
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U.S. Depar"bnent of Labor - J.lanpower Administration 

Ta.bJ.e 3. Enrollments by Major Occupational. Category, 
by Sex and Race, and Average Hourl;r Wage 
After Training 

Occupational. All 
CateQ;orv Enrol.ll!lents MaJ.e FemaJ.e 

Professional, Tech., and 
Managerial. 

Number empJ.oyed 421 85 336 
Average wage $2.93 $2.72 $2.98 

CJ.ericaJ. and saJ.es 
, 

Number empJ.oyed 975 90 885 
Average wage $2.30 $2.58 $2.27 

Service 
Number employed 481 170 311 
Average wage $2.32 $2.75 $2.08 

Fa..-.m, fish, forestry 
Number employed -Average wage 

_Processing 
Number empJ.oyed - ' 
Average wage 

l/.achine Trades 
Number employed .749 741 8 
Average wage $2.95 $2.94 $3.89 

Bench work 
Number empJ.oyed· ~ 

Average wage 

Structural. work 
Number employed 711 711 -Average wage $2.93 $2.93 

MisceJ.J.aneous 
Number empJ.oyed 38 38 -
Average wage $3.52' $3.52 

State: Ohio 
Program: Institutional 
ry:: 1972 

other 
White Black Minority 

281 128 12 
$2.79 $3.23 $3.28 

481 494 -
$2.27 $2.32 

192 289 -
$2.63 $2.12 

,. 

566 179 4 
$2.94 $2.!il:1 $2.45 

506 205 -
$2.94 $2.89 

30 8 -
$3.44 $3.80 

Ot:f'ice of Administration and Management 
_ . .ll:f':f'ice of Management Information Systems 
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U.S. Department o:f Ia.bor - !-!a.npower Administration 

Table 3. Enrollments by Major Occupational Category, 
by Sex and Race, and Average HourJ;y- Wage 
After Training 

OccUl'ational All 
Ca.teaorv Enroilments Male Female 

Pro:fessional, Tech., and 
Managerial. 

Number employed 127 62 65 
Average wage $2.89 $3.04 $2.73 

-Clerical. and saJ.es 
Number employed 414 • 18 396 
Average wage $2.13 $2.81 $2.10 

Service 
Number employed 41 2 39 
Average wage $1.85 $2.50 $1.81 

Fan!, :fish, :forestry 
Number employed -
Average wage 

Processing 
Number employed 41 39 2 
Average wage $2.15 $2.17 $1.90 

Ma.chine Trades 
Number employed 541 500 41 
Average wage $2.89 $2.92 $2.47 

Bench work 
Number employed 7 5 
Average wage $2.00 $2.00 

structural work 
Number employed 463 460 3 
Average wage $3.14 $3.14 $1.85 

Miscellaneous 
Number employed 
Average wage 

-. 

State: Wisconsin 
Program: Institutional 
Ff: 1972 

other 
White Black Minoritv 

117 3 7 
$2.92 $1.80 $2.70 

366 27 21 
$2.13 $2.20 $2.08 

37 2 2 
$1.80 $2.50 $1.90 

,. 

37 4 -
$2.17 $2.00 

456 60 25 
$2.91 $2.62 $3.15 

2 - 3 
$2.00 $2.00 

391 41 31 
$3.14 $2.90 $3.38 

Office o:f Administration and Management 
Office o:f Ma.na.gement In:forma.tion Systems 
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U.S. Department of Labor - l-!anpow.er Administration 

Table 3. Enrollments by Major Occupational Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupational All 
Cateo:orv Enrollments Jl".a.le Female 

Professional, Tech., and 
Ma.na.gerial. 

Number employed 322 22993 
Average wage $2.92 $3.37 $2.73 

Clerical. and sales -
Number employed 334 12 322 
Average wage $2.51 $3.08 $2.49 

Service . 
Number employed 91 59 32 
Average wage $2.80 $3.21 $2.06 

Fam, fish, forestry 
Number employed -
Average wage 

Processing 
Number employed -
Average wage 

l-'.achine Trades 
Number employed 209 3i!ll 
Average wage $~.21 $3.21 .$2.72 

Bench work 
Number employed 23 21 3 
Average wage $2.75 $2.79 $2.50 

Structural. work 
Number employed 272 272 -
Average wage $4.44 $4.44 

Miscellaneous 
Number employed 41 41 -
Average wage . $4.91 $4.91 

State: Illinois 
PrograJ11: Institutional 
FY: 1973 

other 
White Black Minoritv 

234 88 -
$2.87 $3.05 

123 211 -
$2.34 $2.60 

82 9 -
$2.77 $3.07 

I 

141 70 -
$3.15 $3.33 

12 11 -
$3.11 $2.40 

228 44 -
$4.44 $4.47 

18 23 -
$3.62 $5.-59 

Ol'fice of Administration and Management 
Office of Management Information Systems 

https://Jl".a.le
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U.S. Department of Labor - l!anpow:er Administration 

Table 3. Enrollments by Ma.jor Occupational. Category, 
by Sex 8Jld Race, and Average Hourl;y- Wage 
After Training 

Occupational. All 
Ca.teg:orv Enroilments Ma.le Female 

Pro:fessional, Tech., and 
l'.anagerial 

Number employed 160 37 123 
Average wage $2.82 $2.77 $2.84 

-Clerical and sales 
Number e:nplcyed 123 25 98 
Average wage $2,39 $2.48 $2 ."37 

Service 
Number employed 111 16 94 
Average wage $2.18 $2.34 $2.15 

Fa..'"!!!, fish, forestry 
Number employed -
Average wage 

Processing 
Number employed -
Average wage 

1-'.achine Trades 
Number employed 226 226 -
Average wage $3.14 $3.14 

Bench work 
Number emplcyed· 37 25 12 
Average wage $2.96 $3.53 $1.83 

Structural work 
Number employed 
Average wage 

300 
$3.30 

300 
$3.30 

-

Miscellaneous 
Nmnber employed 
Average wage ;• -

State: Indiana 
Program: Institutional 
FY: 1973 

other 
White Black Minoritv 

152 4 4 
$2.82 $2.80 $3.08 

62 61 -
$2.47 $2.32 

45 66 -
$2.05 $2.26 

I 

164 62 -
$3.16 $3.10 

33 4 -
$2.99 $2;:;5 

267 33 -
$3.28 $3:48 

O1'1'ice of Administration and Management 
Office of Management IDi'ormation Systems 
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U.S. Department of Iabor- - J.!a.npower Administration 

Table 3. Enrolllllents by Maj_or Occupational Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Program: Institutional 
After Training :,:Y: 1973 

Occupational All other 
Catei:>:orv Enrol.Jl!lents Ma.le Female White Black Minoritv 

Professional, Tech., and 
Managerial. 

Number employed 1,848 304 1,544 1,453 354 41 
Average wage $3.96 $3.74 $4.00 $4.01 $3 ..80 $3.38 

Clerical. and sales 
Number employed 889 108 781 636 246 7 
Average wage $2."72 $3.42 $2.62 $2.70 $2.78 $2.05 

Service 
Number employed 289 51 238 217 '72 -
Average wage $2.39 $2.26 $2.94$3.03 $2.21 -

' Fa.r::i, fish, forestry 
Number placed 
Average wage -

,. 
Processing 

Number employed 22 14 8 14 8 -
Average wage $2.81 $2.56 $3.32 $2.56 $3.32 

Machine Trades 
Number employed - -658 658 541 117
Average wage $3.31 $3.31 $3.24 $3.62 

Bench work 
Number employed 152 137 15 145 7 -
Average wage $3.39 $3.38 $.3.47 $3.38 $3.50 

Structural. work 
Number employed 564 564 - 463 101 -
Average wage $3:23 $3.23 $3,16 $3.58 

Miscellaneous 
Number employed 36 36 - -Average wage ·• $3.03 $3.03 

Office of Administration and Management 
Office of Management Information Systems 
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U.S. Department ot: labor - 1-!a.npower Administration 

Table 3. Enrollments by Ma.jor OccupationaJ. Category, 
by Sex and Race, and Average Hourly Wage 
Mter Training 

OccupationaJ. All 
cate,:,:orv Enrollments Male Female 

Prot:essionaJ., Tech., and 
Managerial 

Number employed 
Average llage 

139 
$2.60 

46 
$2.84 

93 
$2.48 

Clerical and sales 
Number en:ployed 378 39 339 
Average llage $2.48 $2.99 $2.42 

Service 
Number employed 75 43 32 
Average llage $2.29 $2.33 $2.24 

Fa.rm, fish, t:orestry 
Number employed 
Average wage -

Processing 
Number employed. 18 18 -
Average wage $3.60 $3.60 

Machine Trades 
Number employed 
Average wage 

132 
$3.28 

132 
$3.28 

-
:Bench work 

Number employed 7 7 -
Average wage $3.16 $3.16 

Struct=al work 
Number employed 193 185 8 
Average llage $3.57 $3.61 $2.38 

Miscellaneous 
Number employed 
Average -se ;• 

18 
$4.15 

18 
$4.15 

-

State: Minnesqta 
Program: Institutional 
FY: 1973 

other 
White Black Minoritv 

139 
$2.60 

342 22 14 
$2.44 $2.54 $3.21 

68 7 -
$2.26 $2.68 

,. 

18 - -
$3.60 

114 11 7 
$3.28 $3.65 $2.72 

7 - -$3.16 

164 4 25 
$3.57 $4.25 $3.46 

18 - -
$4.15 

0:1:fice ot: Administration and Management
Qfi'ice ot: Management Inf'ormation Systems 
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u,s. Department o'f Labor - Ma.npower Administration 

Table 3. Enrollments by Major Occupational Category, 
by Sex a.nd Race, a.nd Average Hourl;y' Wage 
A'fter Training 

Occupational All 
Cateo:orv Enrollments Ma.le Female 

Pro'fessional, Tech., and 
Managerial 

Number employed 221 110 111 
Average wa.ge $2.96 $2.94 $2.98 

~ 

Clerical a.nd saJ.es 
Number e:npl.oyed 966 110 856 
Average wa.ge $2.43 $2.95 $2.36 

Service 
Number empl.oyed 344 1.49 1.95 
Average wa.ge $2.11 $2.35 $1..94 

Fam, fish, 'forestry 
Number ecyl.oyed -
Average wage 

Processing 
Number empl.oyed -
Average wa.ge 

Machine Trades 
Number empl.oyed 1.,038 1,031. 7 
Average wa.ge $3~22 $3.21. $4.59 

Bench work 
Number empl.oyed -
Average wage 

Structural work 
Number employed 726 720 6 
Average wage $3.11 $3.l.O $3.3:1 

1/J.scel.laneous 
Number empl.oyed 
Average wa.ge . 71.3 

$5.08 
71.3 

$5.08 
-

State: 
Program: 
FY: 

White 

162 
$2.94 

460 
$2.40 

., 

1.04 
$2.24 

850 
$3.21. 

558 
$3.l.4 

254 
$5.l.2 

Ohio 
Institutional 
19'73 

other 
Black Minoritv· 

49 10 
$3.l,2 $2.00 

506 -
$2.46 

240 -
$2.88 

' 

1.88 -
$3.24 

162 6 
$3.01. $2.75 

240 220 
$5:56 $3.00 

O!'fice o'f Administration and Management
Of'fice o'f Management In'formation Systems 
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u.s. Department 'oi' labor - l-!anpow:er Administration 

Table 3. EnrolJJnents by Major Occupational Category, 
by Sex a.nd Race, and Average Hourl;y" Wage 
After Training 

Occupational All 
Cateo:orv Enrollments Ma.le Female 

Proi'essiona.l, Tech., and 
Managerial 

Number employed 114 53 81 
Average wage $2.96 $3.00 $2.94 

Clerical a.nd sales 
, 

Number employed 430 -,. 430 
Average wage $2.12 $2.12 

Service 
Number employed 49 8 41 
Average wage $2.22 $2.50 $2.17 

Fa...'":ll, i'ish, i'orestry 
Number employed -
Average wage 

Processing 
Number employed -
Average wage 

Ma.chine Trades 
Number employed 860 811 49 
Average wage $2.95 $2.99 $2.39 

Bench work 
Number employed. 8 8 -
Average wage . . $2.00 $2.00 

Structural work 
Number employed 592 584 8 
Average wage $3.10 $3.12 $1.85 

Miscellaneous 
Number employed 
Average wage . -

State: Wisconsin 
Program: Institutional 
FY: 1973 

other 
White Black Minori+.v-

89 25-$3.03 $2.70 

398 16 16 
$2.13 $1.85 $2.15 

41 8 -
$2.17 $2.50 

,. 

762 57 41 
$2.93 $2.96 $3.28 

8 - -
$2.00 

527 57 8 
$3.ll $2.92 $3.83 

Office oi' Administration and Management 
Oi'i'ice oi' Ma.na.gement Ini'orma.tion Systems 
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U,S, Department of Labor - Manpower Administration 

Table 3, -Em~loyment by Major Occupational. Category, State: Illinois 
by Sex and Race, and Average Hourzy Wage Program: JOBS 
After Training FY•.. 1971 

·-~ 

Occupational All other 
Catei:torv Enrollments !'Ale Female White Black Minoritv 

Professional, Tech., and 
Managerial 

Number employed 6 6 --- --- 6 ---
Average wa.ge $2.30 $2.30 --- --- $2.30 ---. 

Clerical and sales 
Number employed 269 136 133 39 227 3 
Average wa.ge $2.58 $2.!31 $2.17 $2.55 $2.47 $2.29 

Service ! 
Number employed 124 115 9 9 115 ---
Average wa.ge $2.11 $2.03 $2.oB $1.92 $2.01 ---

Farm, fish, forestry 
Number er,ployed 4 4 --~ 4 --- ---
Average wage $4.75 $4.75 --- $4.75 --- ---..°' ;Processing 
Number employed 819 419 400 139 675 5 
Average wa.ge $3.03 $2.80 --- $2.73 $2.']8 

Ma.chine Trades 
Number employed 301 ll4 187 112 189 ---
Average wage $3.05 $2.80 --- $2.73 ·$2.78 ---. 

Bench work 
Number employed 170 149 21 22 148 ---
Average wage $2.21 $2.23 $2.01 $1.85 $2.24 

Structural work 
Number employed 497 457 41 219 278 ---
Average wage $2.66 $2.77 $1.76 $2.39 $2.82 ---

Miscellaneous 
Number employed 265 172 93 45 220 ---

; Average wage $2.58 $2.78 $2.13 $2.68 $2.77 

Office of Administration and Management
Office of !!.anagement Information Systems 
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U.S. Dep:,.rtment of Ia.bar - 1-!anpower Administration 

Tab1e 3. -EmP1ayment by Major Occupationa1 Category, State: In:ll.ana 
by Sex and Ra.ce, and Average Hour:cy Wage 
After Training 

Occupationa1 All 
Ca.tea:or:v- EnroJ.Jments Mal.e Fema.l.e 

Professional., Tech., a.nd 
Mana.geria1 

Number emp10'Jed 
Average wage 

4 
$2.57 

3 
$2.64 . $ 

l 
·-

Clerica1 and sa1es 
Number emp10'Jed 14 6 8 
Average wage 2.44 2.20 2.18 

Service 
Number emp1oyed 23 5 18 
Average wage - 1.96 1.89 1.89 

Fa.rm, :fish, :forestry 
Number emp1oyed 
Average wage 

-- -- --
Processing 

Number emp1oyed 
Average wage 

9 
2.88 

8 
2.79 

l 
.2.54 

Ma.chine Trades 
Number emp1oyed 
Average wage 

13 
3.53 . 

6 
3,21 

7 
-

Bench work 
Number emp1oyed Bl 40 41 
Average wage 2.38 2.40 2.07 

Structural. work 
Number e:np1oyed 4 1 .3 
Average wage 3.35 2.53 -

Miscellaneous ~-
Number emp1oyed 7 7 -- Average wage 3.68 3-68 -

Program: JOBS 
rt.: 1971 

'flhite B1ack 
other 

Minoritv 

2 
$2.52 

2 
$2.89 $ 

--

6 
2.00 

8 
2.33 -

l 
1.89 

22 
l.89 

--
-- -- --
6 

2.75 
.3 

2.76 
--

2 
4.00 

ll 
3.05 

--
36 

2.06 
43 

2.36 
2 

2.40 

3 
-

l 
2.53 

--
7 

3.68 
-- --

I 

Qf-_"ice of Administration and Management 
Office of Management In:forma.tion Systems 



467 

U.S. Dep:irtment of Ls.bor - I'.anpower Administration 

Table 3. .Employment by Major Occupational Category, State: Michigan 
by Sex and Race, and Average Hourzy Wage Program: JOBS 
After Training FY.: 1971 

Occupational All other 
Cate'1orv Enrolllilents Male Female White Black Minority 

Professional, Tech., and 
Managerial 

Number employed l l - l - -
Average wage $2.20 $2.20 -- $2.20 - -

Clerical and sales 
Number employed 125 97 58 2 123 -
Average wage 3.39 2.84 2.952.39 2.61 -

Service 
Number employed 18 6 12 5 13 -
Average wage 2.00 2.10 1.96 2.08 1.98 -

Farm, fish, forestry 
Number employed 2 2 - 2 - -
Average wage 3.85 3.85 - 3.85 - -

yProcessing 
Number employed 4 4 l .3 -
Average wage 3.06 3.06 - 2.25 3.34 -

Machine Trades 
Number employed 243 211 32 49 194 -
Average wage 3.87 2.96 2.70 2.33 3.12 -

-
Bench work 

Number employed 57 55 2 ·30 27 -
Average wage 3.52 3.02 2.95 - 2.98 -

Structural work 
Number employed 570 451 119 19 549 2 
Average wage 3.64 3.08 3.48 3.00 3.16 4.39 

Miscellaneous 
Number employed 68 63 5 31 37 -

; Average wage 3.37 3.11 2.67 - 3.06 -
' 

Office of Administration and Management 
Office of Management Information Systems 
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U.S. Department of Labor - !{anpower Administrat:i.on· 

TabJ.e 3. ,'::::!l)J.oyment by l(ajor OccupationaJ. Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupa.tionaJ. All 
Cateaorv EnroJ.lments Ma.l.e 'FemaJ.e 

ProfessionaJ., Tech., and 
Managerial. 

Number empJ.oyed 34 J.8 16 
Average wage 2.J.4 2.38,. J..83 

Clerical. and sal.es 
Numb er e:nplo~,red 4o 3 37 
Average wage 2.03 2.33 2.04 

Service 
Number empJ.oyed .?3 7 16 
Average wage 2.24 s.70 J..98 

Fann, fish, forestry 
Number empJ.oyed 
Average wage 

---- ---- ----
Processing 

Number employed 
Average wage 

---- ---- --
-=-

!l.achine Trades 
Number empJ.oyed 
Average wage 

34 
2.44 

28 
2.42 . 

6 
2.40 

Bench work 
Number empJ.oyed 
Average wage 

8 
2.8o 

2 
3.15 

6 
2.54 

Structural. work 
Number empJ.oyed 
Average wage 

l 
3.00 

J. 
3.00 

------
!ld.sceJ.J.aneous 

Number empJ.oyed 
Average wage 

9 
2.56 

4 
3,0J. 

5 
2,0p 

State: Minnesota. 
Program: Jo:ss:: 
n,: 1971 

White BJ.ack 

22 10 
1.92 2.73 

• 12 20 
2,J.O 2,o4 

20 2 
2.12 2.64 

,.-

J.5 J.8 
2.4J. 2.42 

l 7 
2,7J. 2.55 

J. ---
3.00 ---

5 2 
3,0J. 2.43 

other 
Minority 

2 
J..75 

8 
2.05 

J. 
3.05 

J. 
2.40 

2 
1.70 

Office of Administration and !l.a.r.agement
Office of Management Information Systems 
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u.s. Department of Labor - 1-!a.npcwer Administration 

T~ble 3, -Er:!Plo:,T.1ent b:1• Jt,ajor Occupational Category, State: Ohio 
by Sex and Race, and Average Hou.rly Wage Program: JOBS 
After Training FY: 1971 

Occupational All other 
Cateo:orv EnroDm.ents Male Female White Black Minoritv 

Professional, Tech,, and 
Managerial 

Number employed 
Average wage 

126 
$ 2.74 

106 
$ 2.95. 

20 
$ _2.12 

39· 
$ 2.68 

87 
$ 2.83 

--
Clerical and sales 

Number employed 
Average wage 

31 
2.53 

18 
2.90 

13 
2.04 

. 3 
2.42 

28 
2.51 

--
Service 

Number employed 
Average wage 

74 
2.03 

22 
2.02 

52 
2.02 

6 
1,99 

68 
.2.02 

--
Fa.rm, fish, forestry 

Number .employed 
Average wage 

3 
2.00 

3 
2.00 

-- 3 
2.00 

-- --
•: 

Processing 
Number employed 
Average wage 

24 
2.76 

24 
2.76 

8 
2.65 

16 
2·.a5 

--
Machine Trades 

Number employed 
Average wage 

Bl 
2.85 . 

74 
2.83 

7 
2.95 

7 
2.81 

74 
2.83 

--
Bench work 

Number employed 
Average wage 

138 
2.31 

98 
2.76 

40 
1.84 

48 
1.70 

90 
2.89 • 

--
Structural work 

Number employed 
Average wage 

Bl 
3.01 

68 
2.99 

13 
2.89 

5 
2.63 

74 
3~01 

2 
2,95. 

Miscellaneous 
Number employed 
Average wage 

' 

49 
2.75 

33 
2.69 

16 
2.38 

14 
2.49 

35 
2.57 

--

Office of' Administration and Jl.a.r.n.gement
Office of' Mn.nagement Information Systems 
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U.S. Department of' Labor - Ha.npower Administration 

Tabl.e 3. .Employment by ~:ajar OccupP-tional. Cate_gory, State: Wisconsin 
by Sex and Race, a.nd Average Hourly Wage Program: JOBS 
After Training FY.: l.971. 

Occupational. All other 
cateizorv Enrol.Jlllents Ma.l.e Femal.e White B1ack Minoritv 

Professional., Tech., a.nd 
Managerial. 

Number empl.cyed 7J_ 59 1.2. 28 43 ---
Average wage $3'.76 $4.05 $1..97 $2.1.0 $2.20 ---. . . 

Cl.erical. and saJ.es 
Number empl.oyed 1.2 1.2 --- 1.2 --- ---
Average wage $2.19 $2.1.9 --- $2.1.9 --- ---

Service 
Number empl.oyed 8 4 4 --- 4 --- -
Average wage $2.1.7 $2.50 $1..85 --- $1..85 ---

Fa.r:n, fish, forestry 
Number empl.oyed --- --- --- --- --- ---
Average •;age --- --- --- --- --- --- ..

';'
Processing. ___ ,

Number empl.oyed --- --- --- --- ---
Average wage --- --- --- --- --- ---

Machine Trades 
Number empl.cyed 47 47 --- --- 47 ---
Average wage $3-53 .$3-53 --- --- $3-53 ---

Bench work 
Number empl.oyed 8 8 --- --- 8 ---
Average wage $2.51. $2.51. --- --- $2,5:C ---

Structural. work 
?lumber empl.oyed 1.6 1.6 1.6 ---
Average wage $4.l.8 $4.l.8 --- $4.l.8 --- ---

Miscel.1aneous 
Number empl.oyed 1.6 16 1.6 
Average wage $2.52 $2.52 --- --- $2.52 ---

Office of' Administration and Management 
Office of' Mo.na.gement Information Systems 
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u.s. l)epariment o'f Iabor - l-!anpower Administration 

'able 3. -Employment by Major Ol::cupationa.l Category, State: Illinois 
by Sex and Ra.ce, and A-rerage Hourly Wage Program: JOBS 
After Training FY,: 1972 

)ccupationa.l All other 
:ateo:orv Enrollments Ma.le Fems.le White Bla.ck Minoritv 

?ro'fessiona.l, Tech., and 
Ma.na.geria.l 

Number employed 34 23 . 11 11 23 --
Average wage $ 2.86 $"3.18 $2.~7 $2.80 $ 2.84 $3.01 

::J.erica.l and sa.les 
Number e:nplayed 477 185 292 86 348 43 
Average wage 2.40 2.61 2.19 2.16 2.37 2.28 

Service 
Number emplayed 195 117 78 56 117 22 
Average wa.ge 2.14 2.16 2.09 2.02 2.14 2.34 

Fa.rm, 'fish, 'forestry 
Number employed 11 11 -- 11 -- --
Average wa.ge 4.21 4.21 -- 4.21 -- --

Processing 
Number employed. 628 521 107 177 343 108 
Average wage 2.73 2.64 2.86 2.64 2.74 2.55 

¥.a.chine Trades 
Number emplayed 302 231 71 88 164 50 
Average wa.ge 2.81 2.62 2.862.85 2.86 3.38 

Bench work 
Number employed 492 425 67 302 150 4o 
Average wage 2.51 2.57 2.17 2.6o 2.46 2.92 

Structural work 
Number employed 628 530 98 309 282 37 
Average wage 2.37 2.49 1.81 2.00 2.72 3.6o 

Miscellaneous 
Number employed 439 307 132 150 289 --. Average wage 2.55 2.65 .2.27 2.75 2.70 --

Office o'f Administration and Management
O'ffice o'f Ml.Da.gement Ini'orma.tion Systems 



472 

U.S. l)ep:,,rtment of Labor - ·:,anpower Ad.'llinistration 

TabJ.e 3. .EorpJ.cyment by Major Occupational. Category, State: Indiana 
by Sex and Race, and Average HourJ.y Wage Program: JOBS 
After Training F'!,= J.972 

Occupational. All other 
Catea;orv EnroJ.lments MaJ.e Female White BJ.ack Minoritv 

Professional., Tech., and 
Ma:lageriaJ. 

Number empJ.oyed 27 23 4 J.2 15 ---
Average wage 2.38 2.37 . '2.51 2.• 15 2.61 ---

CJ.ericaJ. and saJ.es 
Number en;pJ.oyed 
Average wage 

66 
2.11 

J.2 
_3.50 

54 
1.90 

17 
1.93 

49 
2.J.8 

------ .::: 
Service 

Number empJ.oyed 
Average wage 

28 
2.00 

a· 
2.17 

20 
1.96 

2 
1.89 

26 
2.02 

------
Fa.rm, fish, forestry 

Number employed . 
Average wage 

Processing 
Number empJ.oyed 
Average wage 

2 
2.J.4 

42 
2.96 

2 
2.14 

35 
3.01 

---
---

.7 
• 2.53 

------
26 

2.91 

------ ,. 
; 

16 
2.96 

------
------

Machine Trades 
Humber empJ.oyed 
Average wage 

30 
4.03 

26 
4.20 

-
4 

2.18 
6 

3.11 
24 

4.21 
---
---

Bench work 
Number empJ.oyed 
Average wage 

139 
2.25 

65 
2.47 

74 
2.03 

60 
2.21 

69 
2.25 

J.O 
2.4o 

Structural. work 
Number empJ.oyed 
Average wage 

29 
2.70 

27 
2.64 

2 
a.oo 

10 
2.66 

19 
2.65 

------
Miscellaneous 

Number empJ.oyed 
Average wage-

25 
3.30 

25 
3.30 

------
J.O 

2.90 
J.5 

3.45 
----·-

Office of Administration and Management
Office of J.!3.nagement Information Systems 
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u.s. I)ep,rl:ment of Laber - ::'1:lpower .:.a:ninistration 

~able 3. .EffiplO)llllent by Major Occupational.. Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Program: JOBS • 
After Training Fi,? 1972 

< 

Jccupational All other 
:ate!lorv EnrolJl!lents Male Female White Black lo!inoritv 

?rofessional, Tech., and 
Managerial 

Number employed 11 ~ 10· -- 3 8Average wage $3.79 $3.79 $2.73 $3.17 $3.79 $3.24 
Clerical and sales 

!'lumber e:::ployed 189 73 116 40 115 34Average wage $3.13 $2.84 $2.19 $2.59 $2.35 $1.88 
! -Service .,. 

Number emplo;;ed 22 12 10 9 13"Average wage $2.28 $2.58 
--

$1.91 $2.47 $2.23' --
Far:n, fish, forestry 

Number er.ployed 1 1 -- -- I-- 1Average wage $3.00 -- -- I$3.00 -- $3r.00 
Processing i 

I 

Uumber employed l21 17Average wage 4 4 17 --$3.47 $3.38 $3.72 $2. 74 $3.55 --
Machine Trades 

Number employed 341 215 126 132 132 77Average wage $3,.59 . $2 .81 $2.43 $2.55 $3.11 $1.75 
Bench work 

Number employed 85 42 43 41 44Average wage $3.79 $2.90 $1.98 $1.86 $2.61 
---- • 

·structural work 
Nlll!lber employed· 2,408 1,869 539 501 1,584 323Average wage ' $3.97 $3.91 $4.03 $3.83" $3.94 $4.21 

Miscellaneous 
Number employed 98 63 35 41 57 --Average wage $3.76 $3.37 • $2.99 $3.21 $3.31. --
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u.s. I)eparlment of Laber - :'.=power .<.d!ninistra.ti~n 

:"able 3. .E:rrployment by l'.ajor Occupational.. Category, Sta.te: Minnesota 
by Sex and Race, and Average Hourly Wa.ge Progrmn: JOBS 
After Training "fi_? 1972 

Jccupa.tiona.l. All other 
-:a.tegorv EnrolJll!ents Ma.l.e Female White Bl.a.ck Minoritv 

?rof'essional., Tech., and 
~lanageria.l. 

Number empl.oyed 5 4 -- 1 3 2Average -wage $2.61. $2.92 $2.06 $2.33 $2.94 $2.77 
--

Cl.erica.l. and sa.l.es 
!:lumber e:cyl.oyed 163 32 131 66 68 29Average -wage $2.09 $2.34 $2.04 $2.10 $2.05 $2.03 

1Service ,, . 
!-!u::fuer em.pl.eyed 81 30 6751 12 2Average wage $2.22 $2.37 $2.02 $2.37$2.12 $2.17 

Fa.r.n, fish, forestry 
iiumber e:::?l.oyed 1 l. -- 1 -- --Average wage $2.50 $2.50 -- $2.50 --..--

1 
!:tmber emp1oyed 
Average -wage 

3 3 . -- 1 2 --
Processing 

$2.40 $2.40 -- $2.50 $2.35 --
Ma.chine Trades 

Number employed 170 1.41. 29 73Average -wage 81 16
$2.. 45 . $2.43 $2.42 $2.43 $2.46 $2.07 

Bench work 
I-lumber e.'llpl.oyed 96 25 71 16 64 16Average -wage $2.69 $2.84 $2.63 $2.61 $2.66 $2.62"" 

Structura.l. work 
Number employed 35 35 -- 17 10 8Average wage ' $2. 72 $2.72 -- $2.53 $2.90 $2.98; 

Miscellaneous 
Number employed 

' 
40 31 9 20Average -wage 13 7

$3.25 $3.15 • $2.43 $3.07 $3.11 $2.88 
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u.s. l)ep,u-tment of La.bcr - ::a.:i.power ;.d:ninistrati:m 

~ab1e 3. ,Enrp1oyment by Major OccupationaJ. Category, 
by Sex and Race, and Average Haur1y Wage 
After Training 

)ccupationa.1 All 
::ateg:orv Enrol.l.Jnents Ma1e Fe:na.1e 

?rofessional., Tech., and 
l'ullla.geria.l. 

Number e:npl.oyed 
Average wage 

5 
$2.69 

5 
$2.96. 

- --. 
$2.1.8 

Cl.erica.l. and sal.es 
Number e:::pl.cyed 
Average wage • 

78 
%2.05 

1.8 
$2.65 

60 
$1.93 

Service ' ,:1? 

Nu:riber e:npl.oyed 
Average wage 

70 
$2.15 

18 
$2.34 

52 
$2.08 

Fa.rm, fish, forestry 
Mumber e::;pl.oyed 
Average wage 

18 
$2.00 

18 
$2.00 

--
--

Processing 
Nw:iber e:np1oyed 
Average wage 

340 
$2.54 

309 
$~.02 

• 31 
0 

$2.15. 

Machine Trades 
Mmnber e:np1cyed 
Average wage 

235 
$3_.06 

205 
. $2. 98 

31 
$2.67 

Bench-work 
Mumber emplcyed 
Average wage 

141 
$2.14 

64 
$2.54 

77 
$1.98 

Structura.1 work 
Number e:nplcyed: 
Average wage , 

: 

79 
$3.78 

64 
$3.57 

15 
$2.70 

Miscellaneous 
Number employed 
Average wage 

96 
$2.48 

67 
$2.33 

29 
$2.19 

•I 

State: Ohio 
Program: JOBS 
·FYJ 1972 

' 

White B1a.ck 

3 
$2.62 

2 
$2.76 

1.5 
$2.11 

63 
$2.05 

10 
$2.29 

60 
$2.12 

14 
$2.00 

155 
$2.54 

4 
$2,:-00 

; 

• 185 
$2.52 

69 
$3.03 

145 
$2.96 

78, 
$1.75 

63 
$2.83 

31 
$3.04 

48 
$3.97 

21 
$2.31 

75 
$2.26· 

other 
Minority 

,. 

t 

22 
$2.95 

I 

-- f 
! 

-- 1 
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U.S. Dep:i.rtment oi: Lt,.bcr - ::a.npower .!,.d:ninistration 

~bl.e 3. -Empl.cyment. by Major Occupationa.J.. Category, 
by Sex and Race, and Average Ho)U'J.y Wage 
Afier Training 

JccupationaJ. All 
:a.teizorv Enrol.lments Ma.l.e Femal.e 

?rofessiona.l.~ Tech., and 
?-!:magerial. 

Nu:nber empl.oyed 
Average wage 

3 
$2.78 

3 
$3.01. 

. . --
--

Cl.ericaJ. and saJ.es 
1·iu:nber e:cy103red 
Average wage . 

66 
$2.10 

17 
$2.10 

49 
$2.01 

Service ' 
Nu:nber empl.oyed 
Average wage 

14 
$1.88 

4 
$2.27 

10 
$1.80 

Fa.r:n, i:ish, i:orestry 
?Iumber ez:p1oyed 
Average wage 

Processing 
!lumber empl.oyed. 22 16 6 
Average wage $4.22 $_4.23 $4.27 

J.'.a.chine Trades 
Iim:iber empl.oyed lJ.8 93 25Average wage $3.94 . $3. 96 $4.03 

Bench work 
Number empJ.oyed 9 9 --Average wage ·si:s9 $2.59 --

Structural. work 
Nw:iber empJ.oyed 50 36 14
Average wage $4.25 $11.23 $4.16 

' 
MisceJ.J.aneous ' 

Number empl.oyed 14 14 --Average wage $2.60 $2.60 --

State: -Wisconsin 
Program: JOBS 
.FY·.;' 1972 

other 
White Bl.ack Minoritv 

-- 3 ---- $2.70 $3.24 

,.36 30 --
$2.01 $2.08 --·, 

-- 14 ---- $1.88 --

•: -- --
; 

; 

10 8 4 
$4.12 $4.33 $4.44 

20 85 13 I 

$4.25 $3.98 $4.25 

I ' 

3 6 -- i$2.6r" $2.59 --

8 42 --
$4.10 $4.22 --

-- 14 ---- $2.60 --

O~!ice oi: Administration and Management 
.......-t!'U -- -,&I '-L-.-ro,...--,,cn,+ Tnf'nrma.tion Syste?DS 

1 
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U. s. Dep:u-tment of Labor - ?.!anpower Administration 

Table 3. :'.'::::Plo;"ffient· by 1-!ajor Occupational Category, State: Illinois 
by Sex and Race, and Average Hourly Wage Progr8lll: JOBS 
After Training FY? '73 

Occupational All other 
Categorv Enrol.Jl?lents Male Female White Black Minoritv 

Professional, Tech., and 
Managerial 

Number employed 
Average wage 

35 
$2.94 

4 
$3.23 

31 
$2.45 

l2 
$2.94 

23 
$2.89 

--
$3.19 

. 
Clerical and sales 

Number employed 
Average wage 

246 
$2.31 

87 
$2.50 

159 
$2.20 

47 
$2.15 

195 
$2.34 

4 
$2.26 

Service 
Number employed 
Average wage 

72 
$2.22 

28 
$2.24 

44 
$2.23 

37 
$2.DB 

33 
$2.32 

2 
$2.69 

Farm, fish, forestry 
Number .employed 
Average wage 

2 
$2.60 

2 
$2.60 

----
2 

$2.60 
---- ----

Processing 
Number employed 
Average wage 

3ll 
$2.86 

229 
$2.67 

82 
. $2:86 

96 
$2.76 

y 
212 

$2.80 
3 

$2.22 

Machine Trades 
Number employed 
Average wage 

lll 
$3.07 

63 
$2-97 . 

48 
$2.78 

41 
$2.71 

67 
$3.07 

3 
$3.19 

Bench work 
Number employed 
Average wage 

198 
$2.76 

176 
$2.88 

22 
$2.13 

102 
$2.74 

81 
$2.87. 

15 
$2.93 

Structural work 
Number employed 
Average wage 

34o 
$2.36 

298 
$2.44 

63 
$1.99 

169 
$2.00 

165 
$2.67 

6 
$3.60 

Miscellaneous 
Number employed 
Average wage 

168 
$2.66 

123 
@2.68 

45 
$2.58 

59 
$2-75 

100 
$2.64 

9 
$2.72 

OfZice of Administration and Management 
Office of Management Information Systems 
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v.s. l)epo.rment o1: I.lbor - :!anpower Administration 

Table 3. .Emplcyment by Major Occupational Category, State: Indiana. 
by Sex and Race, and Average HourJ;y- Wage Program: JOBS 
After Training FY,: '73 

Occupational All other 
Catei,:orv Enr.ollments It.a.le Female White Black Minoritv 

Pro1:essional, Tech., and 
Ma.na.gerial 

Number employed 63 41 22 34·•. 29 --
Average wage $2.76 $3.02 -$2.27 $?.55:• . ..- $3.00 --. 

Clerical and sales 
Number employed 62 6 54 11. 51 --
Average wage $2.13 $4.10 $1.91 1.1.93 $2.16 --

Service 
Number employed 8 4 4 2··. '6 --
Average wage $2-37 $2.38 $2.24 $1.36 $2.46 --

Fa.rm, fish, 1:orestry 
}lumber .employed l l -- 1~ -- --
Average wage $2.12 $2.12 -- $2.12 -- --

•: 
Processing ; 

Number employed. 12 12 -- ; 4 --
Average wage $3.14 $3.14 -- $3.09 $3.27 --

Machine Trades 
Number employed 61 44 17 25 36 --
Average wage $2-92 $3.78 $2.18 $2.42 $?-99 / --. 

Bench work 
Nlllll!'er employed 76 35 41 30 46. --
Average wage $2-39 $2.61 $2.07 $2-37 $2.29 --

Structural work 
Number employed 23 23 -- 9 14 --
Average wage $2.74 $2.74 -- $2-77 $2.71 --

Miscellaneous 
, 

Number employed 
·• 

36 30 6 3 33 --
; 

Average wage $3.45 $3.41. -- $3.12 $3.48 --
' 

01:1:ice o1: Administration and V,ana.gement
01:fice o1: Management In1:orma.tion Systems 
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U.S. Department of Lo.bor - llanpower Administration 

Tab1e 3. .Earp1oyment by Major Occupationa1 Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Program: JOBS 
After Training FY:= .!.73 

Occupationa1 All other 
Catei:,;orv Enrollments Ma1e Fema.J.e White Black Minoritv 

Professional, Tech., and .
Ma.nageria1 

Number emp1oyed 12 10 2 -- 10 2 
Average wage $3.88 $4.oo ~-37 -- $3.98 $3.37 . 

C1erica1 and sa1es 
Number emp1oyed 102 32 70 19 1.8 5 
Average wage h.15 $3.03 $2.07 $2.48 $2.27 $3.13 

Service 
Number employed 8 4 4 4 4 --
Average wage $2.75 $2.91 $2.05 $2.96 $2.22' -- . 

Fa.rm, fish, forestry 
Number en:ployed 4 4 -- -- 4 --
Average wage $3.22 $3.22 -- -- $3.22 --

,. 
Processing ' 

!,'umber emp1oyed 16 13 .3 1 1:; --
Average wage $3.65 $3.58 $3.72 $3-72 $3.67 --

Machine Trades 
Number employed 138 54 5 28 21 6 
Average wage $2.65 $2.69 $2.19 $2.52 $3.07 $1.74 

Bench work 
Number emp1oyed 38 21 17 6 32 --
Average wage $3.58 $2.98 $2.28 $1.67 $2.79 --

Structura1 work 
Number employed 2,729 198 374 2,342 132~:,531
Average wage $3.82 3.75 $3.83 $3-76 $3-75 $3-92 

Miscellaneous 
Number employed 6o 51 9 25 35 --
Average wage $3.66 j;3.15 .$2.73 $3.03 $3.13 --

r 

Office of Administration and Management 
Office of Management Information Systems 
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U.S. !)ep:,.ri,:ient of Labor - ?-'.a.npower Administration 

Table 3. -Emplcyment by Major Occupational category, State: Minnesota 
by Sex and Race, and Average Hourly Wage Program: JOBS 
After Training FY_,= 1973 

Occupational All other 
Cateo;orv Enrollments !'.ale Female White Black Minoritv 

Professional, Tech., and 
Managerial 

Number employed 
Average wage 

6 
$2.68 

4 
$3.05 . 

2 
.$2-19" 

4 
$2.50 

2 
$2.71 

------
Clerical and sales 

Number employed 
Average wage 

. 97 
$2.19 

14 
$2.44 

83 
$2.11 

50 
$2.19 

36 
$2-15 

11 
$2-11 

Service 
Number employed 
Average wage 

38 
$2.45 

21 
$2.61 

17 
$2.11 

32 
$2.40 

6 
$2.23 

------
Fa.rm, fish, :forestry 

Number employed 
Average wage 

l 
$2.50 

l 
$2.50 

---
---

l 
$2.50 

------
•: 

------
Processing 

Number employed. 
Average wage 

2 
$2.42 

2 
$2.42 

----' ---
l 

$2.50 
' l 

$2.35 
---

---:..l 

l'.achine Trades 
Number employed 
Average wage 

123 
$2.49 

116 
$2.47 
-

7 
$2.56 

69 
$2.48 

47 
$2.51 

19 
$2.10 

Bench work 
Number employed 
Average wage 

92 
$2.70 

98 
$3.01 

83 
$2.64 

9 
$2.76 

41. 
$2.66 

3 
$2.62 

Structural work 
Number employed 
Average wage 

40 
$2.79: 

40 
$2.82 

------
20 

$2.65 
14 

$2.98 
6 

$3-00 

Miscellaneous 
Number employed 

- Average wage 
33 

$3.34 
33 

$3-34 
------

13 
$3.28 

9 
$3.27 

l 
$3-54 

Office of Administration and !',ar.n.gement 
Office of l!.:magement Infonnation Systems 
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U.S. Department of L'.lbcr - ::anpcwer Administration 

]'.abl.e 3. -Employment by Major Occupational Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Jccupational All 
:a.teaorv Enrollments Male Female 

Professional, Tech., and 
Managerial 

Number employed 
Average wage 

5 
$2.96 

5 
$2.96 . . 

---
---

::lerical and sales 
Number employed 
Average wage 

36 
$2.20 

l3 
$2.69 

23 
$L93 

Service 
Number employed 
Average wage 

6 
$2.41 

5 
$2.50 

l 
$2.00 

Fa.rm, fish, forestry 
Number em;>loyed 
Average wage 

8 
$2.00 

8 
$2.00 

------
Processing 

Number .employed 
Average wage 

174 
$2.57 

163 
$2.60 

·11 
$2.16 

,la.chine Trades 
Number employed 
Average wage 

16o 
$3-09 

144 
$3.05 . 

261 
$2.69 

ilenchwork 
Number ~loyed 
Average wage 

3! 
$2.75 

7 
$2.75 

24 
$2.57 

Structural work 
Number employed 
Average wage 

52 
p.28 

50 
$3-34 

2 
p.10 

\liscellaneous 

.. 
Number employed 
Average wage 

36 
$2.44 

30 
$?.37 

6 
$2.15 

' 

State: 
Program: 
FY.: 

White 

4 
$3.01 

8 
$2.42 

3 
$2.41 

6 
$2.00 

66 
$2.54 

58 
$3.04 

l3 
$2.43 

30 
p.19 

6 
$2.55 

Ohio 
JOBS 
1973 

Black 

l 
$2.97 

28 
$2.15 

3 
$2.41 

2 
$2.00 

,. 

lo8 
$2.58 

102 
$3.02 

18 
$2.69 

22 
,1;3.76 

30 
$2.28 

other 
Minoritv 

Office of Administration and MaJ-1agement 
O~fice of Nanagement Information SysteIDS 
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U.S. Department of Labor - Manpower Administration 

:re.bl.e 3. -Eorployment by Major Occupational. Category, 
by Sex and Race, and Average Hour'.cy' Wage 
After Training 

::>ccupationaJ. All 
Ca.tea;orv Enrolllllents Male Female 

Professional., Tech., a.nd 
Managerial 

Number employed 82 50 32. 
Average -wage $2.65 $2.93 .$2.26 . 

Clerical and sales 
Number e:i:ployed 19 12 7 
Average -wage $2.23 INA $1.94 

Service 
Number e:nployed --- --- ---
Average -wage --- --- ---

Fa.rm, fish, forestry 
Number employed --- --- ---
Average wage --- --- ---

Processing 
Number employed 13 11 2 
Average wage $4.32 $4.29 $4.44 

J.l'.achine Trades 
Number eil.i,loyed ,66 56 10 
Average -wage $4.0l $4.10 $4.oo 

Bench work 
Number e:nployed 2 2 ---
Average wage $2.38 $2.38 ---

Structural work 
Number employed 26 20 6 
Average.~e $4.34 $4.26 ~4.50 

Miscellaneous 
Number employed 
Average -wage --- --- ---

' 

Sta.te: 
Program: 
=· J: ..:. 

White 

36 
$2.47 

5 
$2.33 
' 

,.__ 

l, 
lj. 

$4.35 

8 
$4.25 .. 

l 
12.10 

6 
$4.lO 

Wisconsin 
JOBS 
1973 

other 
Black Minoritv 

43 3 
$2.82 $2.74 

14 ---
$2.10 ---

,. 
8 l 

$4.25 $4.44 

' 57 l 
$4.13 $4.25 

l ---
$2.67 ---

20 ---
$4.36 ---

Office of Administration and Management 
Office of Management Information Systems 
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U.S. Department of I.abor - Manpower Administration 

Tabl.e 3. -EmPJ.oYlllent by Major Occupational. Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupational. All 
Cate"orv Enrol.Jlllents Ma.J.e. Femal.e 

Professional., Tech., and 
Managerial. 

Number empJ.oyed 13 1 12 
Average wage $2.60 $2.00 $2.66 

CJ.erica.J. and sa.J.es , 
Number empJ.oyed 26 - 26 
Average wage $2.00 $2.00 

Service 
Number empJ.oyed 70 35 35 
Average wage $1.92 $2.04 $1.79 

Fa.rm, fish, forestry 
Number e!!!pJ.oyed J. J. -
-mrerage· ,;rage '•$2.10 '$2.l:O 

Processing 
Number empJ.oyed 40 39 1 
Average wage $2.25 $2.J.9 INA 

Machine Trades 
Number empJ.oyed 71 71 -Average wage '$'2 .. 24 $2.24 

Bench work 
Number empl.oyed· 19 J.8 J. 
Average wage $2.33 $2.38 $J..70 

structural. work 
Number empJ.oyed 179 J.78 1. 
Average wage $2.62 $2.67 INA 

Mi~cel.J.aneous 
Number empJ.oyed 9 8 1 
Average wage $2.35

' 
$2.53 $1.25 

State: IJ.J.inois 
Progralll: Job Corps 
FY: 1971 

other 
White BJ.a.ck Minoritv 

4 8 1 
$3.25 $2.40 $J..80 

1 22 3 
$2.J.O $1.96 $2.35 

9 53 8 
$1.96 $1.85 $2.2~ 

1 - -
·'$2.J.O 

y 
J. 34 6 

INA $2.33 INA 

8 54 9 
$2.51 $2.20 $2.44 

- J.9 -
$2.33 

27 J.44 8 
$2.51 $2.63 $2.73 

1 8 -
$1.25 $2.54 

Office of Administration and Management 
Office of Management Information Systems 
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u.s. Department of Iabor - Manpower Administration 

'Tab1e 3. .Emp1ayment by Major Occupationa.1 Category, 
by Sex and Eace, and Average Hourly Wage 
After Training 

Occupationa.1 All 
Categ;or:v EnroD:ments MaJ.e Fema.1e 

Professiona.1, Tech., and 
!l',a.na.geria.1 

Number emp:J.oyed -Average wage 

C1erica.1 and sa.1es , 
Number emp1oyed 6 - 6 
Average wage $1.70 $1.70 

Service 
Number emp1oyed u . 

6 5 
Average wage $1.68 $1.75 $1.62 

,Fa.rm, fish, forestry -
Number emp1oyed -

-Avera:ge"'ffltge 

Processing 
Number emp1oyed 3 3 -
Average wage $2.25 $2.25 

IF.achine Trades 
Number emp1oyed 9 9 -Average wage $:J,.90 $1.90 

Bench work 
Number emp1oyed 3 - 3 
Average wage $1.80 $1.80 

Structura.1 work 
Number emp1oyed 78 78 -
Average wage $2.18 $2.18 

Misce11aneous 
Number emp1oyed 3 3 -
Average wage $1.98 $1.98 

Sta.te: Indiana 
Program: Job Corps 
FY: 1971 

other 
White B1ack Minoritv 

3 3 -
$1.80 $1.60 

3 8 -
$1.65 $1. 70 

';' 
- j -

$2.25 

3 6 -
$1.80 $2.05 

3 -
$1.80 

52 26 -
$2.08 $2.43 

3 - -
$1.98 

O::'i'ice of Administration· and Management 
Office of Management Information Systems 
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U,S, l)epa.rbnent of Labor - Manpower Administration 

Ta.bl.e 3, -Empl.oyment by Major Occupational. Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupational. 
Catea;orv 

All 
EnrolJlnents Mal.e Fema.J.e 

Professional., Tech., and 
Ma.na.gerial. 

Number employed 23 J. 22 
Average wa.ge $2.39 $2.75 $2.37 

CJ.erical. and saJ.es , 
Number employed 33 l 32 
Average wa.ge , $2.13 $2.00 $2.J.4 

Service 
Number employed 6J. 29 32 
Average wage $2.11 $2.36 $1.88 

Fa.rm, fish, forestry 
Number employed 
,Ave:z:a.ge. ,wa.ge 

-
Processing 

Number employed 9 9 -
Average wa.ge $2.30 $2.30 

Machine Trades 
Number e:npJ.oyed 33 33 -Average wage $2.61 $2.61 

Bench work 
Number empJ.oyed· 13 11 2 
Average wage $2.69 $2.88 $1.80 

Structural. work 
Number empJ.oyed 93 93 -
Average wage $2.82 $2.82 

Miscel.J.aneous 
Number employed 
Average wa.ge . 2 

$1.57 
----· 

2 
$J..57 

State: Michigan 
Program: Job Corps 
FY: 1971 

other 
White BJ.ack Minoritv 

5 J.7 l 
$1.88 $2.57 $2.00 

6 22 5 
$1.98 $2.09 $2.44 

J.2 48 J. 
$1.92 $2.19 $1.45 

;: 

l 8 -
$2.J.O $2.36 

5 28 -
$2.0J. $2.76 

l 11 l. 
$2.88 $2.66 $2.00 

15 73 5 
$2.59 $2.90 $2.24 

J. J. -
$1.40 $1.75 

Office of Administration and'Mn.nagement
Office of Management Information Systems 
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U.S. l)epa.rtment o'!: Tabor - 1-!a.npawer Administration 

~le 3. Enrollments by Major Occupational. Category, 
by Sex and Ra.ce, a.nd Average Ho=:cy- Wa.ge 
After Training 

Occupa.tionaJ. All 
ca.te&:orv EnrolJments Ma.le Female 

Pro'!:essionaJ., Tech., and 
Managerial 

Number employed l l -
Average wa.ge $1.75 $1.75 

~ 

Clerical and sales 
Number employed 2 - 2 
Avera.ge wa.ge $1.70 $1. 70 

Service 
Number employed 2 2 -
Average wage $1.80 $1.80 

To..."'l!l, fish, '1:orestry 
Number eJ!!Ploy.ed -
Avera.ge wa.ge 

Processing 
Number employed -
Average wage 

:z.r.achine Tra.des 
Number employed -
Average wage 

llench work 
Number employed· 
Average wage 

l 
$1.65 

- l 
$1.65 

structural work 
Number employed 8 8 -
Average wa.ge $1.84 $1.84 

Miscellaneous 
Number employed 
Average wa.ge ,;· 

l 
$1.85 

- l 
$1.85 

Sta.te: Minnesota 
Program: Job Corps 
]'.Y: 1971 

other 
White Black Minori-t-.v 

l --
$1.75 

2 - -
$1.70 

l - -
$2.00 

,. 
' 

--

8 - -
$1.84 

l - -
$1.85 

Office or Administration and Management 
Office o'!: Mana.gement Ini'orma.tion Systems 
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U.S. Department o:r Labor - Manpow.er Administration 

Table 3. Enrolll!lents by Major Occupational Category, state: Ohio 
by Sex and Race, and Average Hour:cy- Wage Program: Job Corps 
After Training • FY: 1971 

.:· 

Occupational All other 
Ca.teao:ry Enrcilllllents ¥.a.le Female White Bl.a.ck Minoritv 

Professional, Tech., and 
Managerial 

Number employed 16 1 15 9 7 -
Average wage $2,24 $1.60 $2.29 $2.16 $2.33 

,
Clerical and sales 

Number employed 1 1 - - 1 -
Average wage $1.65 $1~65 $1.65 

Service 
58 28· 30 24 34 -Number employed 

Average wage $1.77 $1.88 $1.67 $1.67 $1.82 

Fa.rm, fish, :forestry 
Number ei:,ployed -
Average wage ,. 

;Processing 
Number employed 6 6 - 6 - -

$2.22$2.22 $2.22Average wage 

Ma.chine Trades 
18 29Number employed 52 52s - -

$1.80Average wage $1.84 $1.84 ..-. $1.84 

Bench work 
3 6 16Number employed 22 19 -

$2.41Average wage $2.21 $2.26 $1.82 $1.87 

;Structura.l work 
Number employed 38 38 - 16 22 -

$2.37Average wage $2.10 $2.10 $1.77 

:Miscellaneous 
4 4 110 6 5Number employed 

$1.73 $1.48 $1.50 $·1'.84 $1~60' Average wage . $1.64 

Of'fice of Ailm:inistration and Muna.gement 
Of'f:l.ce o:r Management Ini'orma.tion Systems 
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U,S. Department o:f Iabor - Ha.npow:er Administration 

Table 3, Enroll.ments by Major Occupationa1 Category, State: Wisconsin 
by Sex and Race, and Average Hourzy Wage Program: Job Corps 
A:fter Training FY: 1971 

Occupationa1 All other 
Cateo;or-; Enroll.ments Ma1e Female White B1ack Minority 

Professiona1, Tech,, and 
Ma.na.geria1 

Number employed 
Average wage 

4 
$1.87 

- 4 
$1.87 

4 
$1.87 

- -
C1erica1 and sa1es 

Number employed 
Average wage 

6 
$1.86 

-
, 

6 
$1.86 

- 6 
$1.86 

-

Service 
Number employed 
Average wage 

6 
$1.93 

- 4 
$1.90 

2 
$2.00 

2 
$1.80 

4 
$2.00 

-
Fa=, :fish, :forestry 

liumber employed ~ 

Average wa.ge ,. 
Processing 

Number employed 
Average wage 

2 
$2.25 

2 
$2.25 

- - i - 2 
$2.25 

1".achine Trades 
Number employed 
Average wage 

18 
$1.86 

18 
$1.86 

- 16 
$1.81 

2 
$2.25 

-
:Bench work 

Number employed· 
Average wage 

2 
$1.60 

- 2 
$1.60. 

2 
$1.60 

- -
Structura1 work 

Number employed 
Average wage 

59 
$2.64 

59 
$2.64 

- 45 
$2.66 

8 
$2.53 

6 
$3.42 

Miscellaneous 
Number employed 
Average wage 

2 
- $1.00 

2 
$1.00 

- 2 
$1.0'0 

- ~ 

O:f:fice o:f Administration and Management 
Office o:f Management In:formation Systems 
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u.s. Deparbnent of Labor - Manpower Administration 

Table 3. .Employment by Major bccupational Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupational All 
Catea;orv EnrolJl!lents Ma.le Female 

Professional, Tech., and 
Managerial 

Number employed 19 2 17 
Average wage $2.57 $2.14 $2.62 

Clerical and sales ~ 

Number emplcyed 77 1 76 
Average wage $2.16 $1.35 $2.17 

Service 
Number employed 137 . 50 87 
Average wage $2.11 $2.21 $2.05 

Fa.rm, fish, forestry 
Number employed -
Av=ge -wage 

Processing 
Number employed 43 112 1 
Average wage $2.32 $2.33 $1.75 

Ma.chine Trades 
Number employed 91 88 3 
Average wage $2.37 $2.39 $1.90 

Bench work 
Number emplcyed 30 27 3 
Average wage $2.57 $2.62 $2.10 

Structural work 
Number employed 260 259 -
Average wage $2.69 $2.69 

Miscellaneous 
Number employed 16 15 1 
Average wage . $2.71 $2.76 $2.05 

State: Illinois 
Program: Job Corps 
FY: 1972 

other 
White Black Minoritv 

6 11 1 
$2 .82 $2.53 $1.80 

10 45 16 
$2.27 $2.01 $2.54 

H 106 9 
$1.99 $2.08 $2.46 

•; 
1 37 -

$1. 75 $2.28 

6 67 7 
$2.16 $2.36 $2.49 

1 23 3 
$3.02 $2.64 $2.40 

29 201 13 
$2.41 $2.71 $2.66 

- 14 -
$2.69 

Office of Administration and Management 
Office of Management Information Systems 
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u.s. :oepart,nent of' Labor - Manpower Administration 

Table 3. .Employment by Major Occupational. Category, State: Indiana 
by Sex and Ba.ce, a.nd Average Ho=ly Wa.ge Program: Job Corps
After Training • FY: 1972 

Occupational. All other 
Cs.telZOr'.V' Enrollments Ma.le Fems.le 'White Ble.ck Minoritv 

Prof'essional., Tech., and 
Ma.na.geria.l 

Number employed -
Average wage 

~Clerical and sa.les 
Number emplcyed 14 2 12 2 12 -Average wage $2.20 $1.50 $2.32 $1.50 $2.32 

Service 
Number ~lcyed 21 14 7 10 10 -
Average wage $1.80 $1.93 $1.58 $1.60 $2.02 

Fa.rm, fish, forestry 
Number employed -

..Ave,:a.ge ..,mge 
,.

Processing 
Number employed. -
Average wage 

JI.a.chine Trades 
Number employed 19 19 4 10 
Average wage $2.48 $2.48 $2.00 $3.00 

Bench work 
Number employed 4 2 2 - 4 -
Average wage $2.63 $3.47 $1.80 $2.63 

.structural work 
Number employed 60 60 - 27 27 2 
Average wage $3.09 $3.09 $3.09 $2.99 $4.10 

Miscellaneous 
Number employed 2 2 - 2 - -Average wage . $1.98 $1.98 $1.98 

\ 
Office of' Administration and Ma.na.gement
Office of' Ma.na.gement Ini'orma.tion Systems 
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U.S. Department o'f Labor - Manpower Administration 

Table 3. .EmploYJ!!ent by Major Occupationa1 Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Progra:m: Job Corps 
A'fter Training FY: 1972 

Occupationa1 All other 
Categorv Enrollments Ma.le Female White Bl.a.ck Minoritv 

Pro'fessiona1, Tech., and 
Mana.geriaJ. 

Number employed 43 16 27 9 29 3 
Average wage $2.60 $3.02 $2.35 $2.ll $2.86 $1.98 

ClericaJ. and saJ.es , 
Number empl.oyed 36 - 36 4 26 5 
Average wage $2.28 $2.28 $1.99 $2.23 $2.68 

Service 
Number employed 62 28 34 10 49 -
Average wage $2.10 $2.39 $1.86 $1.80 $2.ll 

Farm, fish, 'forestry 
Number employed -
Average wage 

.. ,. 
Processing 

Number employed 16 16 - - 12 -
Average wage $2.60 $2.60 $2.81 

Ma.chine Trades 
Number employed 76 76 - 16 49 4 
Average wage $~.84 $2.84 $2.47 $3.05 $2.14 

Bench work 
Number employed. 17 15 2 - 17 -
Average wage $3.02 $3.18 $1.80 $3.02 

structural work 
Number employed 162 1 161 27 119 2 
AveragE: wage $2.87 $2.86 $4.56 $2.44 $2.95 $3.51 

Miscellaneous 
Number employed 
Average wage . 57 

$3.52 
55 

$3.59 
2 

$1.67 
ll 

$2.96 
37 

$3.75 
6 

$2.73 

Ofi'ice o'f Administration and Management 
Q'ffice o'f Management In:f'ormation Systems 
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U.S. Department of Labor - Manpower Administration 

Tab1e 3. -Emp1oyment by Major Occupationa1 Category, 
by Sex and Race, and Average Hour1y Wage 
A:rter Training 

Occupationa1 All 
Cateizorv Enro1lments Ma.J.e Fema.J.e 

Professiona1, Tech., and 
Managerial. 

Number emp1oyed 2 - 2 
Average wage $1.55 $1.55 

C1erical. and sal.es ~ 

Number emp1oyed 3 1 2 
Average wage $1.20 $1.60 $1.00 

Service 
Number e,nployed 
Average wage 

5 
$1.97 

4 
$2.08 

1 
$1.50 

To.rm, fish, forestry 
Number emp1oyed 1 l -

,;Aver-age~e 
' ·'$2 :oo '$2 :oo 

Processing 
Number emp1oyed. -
Average wage 

J,f.achine Trades 
Number emp1oyed 3 3 -
Average wage $2. 71 $2.71 

Bench work 
Number emp1oyed 3 l 2 
Average wage $1.76 $2.00 $1.65 

Struct=al. work 
Number emp1oyed 25 25 -
Average wage $2.58 $2.58 

Misce11e.neous -Number emp1oyed 1 l 
Average wage . $4.00 $4.00 

State: Minnesota 
Program: Job Corps 
FY: 1972 

other 
White B1ack Minoritv 

1 - 1 
$1.25 $1.85 

2 - 1 
$1.55 .so 

3 - 1 
$2.16 $1. 75. 

l 
$2.00 

';' 

3 - -
$2.71 

...._l 1 
$2.00 $1.65 

17 3 3 
$2.64 $2.79 $1.86 

- 1 -
$4.00 

Office of Administration and M,-ma.gement
Office of Management Ini'ormation Systems 
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u.s. Department of Labor - Manpower Administration 

,Emp1oyment by Major Occupationa.1 Category, State: Ohio 
by Sex a.nd Race, a.nd Average Hour:cy- Wage Progralll: Job Corps

I After Training FY: 1972 

i~b1e 3. 

Occupationa.1 All other 
Cateuo-.-v Enrol.lments Jl.a.l.e Fema.l.e White B1a.ck Minoritv 

Professiona.1, Tech., a.nd 
Ma.na.geria.1 

Number emp1oyed 25 3 22 12 12 -Average wage $2.31 $2.50 $2.28 $2.35 $2.37 
, 

Number emp1cyed 62 27 35 17 40 
C1erica.1 a.nd saJ.es 

-Average wage 
: $2.12 $2.17 $2.09 $1.87 $2.24 

Service 
Number employed 86 40 46 32 45 
Average wage -$1.88 $1.90 $1.85 $1.75 $1.98 

Fa.rm, fish, forestry 
Number employed 2 2 - 1 1
:Average wage -$2.12 $2.12 $2.25 $2.00 

'· Processing ' Number emp1oyed 19 19 - - 17 -Average wage $2.22 $2.22 $2.17 

Ma.chine Trades 
Number emp1oyed 8i 80 1 33 41 1
Average wage $~.22 $2.23 $2.00 $2.02 $~.30 $2.00 

:Bench work 
Number emp1oyed 20 18 • 2 9 10 
Average wage -

$1.84 $1.85 $1.80 $1.89 $1.83 

Structura.1 work 
Number emp1oyed 269 •, 269 83 156 7-Average wage $2.41 $2.41 $2.38 $2.42 $2.58 

Miscellaneous 
Number emp1cyed 14 12 2 4 8 
Average wage -. $2.59 $2.75 $1.60 $2.68 $2.61 

Office of Administration a.nd Mu.na.gement
Office of Management Information Systems 
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U.S. l)eparbne1;t o:f Iabor - Manpower Administration 

Table 3. -Employment by Major Occupationa1 Category, 
by Sex and Ba.ce, and Average Hourly Wage 
After Training 

Occupationa1 All 
catea:orv EnroJ..lments Male FemaJ.e 

Pro:fessiona1, Tech., and 
Manageria1 

Number employed 7 - 7 
Average -wage $LBS $LBS 

CJ.erica1 and sa1es , 
Number employed B l 7 
Average -wage $2.05 $2.65 $L94 

Service 
Number employed 26 7 19 
Average -wage $1.71 $1.B4 $1.66 

Fa.rm, fish, :forestry 
Number employed l l -Average wage $2.BO $2.BO 

Processing 
Number employed. 2 2 -
Average -wage $2.25 $2.25 

Machine Trades 
Number employed 17 17 -
Average wage $:)..97 $1.97 

Bench work 
Number employed l - l 
Average -wage $1.60 $1.60 

structura.J. work 
Number employed 64 64 -Average wage $2.6B $2.6B 

Miscellaneous 
Number employed 16 16 -Average wage . $3.40 $3.40 

State: Wisconsin 
Program: Job Corps 
FY: 1972 

other 
White BJ.ack Minority 

4 3 -
$2.00 $L62 

5 3 -
$2.15 $LB7 

n 13 2 
$1.50 $1.96 $1.10 

- l -
$2.BO,. 

- - 2 
$2.25 

12 3 2 
$1.B2 $2.62 $1.60 

l .,__ -
$1.60 

41 20 3 
$2.72 $2.46 $2.67 

2 11 . 
$1.00 $3.65 $3.3B 

Office o:f Administration and Management 
O:ffice o:f Management Ini'orma.tion Systems 
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U.S. Department ot: Labor - 1-!a.npower Administration 

'l;'abl.e 3. Enrollments by Major Occupational. Category, 
by Sex a.nd Race, and Average Hour'.cy Wage 
At:ter Training 

Occupational. 
Cateo:orv 

All 
Enrollments Ma.l.e Fema.l.e 

Prot:essional., Tech., a.nd 
Managerial. 

Number empl.oyed l.6 l. l.5 
Average wage $2.64 $2.28 $2.66 

Cl.erical. a.nd sal.es 
~ 

Number empl.oyed 99 l.2 87 
Average wage $2.24 $2.27 $2.24 

Service 
Number empl.oyed 168 67 101 
Average wage $2.l.6 $2.22 $2.l.2 

Th.r.!n, t:ish, t:orestry 
.Nll:lber.empl.oyed -
Average wage 

Processing 
Number empl.oyed 
Average wage 

50 
$2.40 

49 
$2.42 

1 
$1.. 75 

Ma.chine Trades 
Number empl.oyed 
Average wage 

87 
$2.44 

84 
$2.46 

3 
$1..90 

Bench work 
Number empl.oyed 
Average wage 

27 
$2.54 

23 
$2.64 

4 
$1..83 

Structural. work 
Number empl.oyed 304 304 -
Average wage $2.68 $2.68 

Miscellaneous 
Number employed 
Average wage 

31 . $3.33 
31 

$3.33 
-

State: Il.l.inois 
Program: Job Corps
FY: l.973 

other 
'White Bl.a.ck J.linoritv 

7 9 -
$2.66 $2.62 

20 61 l.8 
$2.l.2 $2.20 $2.52 

l.5 138 l.5 
$1..85 $2.l.6 $2.34 

,. 

3 47 -
$1.. 75 $2 .41. 

9 64 l.4 
"$3.l.9 $2.37 $2.43 

22 3 
$2.60 $2.60 

49 229 - 26 
$2.70 $2.64 $3.04 

7 l.8 6 
$3.76 $3.05 $3.81 

Of'f'ice ot: Administration a.nd Management
Of'f'ice ot: Mallagemcmt Int:o:rma.tion Systems 

https://Hour'.cy
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u.s. Department of Iabor - Manpower .Administration 

1Ta.ble 3. -Employment by Ma.jor Occupationa.1 Category, 
by Sex a.nd Ra.ce, a.nd Average Hourly Wage 
A:fter Training 

Occupationa.1 All 
Catellorv Enrol.llllents Ma.le Fems.le 

' 
Professiona.1, Tech., and 

Mana.geria.1 
Number employed -
Average wage 

, 
Number employed 9 - 9 
Average wage 

Clerical a.nd sales 

$2.56 $2.56 

Service 
Number epiployed 28 16 i2 
Average wage $1.90 $2.03 $1.71 

Fa.rm, fish, forestry 
Number employed -
:Average wage' 

!Processing 
Number employed 2 2 -
Average wage $2.33 $2.33 

;II.a.chine Trades 

I 
Number employed 
Average wage 

14 
$2:33 

14 
$2.33 

-
Bench work 

Number employed 2 2 -
: Average wage $1.60 $1.60 

Structura.1 workI Number employed 42 42 -
i Average wage $3.07 $3.07 

!m.scella.neous 

' Number employed 4 4 -
I Average wage . $1.92 $1.92 

State: Indiana 
Program: Job Corps 
FY: 1973 

other 
White Bla.ck Minoritv 

- 9 -
$2.56 

9 17 -
$1. 73 $2.01 

,. 

' - 2 -
$2.33 

6 B -
·$2.28 $2.44 

2 -
$1.60 

20 20 2 
$3.12 $2.98 $4.10 

2 2 -
$2.25 $1.60 

Oti':!.ce of Administration and Management 
Office of Management Information Systems 

https://Oti':!.ce
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u,s. Department of Labor - Manpower Administration 

Table 3. -Employment by Major Occupationa1 Category, State: Michigan 
by Sex a.nd Race, a.nd Average Hour1y Wage Program: Job Corps 
After Training FY: 1973 

Occupationa1 All other 
Catei,:orv Enro1lments Male Fema1e White B1ack Minority 

Professiona1, Tech., a.nd 
Manageria1 

Number employed 38 10 28 7 28 3 
Average wage $2.58 $2.73 $2.53 $3.21 $2.79 $1.97 

Clerica1 and sa1es -
Number employed 38 2 36 2 30 5 
Average wage $2.31 $2.25 $2.31 $2.30 $2.20 $2.80 

Service 
Number employed 47 . 20 27 10 37 -
Average wage $2.25- $2.58 $2.0l $1.95 $2.26 

Farm, fish, forestry 
Number employed -
·:Avere;ge • wage 

Processing 'i 
Number employed 22 22 - 4 18 -
Average wage $2.91_ $2.91 INA $2.95 

Machine Trades 
Number employed 70 70 - 16 52 7 
Average wage $2.95 $2.95 $2.38 $3.14 $3.00 

Bench work 
Number employed 11 10 l l 10 
Average wage -

$2.83 $2.91 $2.00 $1.90 $2.92 

Structura1work 
Number employed 149 149 - 20 126 3 
Average wage $3.19 $3.19 $3.19 $3.19 $3.85 

Miscellaneous 
Number employed 53 52 l 3 47 3 
Average wage . $3.40 $3.44 $1.60 $3.33 $3.40 $3.11 

o~'f'ice of Administration and Management
Office of Management Information Systems 

https://2.25-$2.58
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U.S. Department of Ia.bor .- Manpower Administration 

Table 3. ,Ell!ployment by Major Occupa.tional. Ca.tegory, 
by Sex a.nd Ra.ce, a.nd Avera.ge Hourly Wa.ge 
After Tra.ining 

Occupa.tional. All 
Ca.teo;orv Enrollments Ma.le Fems.le 

Professiona.l, Tech., a.nd 
Ma.na.geria.l 

Number employed 9 - 9 
Avera.ge wage $2.15 $2.15 

Clerica.l a.nd sa.les , 

Number employed 21 3 18 
Average wage $1.68 $1.60 $1.69 

Service 
Number employed 18 . 9 9 
Avera.ge wage $2.09 $2.33 $1.85 

Fa=, fish, forestry 
Number employed 6 6 -

-A=a.se·..,.rage '$4 .-oo $'4:·oo 

Processing 
Number employed -
Avera.ge wage 

Machine Trades 
Number employed -Avera.ge wage 

Bench work 
Number employed 3 3 -
Average wage $2.00 $2.00 

Structural work 
Number employed 62 62 -
Average wage $2.61 $2.61 

Miscellaneous 
Number employed 
Average wage 

12 

• $3.13 
12 

$3.13 
-

Sta.te: Minnesota 
Program: Job Corps 
FY: 1973 

Other 
White Bla.ck Minoritv 

6 - 3 
$2.30 $1.85 

15 3 3 
$1.87 $1.90 $.SO 

15 3 
$2.06 $2.25 

- - 6 
$4.00 

I 

3 - -
$2.00 

41 12 9 
$2.80 $2.51 $2.05 

6 3 3 
$2.64 $4.00 $3.23 

O~ce of Administration a.nd Ma.na.gement
Office of Management Ini'onna.tion Systems 

https://Avera.ge
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U.S. Department of: Ie.bor - Manpower Administration 

Table 3. .Empl.oyment by Major Occupationa1 Category, 
by Sex and Race, and Average Hour:cy- Wage 
After Training 

Occupationa1 All 
Categorv Enrol.]Jnents Ma.1e Fema1e 

Prof:essiona1, Tech., and 
Managerial 

Number employed 34 2 32 
Average wage $2.33 $3.08 $2.28 

~Clerical and sales 
Number employed 71 25 46 
Average wage $2.21 $2.26 $2.18 

Service 
Number employed 92 48 44 
Average wage $1.97 $2.03 $1.90 

Fa.rm, fish, 'forestry 
Number employed l l -,, 

-Avez,age--wage --$.!-.00 .-,$,2.00;- .. 
.. 

Processing 
Number employed 15 15 --
Average wage $2.29 $2.29 

Machine Trades 
Number employed 89 87 2: 

Average wage $2._37 $2.38 $1.92 

Bench work 
Number employed 8 5 3 
Average wage $2.03 $2.35 $1.51 

Structural work 
Number employed 291 291 -
Average wage $2.56 $2.56 

Miscellaneous 
Number employed 13 13 -Average wage ~., Q?; ..,._,. -- ·$2. 92 

State: Ohio 
Program: Job Corps 
FY: 1973 

other 
White Black Minority 

18 14 2 
$2.15 $2.67 $2. oo· 

33 38 -
$2.18 $2.29 

31 61 -
$2.16 $1.84 

l 
$2.00 

,. 
I 

2 13 -
$2.60 $2.24 

35 50 4 
$2.09 $2.51 $1.85 

2 6 -
$1.44 $2.23 

100 180 11 
$2.48 $2.62 $2.29 

5 8 -
$2.61 $3.04 

Office of: Administration end M-ma.gement
Office of: Management Ini'ormation Systems 
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U,S. Department of: Labor - l-!anpower Administration 

Table 3•.Employment by Major Occupationa1 Category, Sta.te: Wisconsin 
by Sex and Race, and Average Hourzy Wage Program: Job Corps 
Af:ter Training FY: 1973 

Occupa.tiona1 All other 
Ca.teao,-v Enrollments Ma1e Fema.l.e White Bl.a.ck Minoritv 

Prof:essiona.1, Tech., and 
Mana.geria.1 

Number employed 8 8 8 
Average wage $2.25 $2.25 $2.25 

C1erica.1 and sa.1es , 
Number employed 8 2 6 2 6 -
Average wage $1.93 $2.65 $1.70 $2.65 $1.70 

Service 
Number employed 26 8 18 8 18 -
.Average wage $1.86 $1.77 $1.90 $1.89 $1.85 

Th.rm, f:ish, f:orestry 
Number employed -
:Average wage 

,. 
Processing 

Number employed -
Average wage 

Machine Trades 
Number employed 2 2 - - - -Average wage $2._25 $2.25 

Bench work 
Number employed -
Average wage 

Structural work 
Number employed 66 66 - 51 u 4 
Average wage $2.87 $2.87 $2.71 $3.15 $1.60 

Miscellaneous 
Number employed 32 32 - i; 18 8 
Average wage . $3.54 $3.54 $2.30 $3.96 $2.92 

I 

\ 
Offi.ce of: Administration and Management 
Qf:fice of: Management Inf'orma.tion Systems 
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U.S. Department of Labor - Manpow.er Administration 

T_a.ble 3. Enrolllllents by Major Occupational Category, 
by Sex and Ba.ce, and Average Hourly Wage 
After Training 

Occupational All 
Cate1>;orv Enrolllllents Ma.le Female 

Professionel, Tech., and 
Managerial 

Number employed 
Average -wage 

8 
$3.49 

- 8 
$3.49 

Clerical and sales 
, 

Number employed· 45 8 37 
Average -wage $2.44 $2.28 $2.47 

Service . 
Number employed 122 69 53 
Average -wage $2.27 $2.34 $2.17 

I 

Farm, fish, forestry 
Number e1llllloyed -Average wage 

Processing 
Number employed 49 49 -
Average -wage . $2.40 $2.40 

Ma.chine Trades 
Number employed 
Average -wage 

45 
$2.79 

45 
$2.79 

-
Bench -w.ork 

Number employed. -
Average -wage 

-structural work 
Number employed 277 277 -
Average wage $2.58 $2.58 

Miscellaneous 
Number employed 
Average -wage . 57 

$3.36 
53 

$3.46 
4 

$2.05 

State: Illinois 
Program: Job Corps 
F'f = 1974 

other 
White Black Minoritv 

-

- 8 --
$3.49 

12 33 -
$1.30 $2.77 

4 114 4 
$2.50 $2.25 $2.35 

•: 

-- ' -49 
$2.40 

8 37 -
$3. 77 $2.57 

24 229 24 
$2.22 $2.57 $4.82 

12 33 12 
$3.43 $2.98 $4.25 

Office of Administration and Management 
Office of Management Information Systems 

https://Manpow.er
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U.S. Department of Ia.bor - !-!a.npow.er Administration 

Ta.bl.e 3. Enrollments by Major Occupational. Category, 
by Sex and Race, a.nd Average Hourly Wage 
After Training 

Occupational. All 
Catei,:orv Enrollments Mal.e Femal.e 

Professional., Tech., and 
Managerial. 

Number empl.oyed -Average wage 

Cl.erical. and sal.es 
~ 

Number e:npl.oyecl l.5 - l.5 
Average wage $2.73 $2.73 

$ 
Service 

Number empl.oyed 39 34 5 
Average wage $2.23 $2.32 $1..60 

' •:,,,,...rm, fish, forestry 
Number ell)plqyed -Average wage 

Processing 
Number empl.oyed -
Average wage 

Ma.chine Trades 
Number empl.oyed 5 5 -
Average wage $3.68 $3.68 

Bench work 
Number employed· 5 5 -
Average wage $1.60 $1.60 

Struct=al. work 
Number empl.oyed 44 44 -
A-.,erage wage $2.81. $2.81 

Miscel.l.a.neous 
Number employed 
Average wage . -

State: Indiana 
Program: Job Corps 
:Er= 1974 

other 
White Bl.ack Minoritv 

- l.5 
$2.73 ---

l.4 25· -
$1..87 $2.45 

•: 
; 

-
. 

5 -
$3.68 

5 - -
$1..60 

20 24 -
$2.45 $3.0l. 

Office of Administration and Msna.gement
Office of Management Information Systems 

https://a.npow.er


503 

U.S. Depa.r"bnent of Labor - l-!anpow.er Administration 

Tabl.e 3. Enrollments by Major Occupational. Category, State: Michigan 
by Sex and Race, and Average Hourzy Wage Program: Job Corps 
After Training FY: l.974.,,. 

Occupational. All other 
Catea:orv Enrol.lments ·Mal.e Femal.e White Bl.ack Minoritv 

Professional., Tech., and 
Managerial. 

Number empl.oyed 31. - 31. - 31 -
Average wage $2.89 $3.89 $3.~9 

Cl.erical. and sal.es 
Number empl.cyed 42 -· 

, 

42 - 42 -
Average wage $2.43 $2.43 $2.43 

Service . 
Nrimoer employed 27 4 23 - 27 -
Average wage $2.04 $2.00 $2.05 $1.96 

, 
Farm, fish, forestry 

Number empl.oyed -Average wage 

Processing 
Number empl.oyed - ' 
..fverage wage 

Machine Trades 
Number empl.cyed 35 35 - 4 31 --
Avere,ge wage $2.08 $2.0B $1..60 $2.14 

Bench work 
Number empl.oye·d 12 1.2 - 12 -
Average wage $3.83 $3.83 $3.83 

Structural. work 
Number empl.oyed 147 147 - 31 116 -
Average wage $3.32 $3.32 $2.80 $3.44 

Miscellaneous 
Number empl.oyed 
Average wage . 35 

$3.25 
35 

$3.25 
- 35 

$3.25 
- -

Office of Administration and Management
Office of Management Inf'onnation Systems 
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U.S. Department 0£ Labor - J.lanpow.er Administration 

Table 3. Enroll.ments by Major Occupational Category, State: Minnesota 
by Sex and Race, and Average Hourly Wage Program: Job Corps 
After Training " ~= 1974 

Occupational All other 
Cate,:,;orv Enroll.ments Male Female White Black J.!inoritv 

Pro£essiona1, Tech., and 
Managerial 

Number employed 3 - 3 3 
Average wage $3.00 $3.00 $3.00 

Clerical and sales 
~ 

Number employed 17 17 10 3 4-
Average wage $1.73 $1.73 $2.08 $1.90 $.50 

Service 
Number employed 7 3 4 3 4 -
Average wage $2.12 $2.00 $2.25 $2.00 $2.25 

Fa.rm, £ish, £orestry 
Number employed 3 3 - - -- 3 
Average wage $2.00 $3.00 $2.00 

I 

Processing ' 
Number employed -
Average wage 

Machine Trades 
Number employed 3 3 - 3 - -
Average wage $3.64 $3.64 $3.64 

Bench work 
Number employed -
Average wage 

Structural work 
Number employed 14 14 - 14 - -
Average wage $2.38 $2.38 $2.38 

Misce11aneous 
Number employed 7 7 7 -
Average wage $2.75 $2.75 $2.75' 

Office 0£ Administration and Management
Office 0£ Management Inf'ormation Systems 

https://J.lanpow.er
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U.S. J)eparl;ment of La.bar - l!anpower Administration 

Table 3. Enrollments by Major Occupation?,]. Category, State: Ohio 
by Sex and Eace, and Average Hourzy Wage Program:Job Corps 
After Training FY: 1974 

Occupationa1 All other 
Ca.tesi:orv Enro1lments Ma.1e Fema.l.e White B1ack Minoritv 

Professiona1, Tech., and 
Mana.geria1 

Number employed 21 - 21 6 12 3 
' Average wage $2.79 $2.79 $3.02 $2.~7 $2.00 

,
C1erica1 and sa1es 

Number emplayed 107 30" 77 54 53 -
Average wage $2.19 $2.45 $2.09 $2.28 $2.08 

Service 
Number emplayed 131 54 77 39 92 -
Average wage $1.98 $2.19 $1.84 $2.15 $1.91 

Fa...,.,,,, fish, forestry 
J!mnb.er .ei:ipJ.cyed -

I Average wage 
•: 
i

·Processing 
Number employed 3 3 - - 3 -
Average wage $2.00 $2.00 $2.00 

' 
;Ma.chine Trades 

Number employed 56 83 3 44 33 9 
Average wage $2.23 $2.24 $1.85 $2.04 $2.58 $1.85 

Bench work 
Number employed 6 3 3 3 3 -
Average wage $1.81 $2.75 $.88 $.88 $2.75 

istructura1 work 
I Number employed 286 286 - 95 173 18 
I Average wage $2.58 $2.58 $2.45 $2.65 $3.40 
i
!Miscellaneous 

Number employed 9 9 - 6 3 -
I ;Average wage $2.47 $2.47 $2.83 $1.75I 

Office of Administration and Management
Office of Management Information Systems 

https://J!mnb.er
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U.S. Department of Labor - Manpower Administration 

Table 3. EnrolJJnents by Major Occupa.tiona.l category, 
by Sex a.nd Race, a.nd Average Hourly Wa.ge 
After Training 

Occupational All 
Catei,:orv Enrollments Ma.le Female 

Professional, Tech., a.nd 
Managerial 

Number employed 3 - 3 
Average wage $.50 $.50 

Clerical a.nd sales 
, 

Number employed 7 - 7 
Average wage $1.60 $1.60 

Service . 
Number employed 10 3 7 
Average wage $1. 78 $1.75 $1.80 

I 

Th..."'"!!!, fish, :forestry 
..Number ,er.ployed ·-
Average wage 

Processing 
Number employed -
Average wage 

!-'.achine Trades 
!!umber employed -
Average wage 

Bench work 
Number employed· -
Average wage 

structural work 
Number employed 23 23 -
Average wage $2.80 $2.80 

Miscella.neous 
Number employed 23 23 -
Average wage . $3.75 $3". 75 

State: Wisconsin 
Program: Job Corps 
:E'.Y= 1974 

other 
White Ela.ck Minoritv 

3 - -
$.SO 

7 - -
$1.60 

10 
$1.78 

20 3 -
$3.00 $1.60 

. 
7 16 -

$2.73 $4."42 

Office of Administration a.nd Management 
Office of Management Information Systems 
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U, s, !)ep1rttlent of Lo.bar - 1-la.npower Administration 

~l.e 3. .Empl,oyment by Major Occupational. Category, 
by Sex and Race, and Average Hourl.yWage 
After Training 

Occupational. All 
CateQ'.orv EnroDlnents i-<.a:te FemaJ.e 

Professional., Tech., and 
Managerial. 

Number empl.oyed 48 40 !I 
Average wage $3.35 $3.51 . $2.62 

Cl.erical. and sal.es -
Number e:npl.oyed 21 15 6 
Average wage $2.76 $2.90 $2.44 

Service 
Number empl.oyed 4 2 2 
Average wage $2.07 $2.15 $2.00 

Fann, fish, forestry 
Humber ecyloyed -
Average wage 

~ocessing 
Number empl.oyed 2 2 -Average wage $3.00 $3.00 

Machine Trades 
Number empl.oyed 32 32 -
Average wage $3.24 - $3.24 

Bench work 
Number empl.oyed 6 4 2 
Average wage $2.98 $3.62 $1.70 

Structural. work 
Number employed • 17 17 -
Average wage $2.96 $2.96 

Miscel.l.aneous 
Number empl.oyed 4 4 -f! 
Average wage $3.32 $3.32 

State: 
Program: 
FY.: 

White 

25 
$3.36 

- 17 
$2.74 

4 
$2.07 

2 
$3.00 

23 
$3.19 

6 
$2.98 

17 
$2.96 

2 
$3.85 

Illinois 
JOP 
1971 

other 
Bl.ack Minoritv 

23 --
$3.37 

4 --
$2.85 

..__ 

,. 

9 -
$3.42 

"t' -

- -

2 -
$2.80 

Office of Administration and Ma.r.agement
Office of J.:,.nagement Information Systems 
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U.S. !)epa.rbnent of Iabor - !,!anpower Administration 

~l.e 3. ,Employment by i'.a.jor Occupational. Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Program: JOP 
After Training 

Occupational 
Cate1sorv 

Professional, Tech., and 
Managerial 

Number employed 
Average wage 

Clerical and sales 
Number employed 
Average wage 

Service 
Number empl.oyed 
Average wage 

Fann, fish, forestry 
Number employed 
Average wage 

Processing 
Number empl.oyed 
Average wage 

Machine Trades 
Number empl.oyed 
Average wage 

Bench work 
Number empl.oyed 
Average wage 

Structural. ·work 
Number empl.oyed' 
Average wage 

Miscell.aneous 
Number empl.oyed 
Average wage 

FY: l.971 

! 
All other 

Enrollments Mal.e Femal.e White Bl.a.ck Minoritv 

5 4 ], 5 - -
$3.97 $4.25 $3.41 $3.97 . 

. 
15 9 6 . 11 2 2 

$2.59 $2.85 $,2.l.6 $2.67 $2.25 $2.50 

·. 
11 7 4 7 4 -$2.40 $2.59 $2.02 $2.41. $2.40 

.. 
2 2· - 2 - - -

$1..80 $1..80 $1.80 ,. 

7 5 2 7 
$2.20 $2 ..18 $2.25 $2.20 

47 44 4 36 11 -
$2.74 . $2. 77 $2.38 $2.77 $2.64 

15 5 10 7 8 -
$2.23 $2.28 $2.20 $2.25 $2.21 

2!1 27 - 222 5 -
$2.92 $2.92 $3.02 $2.54 

11 11 - 5 6 -
$2.81 $2.81 $2.59 $3.03 

Office of Administration and J.'.a:r.agement
Office of J.'.anagement Information Systems 
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u.s. Department o'.f ID.bar - l'.anpower Adminiotration 

Tabl.e 3. ,Empl.oyment by Major Occupational. Category, 
by Sex and Race, and Average Hourl.y Wage 
After Training 

Occupational. All 
Cateizorv Enrollments Mal.e Female 

Pro'.fessional., Tech., and 
Ma.negerial. 

Number employed 19 19 -
Average wage $3.03 $3.03. 

Clerical. and sal.es . 
Number employed 24 17 7 
Average wage $2.39 $2.67 $1.77 

Service 
Number employed 5 5 -
Average wage $1.93 $1.93 

Fann, fish, '.forestry 
Number e,:;ployed 2. 2 -· 
Average wage $3.75 $3.75 

Processing 
Number empl.oyed 4 4 -
Average wage $2.77 $2.77 

JI.a.chine Trades 
Number employed 39 39 -
Average wage $2.71. . $2.71 

Bench work 
Number employed 9 7 2 
Average wage $2.47 $2.19 $3.60 

Structural. work 
Number employed: 22 22 -
Average wage $3.13 $3.13 

Miscel.l.aneous 
Number empl.oyed 4 4 ._ 
Average wage $2.62 $2.62 

State: 
Program: 
FY.: 

White 

19 
$3.03 

24 
$2.39 

5 
$1.93 

2· 
,·$3,75' 

4 
$2.77 

39 
$2.111 

7 
$2.34 

22 
$3.13 

4 
$2.62 

Minnesota 
JOP 
1971. 

other 
Bl.ack Minoritv 

- -
-· -

,.. 

-

- -

- 2 
$3.00. 

- -
- -

O'.ffice o'.f Administration and J/.a.na.gement 
O'.ffice o'.f Management In'.formation Systems 
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U.S. Department of Labor - I!anpOller Administration 

T}3.ble 3. E:nplo:-,-me:it b:; !,'.a.jor Occupatior.al. Category, 
by Sex and Ra.ce, and Average F.ot:r1y Wage 
After Training 

State: 
Program: 
FY.: 

Ohio 
JOP 
1971 

Occupationa1 
Cateo;orv 

All 
Enro1lments !-'.ale Female White B1e.ck 

other 
Minority 

Professiona1, Tech., and 
Mane.gerie.1 

Number employed 
Average wage 

C1erice.1 and se.1es 
Number employed 
Average wage 

2 
$2.80 

10 
$2.27 

2 
$2.80 . 

6 
$2.33 

-
-

4 
$2.20 

2 
$2.80 

3 
$2.42 

-
6 

$2.25 

-

l 
$2.10 

Service 
Number emplOY.ed 
Average wage 

2 
$1.90 

- 2 
$1.90 

- 2 
$1.90 

-
Fa.rm, fish, forestry 

Number employed 
Average wage 

Processing 
Number employed. 
Average wage 

-
3 

$2.50 
3. 

$2.50 
- 3 

$2.50 

I' 

- -
!-'.a.chine Trades 

Number employed 
Average wage 

16 
$2.67 

13 
$2.87-

3 
$1.80 

12 
$2.97 

4 
$1.86 

-
Bench wcirk 

Number employed 
Average wage 

3 
$2.67 

3 
$2.67 

- - 3 
$2.67 

Structural work 
Number employed· 
Average wage 

9 
$2.40 

9 
$2.40 

- 9 
$2.40 

- "'--

Miscellaneous 
Number employed 
Average wage 

3 
$1.90- - 3 

$1.90 
- 3 

$1.90 
-

-

Office of Administration and lw:agement 
Office of l-!allagement Information Systems 
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U.S. Department ,;,:f Ia.bor - J!a.npower Administration 

Table 3. .Employment by Major Occupationa1 Category, 
by Sex e:nd Race, and Average Hourly Wage 
A:rter Training 

Occupationa1 All 
Cateo:orv Enrollments !I.ale Female 

Pro:fessiona.l, Tech., and 
Managerial 

?lumber employed 29 10 19 
Average wage $2.08 $2.55 . $1.85 

Clerical and sales 
Number employed 19 12 7 
Average wage $2.33 $2.54 $1.97 

Service 
Number e,nploy:ed 43 12 31 
Average wage $2.13 $2.13 $2.13 

Farm, :fish, :forestry 
Number en:ployed -Average wage 

Processing 
Number employed. 4 3 1 
Average wage $2.36 $2.30 $2.50 

Machine Trades 
Number employed 32 31 1 
Average wage $2.23 - $2.26 $1.60 

Bench work 
Number e,nployed 58 23 35 
Average wage $1.87 $2.03 $1.77 

Structural work 
Number employed 78 59 19 
Average wage $1.91 $1.99 $1.65 

Miscellaneous 
Number employed 8 7 1 
Average wage $2.42 $2.47 $2.91 

State: 
Program: 
FY.: 

White 

28 
$2.08 

12 
$2.20 

26 
$2.12 

4 
$2.42 

28 
$2. 26· 

56 
$1.86 

77 
$1.89 

8 
$2.42 

. 
Wisconsin 
JOP 
1971 

other 
Black Minoritv 

1 -
$2.15 

3 4 
$2.29 $2.50 

15 2 
$2.15 $2.15 

,. 

- -
1 3 

$2.15 $1.75 

1 1 
$2.59 $1.80. 

- ·1 
$2.75 

- -

Ot"..:'ice o:f Administration and Management
O:ffice o:f Mo.nagement In:formation Systems 
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u.s. Department o:f Labor - !-!anpower Administration 

Table 3. Enrollments by Major Occupational Category, State: Illinois 
by Sex and Race, and Average Hourly Wage Program: JOP . 
A:fter Training FY: 1972 

! 
I 

Occupational All other 
Ce.:tegor:v· Enrolllnents Male Female White Black Minoritv 

Pro:fessional, Tech., and 
Jl.anagerial 

Number employed 91 64 27 47 41 -
Average wage $3.27 $3.56 $2.59 $3.03 $3.58 

, 
Clerical and sales 

Number emplcyed 157 84 73 69 87 l 
Average wage $2.65 $2.86 $2.42 $2.73 $2.59 $2,06 

Service 
Number employed 31 14 17 22 7 l 
Average wage $2.22 $2.45 $2.03 $2.15 $2.29 $3.20' 

,I 

:Fa=, :fish, :forestry 
Number employed 2 2 - 2 - -Average wage $2.00 $2.00 $2.00 

Processing 
Number employed -31 31 - 31 -
Average wage $3.21 $3.21 $3.21 

Jl.achine Trades 
Number employed . 175 •171 4 135 24 l 
Average wage $2.90 $2.91 $2.40 $2.83 $3.25 $3.36 

Bench work 
Number employed· 68 38 30 46 19 ~j 
Average wage $2.52 $2.83 $2.13 $2.47 $2.74 $2.32 

Structural vork 
Number employed 98 91 7 67 j1
Average wage -$3.63 $3. 72 $2.44 $3.23 $4.48 

Miscellaneous 
Number employed 55 49 6 43 12 -Average wage . $2.69 $2.77 $2.08 $2.57 $3.ll 

Office o:f Administration and Management 
Office o:f Jl.anagement Ini'ormation Systems 
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u.s. pepartment of Labor - J.!anp0><er Administration 

Table 3. EnrolJ.ll!ents by Major Occupational Category, 
by Sex and Race, and Average Hourly Wage 
Arter Training 

Occupational All 
Ca:te2"orv Enrol.Jl!lents Ma.le Female 

Professional, Tech.-, and 
Managerial 

Jiiumber employed 7 3 4 
Average wage $3.47 $3.76 $3.25 

-~ 
Clerical and sales 

Humber emplayed 10 6 4 
Average wage $2.92 $3.12 $2.62 

Service -
Jfumber employed 
Average wage 

4 
$2.37 

2 
$3.00 

2 
$1.75 ., 

Par:, fish, forestry 
Number employed 
Average wage -

Processing 
Number employed 4 4 -Average wage $3.15 $3.15 

Machine Trades 
Number employed 
Average wage 

13 
$?.78 

12 
$2.87 

1 
$1.69 

Bench work 
Number emplayed· 27 19 .8 
Average wage $2.37 $2.57 $1.90 

Structural work 
Number employed 
Average wage 

18 
$3.38 

18 
$3.38 

-
Miscellaneous 

Number employed 
Average wage . 12 

$2.74 
12 

$2.74 
-

State: Indian:i.-
Progralll: JOP 
FY: 19.72. 

White Black 

3 4 
$3.35 $3.56 

7 3 
$2.96 $2.83 

4 -
$2.37 

4 -
$3.15 

11 2 
$2.82 $2.55 

27 -
$2.37 

11 7 
$3.30 $3.50 

7 5 
$2.62 $2.92 

other 
Minoritv 

-
-
-

-

-

-
-
-

Office of Administration and Management 
Office of Management Information Systems 
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U.S. Depa.rb!ent o:f Labor - J,!anp01<er Administration 

Table 3. Enrollments by Major Occupa.tionaJ. Ca.tegory, 
by Sex and Ra.ce, and Avera.ge Hour:cy, We.ge 
A:fter Tra.ining 

0ccupa.tionaJ. All 
Ca.tel'(orv Enrollments Ma.l.e Fema.le 

Professional., Tech., and 
Mane.gerial. 

Number employed 27 23 4 
Average wage $3.62 $3.78 $2.66 

-~ 
Clerical. and sal.es 

?lumber employed 60 35 25 
Average wage $2.74 $2.99 $2.39 

Service 
Number employed 15 9 6 
Average wage $2.37 $2.55 $2.ll 

., 
F-...r.:i, fish, :forestry 

Number employed 3 3 -
Average wage $2.45 $2.45 

Processing 
Number employed 28 25 3 
Average wage $2.95 $3.04 $2.20 

?I.a.chine Trades 
Number employed 149 144 5 
Average wage $~.13 $3.15 $2.49 

Bench work 
Number employed· 57 43 14 
Average wage $2.87 $3.03 $2.39 

structural. work 
Number employed 100 100 -
Avera.ge wage $3.61 $3.61 

Miscellaneous 
Number employed 
Avere.ge wage . 39 

$2.78 
37 

$2.79 
2 

$2.62 

Sta.te: 
Program: 
FY: 

Michigan· 
JOP 
1972 

White Bl.a.ck 
other 

Minoritv 

24 
$3.63 

3 
$3.5,5 

-
49 

$2.78 
9 

$2.58 
2 

$2.75 

11 
$2.34 

4 
$2.47 

-
a 

$2.45 
- -

22 
$2.80 

6 
$3.40 

,_ 

129 
$3.13 

16 
$3.16 

4 
$2.90 

44 
$2.82 

13 
$3.06 

-

64 
$3.41 

35 
$4.02 

l 
$2.25 

32 
$2.76 

6 
$2.83 

l 
$3·.oo 

0:ffice o:f Administration and Management 
O:ffice of Management Ini'o:rma.tion Systems 
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U,S. Department of Labor - J.lanpower Administration 

Tab1e 3, Enrol.llllents by Major Occupationa1 Category, State: Minnesota 
by Sex and Race, and Average Hour:cy- Wage Program: JOP 
A:t'ter Training FY: J19'22 

Occupationa1 All other 
Ce.teflorv Enrollments Ma1e Fema1e White B1ack Minoritv 

Professiona1, Tech., and 
11anageria1 

Number emp1oyed 97 85 12 94 2 1 
Average wage $2.89··= $2.92 $2.72 $2.89 $2.40 $2.00 

-,
C1erica1 and sa1es 

Number emp1oyed 226 155 71 222 3 1 
Average wage $2.42 $2.65 $1.93 $2.43 $1.93 $2.35 

Service 
Number emp1oyed 48 25 23 43 2 3 
Average wage $2.02 $2.29 $1.72 $1.99 $2.15 $2.10 

Far::i, fish, forestry 
!,umber employed 6 6 - 6 -Average wage -

$2.37 $2.37 $2.37 

Processing 
Number employed -
Average wage 

Ma.chine Trades 
Humber employed . 262 • 247 15 245 2 13 
Average wage $2.61 $2.65 $2.00 $2.61 $2.95 $2.59 

Bench work 
Number employe·d· 198 114 84 190 1 7
Average wage $2.39 $2.68 $2.00 $2.38 $3.65 $2.33 

Structura1 work 
Number employed 192 188 4 189 1 2 
Average wage $2.89 $2.90 $2.78 $2.89 $3.50 $3.17 

Miscellaneous 
Number employed 50 49 1 49 1 
Average wage - $2.62 $2.61 $3.25 $2.60 $2.75 -

Of:t'ice of Administration and Management
Office of Management Infonnation Systems 
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u.s. Deparbnent of labor - J.!anpower Administration 

Table 3. Enrollments by Major Occupational Category, 
by .Sex and Race, and Average Hour:cy Wage 
A..."ter Training 

Occupational All 
Ce.te;:o:rv EnrolJJnents Ma.le Female 

Professional, Tech., and 
Managerial. 

Number employed 52 36 16 
Average wage $2.79 $2.99 $2.35 

. , 
Clerical. and sal.es 

Number employed· 19.4 131 63 
Average wage $2.54 $2.67 $2.27 

Service . 
Number employed 89 67 22 
Average wage $2.13 $2.19 $1.97 

., 
Fa-""'::l, fish, ~orestry. 

Number employed 11 11 -
Average wage $3.06 $3.06 

Processing 
Number employed. 51 47 4 
Average wage $2.55 $2.55 $2.51 

¥:a.chine Trades 
Humber employed 263 243 20 
Average wage $2_. 73 $2.80 $1.85 

Bench work 
Humber employe·d· 153 101 52 
Average wage $2.44 $2.61 $2.11 

Structural work 
Humber employed 258 257 l 
Average wage $3.01 $3.02 $2.58 

Miscellaneous 
Humber employed 
Average wage 

, 
. 25 

$2.56 
17 

$2.88 
8 

$1.90 

State: 
Program: 
FY: 

White 

45 
$2.85 

144 
$2.57 

72 
$2.12 

9 
$3.04 

32 
$2.66 

216 
$2.82 

119 
$2.54 

193 
$2.95 

15 
$2.82 

Ohio 
JOP 
1972-

Black 

7 
$2.43 

48 
$2.41 

17 
$2.10 

2 
$3.17 

19 
$2.35 

33 
$2.30 

34 
$2.08 

60 
$3.23 

10 
$2.17 

other 
Minoritv 

-

2 
$2.15 

\ -

-

-
l 

$1.80 

-
-

-

Office of Administration and Management
Office of Management Information Systems 
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U.S. Department o:f Labor - Iranpower Administration 

Table 3. Enrollments by Major Occupational Category, state: Wiscc~sin • 
by Sex and Race, and Average Hourly Wa.ge Program: JOP 
After TrainiDg FY: 1972. 

Occupational 
Catei,:orv 

All 
Enrolllllents Ma.le Female White Black 

other ' 
Minoritv 

Pro:fessional, Tech., and 
Ma.na.gerial. 

Number employed 
Average wage 

120 
$2.19 

37 
$2.66 

82 
$1.97 

103 
$2.20 

17 
$2.0,7 

.. 

-
cierical. and sales 

Number employed 
Average wage 

85 
$2.22 

35 
$2.56 

-~. 

so 
$1.99 

69 
$2.20 

11 
$2.21 

5 
$2.35 

Service 
Number employed 
Average wage 

153 
$2.08 

51 
$2.17 

102 
$2.04 

123 
$2.05 

28 
$2.22 

2 
$1.87 

' Fa...'":11, :fish, :forestry 
Number employed 
Average wage 

4 
$3.10 

4 
$3.10 

- 1 
$3.10 

3 
$3.10 

-
Processing 

Number employed 
Average wage 

70 
$2.38 

62 
$2.41 

8 
$2.10 

66 
$2.32 

2 
$3.29 

2 
$2.52 

l'.achine Trades 
Number employed 
Average wage 

284 
$2.43 

• 208 
$2.61 

76 
$1.92 

264 
$2.42 

6 
$3.15 

14 
$2.30 

Bench work 
Number employed· 
Average wage 

113 
$2.16 

58 
$2.35 

55 
$1.97 

95 
$2 •.13 

5 
$2.?0 

13 
$2.24 

Structural. work 
Number employed 
Average wage 

245 
$2.34 

233 
$2.37 

12 
$1.67 

226 
$2.,32 

1 
$3.50 

18 
$2.50 

Miscellaneous 
Number employed 
Average wage ., 41 

$2.33 
34 

$2.40 
7 

$1.95 
36 

$2.31 
- 5 

$2.48 

Office o:f Administration and Ma.na.gement
Office o:f Ma.nagement Ini'orma.tion Systems 
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U.S. Department 01' La.bor - !!anp01<er Administration 

Ta.b1e 3. Enrollments by Major Occupa.tionaJ. category, State: Illinois 
by Sex and Race, and Average Hourly Wage Program: JOP 
Ai'ter Training FY: 1973 

Occupa.tionaJ. All other 
Ca.teo;orv Enrollments Ma.le Female White Bl.a.ck Minoritv 

Proi'essionaJ., Tech., and 
Managerial. 

Number emp1eyed 124 90 34 66 47 11 
Average wage $3.14 $3.25 $2.85 $3.09 $3.26 $3.25 

Clerical. and sal.es -
Number emp1eyed 221 107 114 104 110 7 
Average wage $2.75 $3.01 $2.51 $2.82 $2.70 $2.43 

.Service 
Number emp1eyed 37 23 14 23 11 3 
Average wage $2.71 $3.08 "$2.12 $2.40 $3.23 $3:l20. 

::?..-::i, fish, forestry 
Number employed 3 3 - 3 - -
Average wage $1. 75 $1.75 $1.75 

"Processing 
Number employed 64 61 3 54 10
Average wage -

$3.26 $3.31 $2.35 $3.27 $3.16 

!-!a.chine Trades 
Number employed . 246 242 4 213 33 -Average wage $2.98 $2.99 $2.44 $2.96 $3.07 

Bench work 
Number employed 131 78 53 100 24 7 
Average wage $2.59 $2.91 $2.12 $2.49 $3.04 $2.32 

Structural work 
Number employed 167 144 23 114 50 3 
Average wage $3.68 $3.84 $2.67 $3.21 $4.79 $3.32 

Miscellaneous 
Number emp1eyed 90 83 7 61 27 2
Average wage . 

$3.08 $3.13 $2.45 $2.~6 $3.32 $3.21 

Offl.ce 01' Administration and Management
Oi'i'ice 01' Management Ini'orma.tion Systems 
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U.S. Department of Iabor - !-!anpow:er Administration 

TabJ.e 3. Enrollments by Major Occupational. category, 
by Sex and Race, and Average Hourly Wage 

State: 
Program: 
FY: 

White 

8 
$3.59 

lJ. 
$3.41 

5 
$2.46 

25 
$3.81 

23 
$3.27 

2J. 
$2.78 

21 
$3.22 

J.8 
$3.29 

Indiana 
JOP 
1973 

other 
Black Minoritv 

l -
$2.25 

5 -
$2.21 

l -
$3.00 

2 -
$4.27 

J. -
$3.00 

3 -
$3.06 

16 -
$3.33 

J. -
$3.78 

Office of Administration and Management 
Office of Management Information Systems 

After Training 

Occupational. 
Cateo:orv 

Professional., Tech., and 
Managerial. 

Number employed 
Average wage 

Clerical. and saJ.es 
Number employed 
Average wage 

Service 
Number employed 
Average wage 

' Fa...--:i, fish, forestry 
Humber employed 
Average wage 

Processing 
Number employed 
Average wage 

Ma.chine Trades 
Number empJ.oyed 
Average wage 

Bench work 
Number employe·d 
Average wage 

Structural. work 
Number empJ.oyed 
Average wage 

JIJ.sceJ.J.aneous 
Number empJ.oyed 
Average wage 

All 
Enrollments 

9 
$3.44 

J.6 
$3.01 

6 
$2.55 

-
27 

$3.84 

24 
$3.• 26 

24 
$2.82 

37 
$3.27 

.· J.9. $3.32 

Male FemaJ.e 

8 l 
$3.59 $2.25 

-~ 

10 6 
$3.56 $2.J.0 

.. 
6 -

$2.55 

27 -
$3.84 

23 l 
$3.25 $3.50 

22 2 
$2.88 $2.10 

27 10 
$3.46 $2.77 

19 -
$3.32 
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U.S. J)e:pa.rlment o:f Labor - J!anpower Administration 

Table 3. Enrollments by ·Major Occupationa1 Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Program: JOP 
After Training FY: 1973 

Occupationa1 All other 
Ca.te.,orv Enrollments Ma.le Female White Black Minoritv 

Pro:fessiona1, Tech., and 
Managerial 

Number employed 56 48 8 48 6 2 
Average wage $3.41 $3.59 $2.25 $3.40 $3.05 $5.07' 

Clerical and sales 
., . 

Number employed 
Average wage 

100 
$2.98 

64 
$3.18 

36 
$2.62 

82 
$2.97 

16 
$2.78 

·2 
$5.69 

Service 
Number employed 
Average wage 

42 
$2.49 

19 
$2.99 

23 
$2.10 

35 
$2.41 

7 
$2.91 

-
' Far:, fish, forestry 

Number employed 
Average wage -

Processing 
Number employed 32' 29 3 25 7 
Average wage $3.24 $3.29 $2.75 $3.07 $3.85 

Jl.achine Trades 
Number employed 
Average wage 

255 
$3,.69 

·249 
$3.71 

6 
$2.80 

227 
$3.66 

21 
$4.01 

7 
$2.75 

-Bench -work 
Number employed· 102 69 33 92 10 -Average wage $2.95 $3.26 $2.31 $2.89 $3.49 

Structural vork 
Number employed 
Average wage 

286 
$4.12 

286 
$4.12 

- 133 
$3.79 

146 
$4.42 

7 
$2.25 

Miscellaneous 
Number employed 
Average wage . 59 

$3.42 
53 

$3.54 
6 

$2.28 
53 

$3.43 
5 

$3.47 
1 

$3.00 

Office o:f Administration and Management 
Office o:f Management Illi'ormation Systems 
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U.S. Department of labor - l!anpower Administration 

Table 3. Enrolllllents by Major Occupational Category, State: Minnesota 
by Sex and Race, and Average Hourfy Wage Program: JOP 
A:fter Training FY: 1973 

Occupational All 
I 

other 
Catei;:orv Enrolllllents Male Female White Black Minority 

Professional, .Tech., and 
Managerial 

Number employed 110 94 16 108 2 -Average wage $3.28 $3.30 $3.18 $3.18 $9.00 

Clerical and saJ.es 
. , 

Number e:nployeci. 190 130 60 178 7 3 
Average wage $2.68 $2.90 $2.22 $2.70 $2.39 $2.51 

Service 
Number employed 
Average wage 

42 
$2.27 

26 
$2.48 

16 
$1.92 

37 
$2.25 

1 
$2.50 

2 
$2.l.2 

:'a..-:n, fish, forestry 
Number employed 
Average wage -

Processing 
Number employed 38 30 8 37 1 -Average wage $2.35 $2.44 $2.04 $2.32 $3.58 

?l.achine Trades 
Number employed . 269 • 248 21 255 4 9 
Average wage $2,.66 $2.72 $1.94 $2.64 $3.81 $2.75 

Bench work 
Number emplcyed· 89 48 41 85 - 3 
Average wage $2 ..39 $2.96 $1.73 $2.35 $3.25 

structural work 
Number emplcyed 152 150 2 148 - 2 
Average wage $2.93 $2.93 $2.50 $2.93 $2.35 

Mi.sce11aneous 
Number employed 
Average wage 

.-
. 44 

$3.05 
43 

$3.03 
1 

$3.75 
33 

$2.80 
9 

.$3.86 
-

Office of Administration and Management 
Office of Management Information Systems 
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U.S. I)eparbnent o'f "Labor - l!anpower Administration 

Tabl.e 3. Enrol.lJnents by Major Occupational. Category, State: Ohio 
by Sex a.nd Ra.ce, a.nd Avera.ge HourJ;y- Wa.ge Progrmn: JOP 
After Training FY: 1973 

Occupational. All other 
Ce.teti:Orv Enrollments Ma.l.e Fems.le White Black Minority 

Pro'fessional., Tech., a.nd 
Managerial. 

Number employed 42 28 14 39 3 -Average wage $3.08 $3.45 $2.33 $3.10 $2.83 
. , 

Cl.ericaJ. a.nd saJ.es 
Humber employed 107 88 19 94 13 
Avera.ge wage -

$2.78 $2.88 $2.77 $2.76 $2.67 

Service . 
Number employed 55 26 29 44 11 -Average wage $210 $2.38 $1.85 $2.10 $2.09 

' :Ea--=, fish, forestry ,__Number employed 13 13 - 13 -
Avera.ge wage $2.89 $2.89 $2.89 

Processing 
Number empl.oyed 24 19 5 24 - -
Average wage $2.57 $2.64 $2.26 $2.57 

P.a.chine Trades 
Number employed 274 269 5 250 24 -Avera.ge wage $2_. 84 $2.85 $2.22 $2.86 $2.60 

Bench work 
Number employed 102 78 24 84 18 -
Average wage $2.74 $2.86 $2.31 $2.78 $2.49 

structural. work 
Number empl.oyed 226 221 5 185 41 -
Average wage $3.12 $3.15 $1.82 $3.13 $3.ll . 

Miscellaneous 
Number empl.oyed 25 24 l 19 6 -
Avera.ge wa.ge . 

$3.09 $3.10 $1.75 $3.25 $2.57 

Office o'f Administration a.nd Management 
O'f'fice o'f Management In:formation Systems 

https://Avera.ge
https://Avera.ge
https://Avera.ge
https://Avera.ge
https://HourJ;y-Wa.ge
https://Avera.ge
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U.S. Depar"bnent of Ia.bor - l!anpower Administration 

TabJ.e 3. Enrolllnents by ·Major Occupational. Category, State: Wisconsin 
by Sex a.nd Race, a.nd Average Hourly Wage Program: JOP 
After Training FY: 1973 

Occupational. All other 
Categ;orv EnrolJll!ents MaJ.e FemaJ.e White Black Minoritv 

Professiona.J., Tech., a.nd 
Ma.nageria.J. 

Number employed J.57 70 87 J.07 36 13 
Average 'llll.ge $2.54 $2.80 $2.34 $2.56 $2.5!) $2.47 

Clerica.J. a.nd sa.J.es 
., 

Number empJ.oyed 129 56 73 114 4 10 
Average '118.ge $2.21 $2.49 $1.99 $2.22 $2.51 $1.86 

Service 
Number employed 
Average 'llll.ge. 110 

$1.99 
49 

$2.12 
61 

$1.88 
BJ. 

$J..96 
21 

$2.17 
B 

$1.76 

F=, fish, forestry 
Number employed
Average wage 

10 
$2.40 

10 
$2.40 

- 6 
$2.J.B 

- 4 
$2.72 

Processing 
Number empJ.oyed 
Average '118.ge 

48 
$2.64 

45 
$2.65 

3 
$2.60 

39 
$9.64 

6 
$2.76 

-
l 

$J..60 

¥.a.chine Trades 
Number empJ.oyed 350 2·283 67 319 6 21 
Average '118.ge $2_.60 $2.7J. $2.14 $2.63 $3.09 $2.03 

Bench-work 
Number employed· 
Average wage 

166 
$2.22 

93 
$2.45 

73 
$1.91 

J.43 
$2.19 

5 
$2.82 

17-
$2.28 

structura.J. 'WOrk 
Number empJ.oyed 
Average '118.ge 

220 
$2.5J. 

215 
$2.53 

5 
$1.78 

176 
$2.60 

2 
$3.32 

41 
$2.07 

J,',isceJ.J.a.neous 
Number empJ.oyed 
Average '118.ge 

, 
65. $2.21 

36 
$2.46 

29 
$1.89 

54 
$2.20 

3 
$3.00 

7 
$1.98 

Office of Administration a.nd Management
Office of Management Ini'orrna.tion Systems 
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U,S. Department o:f Ia.bor - J!anpower Administration 

Table 3. EnrolJ.ments by Major Occupational Category, 
by Sex .and Race, and Average Hourzy Wage 
A:fter Training 

, 
Occupational All 
Catego?"\'" Enro1J.ments Ma.J.e Fema.1e 

Professional, Tech., and 
Ma.na.geria.1 

Number employed 17 15 2 
Average wage $;3.30 $3.25 $3.81 

Clerica.1 and sa.1es 
., 

Number emp1ayed 15 8 7 
Average wage $3.36 $3.82 $2.77 

Service . 
Number einplayed 3 3 -Average wage $3.00 $3.00 

' .P:?.=, fish, :forestry 
Number employed -
Average wage 

Processing 
Number employed. 10 10 -
Average wage $3.44 $3.44 

?,I.a.chine Trades 
Number employed 43 43 -
Average wage $~.10 $3.10 

Bench work 
Number emp1ayed 21 7 14 
Average wage $2,56 $3.00 $2.34 

Structura.1 work 
Number employed 34 34 -Average wage $4.41 $4.4i 

Misce1la.neous 
Number employed 15 15 -
Average wage ' $2.89 $2.89 

State: Illinois 
Program: JOP 
FY: 1974 

other 
White Black Minoritv 

10 7 -
$3.40 $3.16 

12 3 -
$3.19 $3.93 

2 l -
$3.00 $3.00 

8 2 -
$3.58 $2.75 

34 9 -
$3.09 $2.93 

14 7 '-

$2.34 $3.00 

22 12 -
$3.82 $5.52 

..__ 

$2.83 $3.07 
10 5 

Office o:f Administration a.nd Management 
Office o:f J.lana.gement Ini'orma.tion Systems 
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U.S. Department of Labor - Hanpower Admiirl,stration 

TabJ.e 3. Enrollments by ·Major Occupational. Category, 
by Sex and Race, and Average Hourl;y- Wage 
After Training 

Occupational. All 
Ca"tesi;orv Enrollments Mal.e FemaJ.e 

Professional., Tech., and 
Managerial 

Number empJ.oyed 2 2 -Average wage $5.00 $5.00 -

CJ.erical and sales 
·, 

Number e:npJ.oyed 5 ..._ 5 
Average wage $2.40 $2.40 

Service 
Number empl.oyed l l -Average wage $3.00 $3.00 

' l'ar.:l, fish, forestry 
Number employed -Average wage 

Processing 
Number empJ.oyed. 19 14 5 
Average wage $4.0l $4004 $3.93 

Ma.chine Trades 
Number employed 8 7 l 
Average wage $3.38 $3.36 $3.50 

Bench work 
Number employed· 4 4 -
Average wage $3.34 $3.34 

Structural work 
Number employed 6 5 l 
Average wage $3.94 $4.33 $2.03 

Miscellaneous 
Number employed 
Average wage ;• 

2 
$3.76 

2 
$3.76 

State: Indiana 
Program: JOP 
FY: J.974 

White Black 

2 -$5.00 

*- 4 
$2.50 

l ,__ 

$3.00 

14 5 
$4.03 $3.95 

8 -$3.38 

3 l 
$3.23 $3.69 

4 2 
$3.79 $4.25 

l l 
$3.75 $3.78 

other 
Minoritv 

-

-
-

-

-

-

-

-

Office of Administration and Management
Office of Management Information Systems 
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U.S. Department o:f Labor - J'.anpower Administration 

Tab1e 3. Enrollments by Major OccupationaJ. Category, 
by Sex and Ba.ce, and Average Hourly Wage 
A:fter Training 

0ccupationaJ. All 
Catesr:orv Enrolll11ents Ma.le Female 

Pro:fessional, Tech., and 
Managerial 

Number employed 3 3 -
Average wage $3.56 $3.56 

- , 
Clerical and sales 

Number empJ.oyed 26 17 9 
Average wage ~.2-91 $3.48 $2.74 

Service 
Number employed 6 3 3 
Average wage. $2.35 $2.50 $2.20 

Far.::, :fish, :forestry 
Number employed -
Average wage 

Processing 
!!umber empJ.oyed 6 6 -
Average wage $3.25 $3125 

J.'.achine Trades 
Number empJ.oyed - 88 88 -
Average wage $~.98 $3.98 

Bench work 
Number employe·d 
Average wage 

11 
$3.07 

11 
$3.07 

-
Structural work 

Number empJ.oyed 
Average wage 

37 
$3.87 

37 
$3.87 

-
?ldsceJ.J.aneous 

Number empJ.oyed 
Average wage . 11 

$4.20 
11 

$4.20 
-

State: Michigan 
Program: JOP 
FY: 1974 

other 
White Black Minoritv 

- 3 -
$3.5!5 

20 3 3 
$3.01 $2.30 INA 

3 3 -
$2.50 $2.20 

3 3 -
$3.25 $3.25 

77 11 -
$3.95 $4.20 

11 
$3.07 

28 9 -
$3.86 $3.85 

11 - -
$4.20 

Office o:f Administration and Management 
Q:ffice o:f Management Ini'ormation Systems 



527 

U.S. Department o"f Labor - Manpow:er Administration 

Table 3. EnroD:ments by Major Occupational Category, State: Minnesota 
by Sex and Race, and Average Hourly Wage Program.: JOP 
After Training FY: 1974 

Occupational All other 
Cate2:orv Enrol.JlJlents Male Female White Black Minoritv 

Pro"fessional, Tech., and 
ManageriaJ. ' 

Number employed 32 23 9 31 1 -Average wage $3.34 $3.30 $3.43 $3.25 $6.00 
-,

Clerical and saJ.es 
I-lumber employed 68 45 23 64 3 1Average wage $2.75 $2.98 $2.31 $2.76 $2.58 $2.50 

Service . ·") 

Number employed 6 2 4 5 -Average wage -
$2.29 $2.70 $2.08 $2.30 .. 

~, fish, forestry 
Number employed -Average wage 

·Processing 
Number employed 16 11 5 16 -Average wage -

$2.69 $2.97 $2.08 $2.69 

1-!achine Trades 
Number employed 79 75 4 72 2 5Average wage $2,87 $2.93 $1.75 $2.85 $4.25 $2.70 

Bench work 
Number employed· 44 14 30 41 3Average wage -

$2.28 $3.07 $1.92 $2.22 $3.12 
StructuraJ. work 

Number emplcyed 40 40 38 1Average wage - -
$3.10 $3.10 $3.08 $2.35 

~1scellaneous 
~umber employed .. 

;• 11 11 - 7 2 1Average wage 
- - $3.43 $3._43 $3.31 $3.75 $3.30 

Office o"f Administration and Management 
Oi'fice o"f Management Ini'ormation Systems 
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u.s. Department o:f Iabor - l-!anpower Administration 

TabJ.e 3. .EropJ.c,yment by Major Occupational. Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupational. All 
Cate,;O?".\' EnroDlnents J.l.aJ.e Femal.e 

Pro:fessionaJ., Tech., and 
Managerial. 

Number empJ.oyed 7 5 2 
<.= Average wage %5.05 $5.93 $2.40 

. 
~CJ.ericaJ. and sal.es 

Number empJ.oyed 27 J.8 9 
Average wage $2.94 $3.J.4 $2.5J. 

Service 
Number empJ.oyed 5 5 -Average wage $2.63 $2.63 

?ar:n, :fish, :forestry 
Humber empJ.oyed 3 3 -Average wage $2;35 $2.35 

Processing 
number empJ.oyed. -
Average wage 

Jt.e.chine Trades 
Humber empJ.oyed 77 77 -
Average wage %3.05 $3.05 

Bench work 
Humber empJ.oyea.· 20 J.8 2 
Average wage $2.79 $2,87 $2.00 

Structural. work 
Hm:iber empJ.oyed 40 35 5 
Average wage $2.92 $3.08 $J..82 

MisceJ.J.aneous 
Number empJ.oyed 7 7 -
Average wage $2.59 $2.59. 

State: 
Program: 
FY: 

White 

3 
$6.82 

20 
$2.95 

5 
$2.63 

3 
$2.35 

70 
$3.J.J. 

18 
$2.78 

33 
$2.93 

5 
$2,67 

Ohio 
JOP 
J.974 

BJ.ack 

4 
$3.27 

7 
$2.93 

-
-

,, 

7 
$2.40 

2 
$2.96 

7 
$2.78 

2 
$2.35 

other 
Minority 

-

-

-
-

-
-
-

-

O:f:fice o:f Administration and Management
O:ffice o:f Management Inf'orma.tion Systems 
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u.s. Department of Iabor - lwipcw:er Administration 

Ta.bl.e 3, .EnrpJ.oyment ·by Major Occupational. Category,. State: Wisconsin 
by Sex and Race, and Average HourJy·Wage Program: JOP 
After Training •· , FY: 1974 

Occupational. All othe.r 
Catea:orv Enrol.JJnents Mal.e Femal.e White BJ.ack Minoritv 

Professional., Tech,, and 
!Wlagerial. 

Number empJ.oyed 32 20 12 3J. 1 .._ 
Average wage $2. 71 $3.11 $2.00 $2.73 $2.25 

Cl.erical. and sal.es , 
rlumber empJ.oyed 
Average wage 

38 
$2.37 

18 
$2.64 

20 
$2.12 

30 
$2.45 

1 
$3.10 

7 
$1.94 

Service 
Number empl.oyed 
Average wage 

14 
$2.16 

5 
$2.33 

9 
$2.07 

12 
$2.07 

2 
$2.61 

-
Farm, fish, forestry 

Number employed -Average wage 

Processing 
Number empJ.oyed 20 20 - 18 2 -Average wage $3.40 $3.40 $3.45 $3.05 

:V.achine Trades 
Number empJ.oyed-
Average wage 

140 
$2_. 75 

126 
$2.79 

.14 
$2.45 

126 
$2.71 

9 
$3.37 

5 
$2.45 

Bench work 
Number empJ.oyed· 
Average wage 

67 
$2.56 

39 
$2.65 

28 
$2.4'.3 

52 
$2.49 

2 
$2.96 

13 
$2_._31 

Structural. work 
Number empJ.oyed 
Average wage 

111 
$2.49 

110 
$2.49 

1 
$2:83 

98 
$2.53 

<2 
$3.15 

: 
' 
11 

$1.96 

-Miscellaneous 
Number empl.oyed 
Average wage . 7 

$2.92 
5 

$2.82 
2 

$3.11 
5 

$3.23 
1 

$3.00 
1 

$1.60 

Office of Administration and !Wlagement
Office of Management Information Systems 
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U.S. Department of: labor - l!anpower Admini!'tration 

Table 3. Enrollments by Major Occupationa1 Category, 
by Sex and Race, and Average Ho=1y Wage 
After Training 

Occupationa1 All 
Catei,:orv Enrollments Male Female 

Prof:essional, Tech., and 
Managerial 

Number employed 275 180 95 
Average wage $3.90 $4.19 $3.35 

- , 
Clerical and sales 

Number empleyed 164 24 140 
Average wage $2.79 $3.25 $2.71 

Service 
Nm:iber employed 250 189 61 
Average wage $3.43 $3.66 $2.:75 

I 

Tu.--::i, 'fish, 'forestry 
Nm:iber employed 34 34 -Average wage $3.14 $3.14 

:Processing 
Nwriber empleyed 5 5 -Average wage $3.81 $3.81 

!I.a.chine Trades 
Number empleyed 7 7 -Average wage $4.56 $4.56 

Bench -work 
Nu:nfuer empleyeii" 4 4 -
Average wage $4.36 $4.36 

Structural -work 
Number employed 171 166 5 
Average wage $3.73 $3.74 $3.19 • 

Miscellaneous 
Number employed 47 45 2 
Average wage ; 

$3.89 $3.95 $2.56 

State: Illinois 
Program: PEP 
FY: 1972 

other 
White Black Minoritv 

144 118 4 
$4.31 $3.35 $3.89 

90 67 3 
$2.85 $2.71 $2.91 

,. 
175 70 -

$3.52 $3.23 

20 12 -
$3.20 $3.10 

3 2 -
$3.27 $4.63 

5 2 -
$4.93 $3.64 

3 1 -
$4 .38 $4.29 

122 37 1 
$3.77 $3.71 $3.40 

39 8 -
$3.97 $3.53 

Office of: Administration and Management 
Office o:r Management Ini'ormation Systems 
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u.s. Department of labor - Hanpower Administration 

IndianaTable 3. Enrollments by Major Occupational Category, 
by Sex and Ra.ce, and Average Hourly Wage 
After Training 

Occupationa.1 All 
Ca:teaorv Enrol1ments Ma.le Female 

Professiona.1, Tech., and 
Managerial. 

Number emplayed 150 86 64 
Average wage $3.86 $3.96 $3.72 

.,.
Clerical. and sal.es 

Number employed· 100 11 88 
Average wage $2.69 $3.29 $2.62 

Service 
Number employed 262 203 59 
Average wage $2.82 $2.94 $2.41 ,, 

Fa.r::i, fish, forestry 
Number employed 41 40 1 
Average wage $3.31 $3.27 $4.80 

Processing 
Number employed 7 6 1 
Average -wage $2.68 $2.83 $1.78 

Ma.chine Trades 
Number emplayed 21 • 20 1
Average wage $3,09 $3.07 $3.50 

Bench work 
Number employe·d· 4 4 -Average wage $3.25 $3.25 

Structural. work 
Number employed 183 181 2 
Average wage $3.10 $3.09 $3.63 

:i.<iscellaneous 
Number emplayed 61 58 
Average wage . $3.26 $3.28 $2.71 

3 

State: 
Program: 
FY: 

White 

94 
$4.06 

73 
$2.69 

228 
$2.81 

28 
$3.26 

3 
$2.37 

17 
$3.13 

4 
$3.25 

159 
$3.07 

41 
$3.13 

PEP 
1972 

Black 

50 
$3.45 

26 
$2.71 

31 
$2.85 

9 
$3.66 

3 
$2.98 

2 
$3.13 

-

15 
$3.45 

14 
$3.50 

other 
Minoritv 

2 
$3.96 

-

1 
$2.55 

-

-

l 
$2.55 

-· 

-
l 

$3.84 

Oi'i'ice of Administration and Management 
Office of Management lni'orma.tion Systems 
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U,S, Department o:f Labor - lla.npower Administration 

Table 3, Enrollments by Major OccupationaJ. Category, State: 
Program: 
FY: 

White 

326 
$4.30 

277 
$3.11 

325 
$3.58 

87 
$3.88 

38 
$4.02 

10 
$4.28 

7 
$3.91 

202 
$3.86 

85 
$3.68 

Michigan 
PEP 
1972 

other 
Black Minoritv 

' 

79 5 
$3.7-7 $4.85 

so 6 
$3.02 $2.71 

49 1 
$3.41 $3.32 

12 1 
$4 .11 $3.55 

5 -
$4.04 

- -

1 -
$4.25 

22 8 
$3.66 $3.21 

8 1 
$3.39 $3.25 

by Sex and Race, 
A:fter Trainillg 

OccupationaJ. 
Cateisorv 

Pro:fessionaJ., Tech,, and 
Managerial 

Number employed 
Average wage 

Clerical and sales 
Number employed 
Avera,ge wage 

Service 
Number employed 
Average wage. 

:a.rm, :fish, :forestry 
Number employed 
Average wage 

Processing 
Number employed 
Average wage 

11.achine Trades 
Number employed 
Average wage 

l!ench work 
Number employe·d 
Average wage 

structural.work 
Number employed 
Average wage 

Miscellaneous 
Number employed 
Average wage 

and Average Hour]¥ Wage 

All 
Enrollments • 

421 
$4_.20 

345 
$3.08 

400 
$3.57 

113 
$3. 02°,,-

44 
$4.02 

13 
$4,35 

9 
$3.84 

244 
$3.79 

103. 
$3.65 

Ma.:l.e Female 

260 161 
$4.27 $4.09 

-~ 
47,l 293 

$3.75 $2.98 

330 64 
$3.77 $2.60 

103 9 
$3.89 $3.14 

41 3 
$4.04 $3.72 

13 -
$4.35 

7 -
$4.03 

241 2 
$3.80 $2.76 

95 6 
$3.66 $3.73 

Office o:f Administration and Management 
O:ffice o:f Management :rn:rorma.tion Systems 
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U.S. Department o:r labor - Manpower Administration 

TabJ.e 3. Enrollments by Major Occupational. Category, State: Minnesota 
by Sex and Race, and Average Hour]¥ Wage Program: PEP 
A:rter Training • FY: J.972 

Occupational. 
Ce.tel'!orv 

All 
Enrollments Mal.e Feme.J.e White BJ.ack 

other 
Minoritv 

Pro:fessione.J., Tech., and 
Managerial. 

Number empJ.oyed 299 23J. 68 266 2J. 8 
Average wage 

CJ.ericaJ. and saJ.es 

$4.2J. $4.30 $3.92 -, 
$4.32 $3.2.9 $2.72 

Number e:npJ.oyea.· J.72 49 J.23 J.65 5 2 
Average wage $2.80 $2.33 $2.58 $2.79 $3.04 $2.93 

Service . 
Number empJ.oyed J.5J. J.20 3J. J.34 8 7 
Average wage $1J.42 $3.66 $2.51 $3.32 $4.02 $4.30 

To....""'::, fish, :forestrJ 
Number employed 
Average wage 

42 
$4.J.4 

42 
$4.J.4 

- 39 
$4.10 

- l 
$4.75 

Processing 
Number employed -
Average wage 

i!a.chine Trades 
Number employed 
Average wage 

17 
$1.lO 

17 
$4.10 

- 14 
$4.55 

- 3 
$2.00 

Bench work 
Number empJ.oyed 
Average wage 

3 
$2.70 

3 
$2.70 

- 3 
$2.70 

-
Structural. work 

Number empJ.oyed 89 88 l 85 3 l 
Average wage $4.14 $4 .J.6 $3.05 $4.lO $5.51 $4.00 

MisceJ.J.aneous 
Number empJ.oyed 
Average wage ' 

33 
$3.82 

33 
$3.82 

- 26 
$4.31 

- 7 
$2.00 

O:r:rice o:r Administration and Management
Office o:r Management Ini'ormation Systems 
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U.S. Department of Labor - J.!a.np01<er Administration 

Ta.ble 3. Enrollments by Major Occupationa.l Category, 
by Sex a.nd Ra.ce, a.nd Average Hourly Wa.ge 
After Training 

Occupa.tiona.l All 
Ca.teaorv Enrollments Ma.le Female 

Professional, Tech., a.nd 
Ma.nageria.l 

Number employed 340 210 130 
Average wage $3.98 $3-.85$4.05 . 

Clerical a.nd sa1es -
Number employed 236 61 175:-
Average wage $2.95 $3.70 $2.69 

Service 
Number employed 513 437 76 
Average wage $3.51 $3.70 $2.45 

.• 
F=, fish, forestry 

Number employed 59 59 -Average wage $3.43 $3.43 

Processing 
Number employed 35 32 3 
Average wage $3.36 $3.45 $2.38 

¥.a.chine Trades 
Number employed 37 37 
Average wage -

$3.74 $3.74 

Bench work 
Number employed· 12 12 -
Average wage $3.40 $3.40 

Structural work 
Number employed 268 "262 5 
Average wage $3.35 $3.37 $2.43 

Miscella.neous 
Number employed 178 171 7 
Average wage . $3.48 $3.48 $3.33 

State: 
Program: 
FY: 

White 

242 
$4.14 

168 
$3.00 

364 
$3.61 

43 
$3.43 

29 
$3.35 

33 
$3.77 

11 
$3.41 

219 
$3.30 

128 
$3.41 

Ohio 
PEP 
1972 

Bla.ck 

93 
$3.58 

65 
$2.84 

143 
$3.28 

14 
$3.69 

6 
$3.41 

4 
$3.44 

1 
$3.27 

43 
$3.62 

48 
$3.68 

other 
Minoritv 

1 
$3.38 

-

-

-

-

-

-

1 
$3.00 

-

Office of Administration a.nd Ma.na.gement
Office of Ma.na.gement Ini'orma.tion Systems 
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u.s. Department of Labor - Manpower Administration 

Tabl.e 3. .Empl.oyment by Major Occupational. Category, State: Wisconsin 
by Sex and Race, and Average Hourly Wage Program: PEP i./ 
After Training FY: 1972 

Occupational. 
Catea:or:v-

All 
Enrol.lments Mal.e Female White Bl.ack 

other 
Minoritv 

Professional., Tech., and 
Managerial. 

Number employed 205 148 56 173 20 5 
Average wage $4.26 $4.47 $3.64 $4.29 $3.75 $4.93 

Clerical. and sal.es -~ 
Number empl.oyed l.36 30 105 l.14 l.3 3 
Average wage $2.93 $3.59 $2.74 $2.95 $2.88 $2.48 

Service 
Number employed 
Average wage 

141 
$3:49 

. 
106 

$3.66 
35 

$2.97 
120 

$3.52 
l.3 

$3.48 
-

Fa.r:n, fish, forestry 
Number empl.oyed 
Average wage 

42 
$3.62 

42 
$3.62 

- 38 
$3.62 

2· 
$3.95 

l. 
$2.25 

Processing 
Number empl.oyed 4 2 - 1 - -Average wage $3.97 $3.66 $3.28 

JI.a.chine Trades 
Number empl.oyed 
Average wage 

8 
$4.• 17 

8 
$4.17 

- 7 
$4.22 

- -
Bench work 

Number empl.oyea.· 
Average wage 

2 
$2.9l. 

- ·2 
$2.91 

- 1 
$2.9i 

-
Structural. work 

Number empl.oyed 44 44 - 34 6 4 
Average wage $3.24 $3.24 $3.27 $3.42 $2.76 

Miscel.l.a.neous 
Number employed 
Average wage . l.16 

$3.92 
l.16 

$3.92 
- 82 

$3.9l. 
29 

$3.98 
3 

$3.43 

Office of Administration and Management
Office of Management Information Systems 
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U.S. Department o:f Iabor - Manpower Administration 

Tabl.e 3. ,Enrpl.oyment by Major Occupational. Category, 
by Sex and Race, and Average Hourly Wage 
A:fter Training 

Occupational. All 
Catea:orv Enrol.JJnents Ma.l.e Femal.e 

Pro:fessionaJ., Tech., and 
Ma.nagerie.J. 

Number empl.oyed 654 386 268 
Average wage $3.93 $4.34 $3.34 

·, 
Number empl.oyed 490 49 441 
Average wage 

CJ.erice.J. and sal.es 

$2.80 $3.43 $2.73 

Service 
Iiu!:lber empl.oyed 510 391 119 
Average wage $3.44 $3.60 $2.89 

' Farm, :fish, :forestl",ll; 
Number employed 89 89 -Average wage $3.53 $3.53 

Processing 
Number empl.oyed 12 12 -
Average wage $3.92 ~3.92 

i~chine Trades 
Number empl.oyed• 10 10 -
Average wage $4._.68 $4.68 

Bench work 
Number employed· 7 7 -
Average wage $4.38 $4.38 

Structure.J. work 
Number empJ.oyed 305 297 8 
Average wage $3.65 $3.66 $3.32 

MisceJ.J.aneous 
Number empl.oyed 97 97 -' Average wage $3.88 $3.88

' 

State: Il.linois 
Program: PEP 
FY: 1973 

other 
White BJ.a.ck Minoritv 

337 275 42 
$4.46 $3.32 $3.77 

238 230 22 
$2.89 $2.68 $3.67 

302 188 20 
$3.58 $3.20 $3.72 

47 42 -
$3.43 $3.74 

10 2 -
$3.46 $5.76 

5 5 -
$6.01 $3.38 

7 - -
$4.38 

196 72 37 
$3.74 $3.52 $3.40 

72 25 -
$3.82 $4.04 

O:f:fice o:f Administration and Management 
O:ffice o:f Management In:formation Systems 
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U.S. Department of Iabor - Manpower Administration 

Table 3. EnroJJ.ments by Major Occupationa1 Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupationa1 All 
Caterrorv EiirolJl!lents Ma.J.e Female 

Professional, Tech., and 
Manageria1 

Number employed 283 133 150 
Average wage $3.93 $3.84 $4.02 . 

Clerica1 and sa1es 
, 

Number employed.· 141 10 131 
Average wage $2.58 $3.24 $2~55 

·service 
Number employed 
Average wage 

419 
$2.86 

318 
$3.00 

101 
$2.41 

' Far.n, fish, forestry 
Number employed 84 84 -Average wage $2.93 $2.93 

Processing 
Number employed. 
Average wage 

7 
$2.18 

2 
$3.46 

5 
$1.54 

J.<.achine Trades 
Number employed 26 26 -Average wage $~.95 $2.95 

Bench work 
Number employed· 9 9 -Average wage $3.38 $3.38 

Structura1 work 
·Number employed 380 380 -
Average wage $3.02 $3.02 

Miscellaneous 
Number employed 
Average wage ; 120 

$3.00 
118 

$3.01 
2 

$2.43 

State: 
Program: 
FY: 

White 

206 
$4.06 

117 
$2.59 

377 
$2.85 

70 
$2.85 

5 
$1.54 

22 
$2:96 

9 
$3.38 

351 
$2.99 

93 
$3.02 

Indiana 
PEP 
1973 

B1ack 

70 
$3.6.2 

24 
$2.58 

35 
$2.84 

14 
$3.49 

2 
$3.46 

2 
$3".26 

29 
$3.44 

14 
$3.22 

other 
Minoritv 

7 
$4.93 

-

7 
$2.70 

-
-

2 
$2.55 

-

-

13 
$~.84 

Office of Administration and Management 
Office of Management Inf'ormation Systems 
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U.S. Department o:f Labor - Manpower Administration 

Tabl.e 3. .Empl.c,yment by Major Occupational. Category, State: Michigan 
by Sex and Race, a.nd Average Hourly Wage Program: PEP 
After Training FY: l.973 

Occupational. All other 
Catea:or:v Enrol.lments Mal.e Fema.l.e White Bl.a.ck Minoritv 

Professiona1, Tech., and 
Managerial. 

Number empl.oyed 790 466 324 489 269 32 
Average wage $3.73 $3.89 $3.50 $4.26 $2.68 $5.05 

. , 
Number empl.oyed 396 56 340 308 63 25 
Average wage 

Cl.erical. and sal.es 

$3.l.O $3.6!. $3.05 $3.l.6 $3.00 $2.65 

Service 
Nmnber empl.oyed 530 435 95 43!. 76 23 
Average wage $3.64 $3.85 $2.97 $3.65 $3.52 $4.04 ., 

Fa.l'!:l, :fish, :forestry 
iimnber empl.oyed l.67 l.58 9 l.39 l.4 l.4 
Average wage $3.64 $3.64 $3.63 $3.63 $3.8!. $3.55 

Processing 
Nmnber empl.oyed 44 .44 32 12 
Average wage $4.32 $4.32 $4.4!. $4.04 

i:achine Trades 
Nmnber empl.oyed l.6 l.6 l.6 -Average wage $4.35 $4.35 $4.35 

Bench work 
NUlllber empl.oye·d 14 l.4 14 -- -Average wage $4.0l. $4.01 $4.01 

Structural. work 
Nmnber empl.oyed 294 289 5 234 39 2l. 
Average wage $3.67 $3.68 $2.76 $3.76 $3.3!. $3.20 

f M':iscel.l.aneous 
NUlllber empl.oyed l.28 l.18 10 l.07 19 2 
Average wage . $3.59 $3.54 $4.5!. $3.56 $3.25 $3.25 

: 

Ottice o:f Administration and Management
Ottice o:f Management Ini'orma.tion Systems 
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U.S. Department of labor - Manpower Administration 

Table 3. -Emplcyment by Major Occupational Category, 
by Sex and Race, and Average Hourly Wage 
After Training 

Occupational All 
Ca.teo:or:v Enrolllllents Male Fems.le 

Professional, Tech., and 
1-:a.na.gerial 

Number employed 258 189 69 
Average wage $4.43 $4.31 $4.21 

Clerical and sales , 
Number emplcyed 146 44 102 
Average wage $2.90 $3.57 $2.61 

Service 
Humber employed 
Average wage 

121 
$3.50 

. 
94 

$3.76 
27 

$2.58 

Fa.r:n, fish, forestry 
Number e:nployed 
Average wage 

27 
$3.41 

27 
$3.41 

-
Processing 

Number employed -Average wage 

!'.a.chine Trades 
lfumber employed 20 20 -
Average wage $4-13 $4.43 

Bench work 
Number employed 
Average wage 

3 
$2.75 

3 
$2.75 

-
Structural work 

Number employed 95 95 -
Average wage $4.43 $4,.43 

Miscellaneous 
Number employed 25 25 -
Average wage . $4.60 $4.60 

State: Minnesota 
Program: PEP 
FY: 1973 

other 
White Bla.ck Minoritv 

224 28 6 
$4.49 $3. 72 $2.71 

134 12 -
$2.83 $3.68 

95 15 11 
$3.25 $4.13 $4.84 

22 5 -
$3.68 $2.27 

20 
$4 .43 

3 
$2.75 

85 7 3 
$4 .41 $5.28 $4.00 

25 - -
$4.60 

Office of Administration and Management 
Office of Management Information Systems 
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u.s. Department of Iabor - Manpower Administration 

Table 3. -Employment by Major Occupational. Category, 
by Sex and Race, and Average Hourl.y Wage 
After Training 

Occupational. All 
catee;orv Enrollments MaJ.e Fema.1.e 

Professional., Tech., and 
V.ana.gerial. 

Number employed 434 268 166 
Average wage $3.90 $4.01 $3.71 

Clerical. and sal.es - , 
Number employed 336 85 251 
Average wage $2.99 $3.85 $2.70 

Service 
Number empl.oyed 711 622 89 
Average wage $3.72 $3.91 $2.42 

:rar.n, fish, forestry 
Number employed 85 83 2 
Average wage $3.22 $3.22 $3.02 

Processing 
Number employed 30 28 2 
Average wage $3.31 $3.38 $2.33 

Machine Trades 
Number employed - 38 38 -Average wage $~.67 $3.67 

Bench work 
Number employed· 11 11 -
Average wage $3.40 $3.40 

Structural. work 
Number employed 342 338 4 
Average wage $3.33 $3.33 $3.50 

Miscellaneous 
Number employed .. 243 239 4 
Average wage . $3.53 $3.52 $4.31 

State: 
Program: 
FY: 

White 

287 
$4.07 

251 
$3.00 

494 
$3.77 

57 
$3.14 

26 
$3.39 

32 
$3.74 

9 
$3.43 

285 
$3.28 

158 
$3.45 

Ohio 
PEP 
1973 

Bl.ack 

134 
$3.55 

85 
$2.97 

217 
$3.64 

28·-
$3.69 

4 
$2.81 

6 
$3.28 

2 
$3.2,7 

53 
$3.62 

85 
$3.69 

other 
Minoritv 

13 
$5.~7 

-

-
-

-
-

4 
$3.00 

-

Office of Administration and Management 
Office of Management Information Systems 
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u.s. l)epar"bnent of Labor - 1-!anpower Administration 

Table 3. -EJJrplcyment by Major Occupationa1 Category, State: Wisconsin 
by Sex and Eace, and Average Houriy Wage Program: PEP 
After Training FY: 1973 

Occupationa1 
Categorv 

All 
Enrol.Jl!lents Male Female White Black 

other 
Minoritv 

Professional, Tech., and 
!l..anagerial 

Number employed 249 175 74 208 28 13 
Average wage $4.22 $4.46 $3.55 $4.26 $3 ._70 $4.62 

Clerical and sales 
. 
~ 

Number employed 
Average wage 

147 
$3.05 

40 
$3.85 

11)7 
$2. 77 

127 
$3.03 

8 
$3.62 

12 
$2.64 

Service 
Number employed 
Average wage 

163 
$3.44 

109 
$3. 71 

54 
$2.91 

134 
$3.41 

29 
$3.68 

-
., 

Fa~, fish, forestcy . 
Number employed 
Average wage 

40· 
$3.78 

4"0' 
$3.78 

- 33 
$3.72 

7 
$3.95· 

-
Processing 

Number employed 
Average wage 

7 
$3.97 

7 
$3.97 

- 7 
$3.97 

- ' 
·. 

: 

Machine Trades 
Number employed 
Average wage 

8 
0 

$4,.22 
8 

$4.22 
- 8 

$4.22 

... 
•, -

... •, 

,: ~-
' 

Bench work " 
Number employed· 
Average wage 

3 
$2.91 

- 3 
$2.91 

- ; 

3 
$2.9i 

' 
' 

-
" 

Structural work 
Number empl.oyed 36 36 - 26 8 :2. 
Average wage $3.13 $3.13 $3.06 $3.54 $2.25 

Miscellaneous 
Number employed 
Average wage 

147 
$4.03 

147 
$4.03 

- 104 
$3.98 

38 
$4.16 

5 
$4·. 34 

Office of Administration and Management
Office of Management Information Systems 
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U.S. Department of Labor - I!anpow:er Administration 

Tabl.e 3. Enrollments by Mtjor Occupational. Category, State: Il.linois 
by Sex and Race, and Average Hourl;;r Wage Program: PEP 
After Training FY: '74 • 

Occupational. All other 
Cate'1:orv Enrol.l.ments Mal.e Fema.l.e White Bl.a.ck Minoritv 

Professional., Tech., and 
Managerial. 

Number empl.oyed 374 221. 1.53 277 96 -
Average ;,age $3.93 $4.34 $3.34 <$4.45 $4.26 

. .. 
Cl.erical. and sal.es 

NtJJDber e:npl.oyea.· 280 28 252 2o4 75 l. 
Average wage $2.80 $3.43 $2.73 $2.89 $2:53 $2.50 

Service 
Number empl.oyed 291. 223 68 222 68 l. 
Average wage $3.44 $3.60 $2.89 $3.58 $2.99 $3.72 

., 
Fa=, fish, forestry 

Number _employed 51. 51. -- 24 27 -
Average wage $3-53 $3-53 $3.43 $3-05 

Processing 
Number empl.oyed 7 7 -- 7 - -
Average wage $3-92 $3-92 $3-92 

¥..a.chine Trades 
Number empl.oyed 6 -6 - 6 - -
Average wage $4.bll $4.68 $4.68 

Bench work 
Number employed. 4. 4 ' - 4 - -
Average wage $4.38 $4.38 $4.38 

Structural. work 
Number empl.oyed l.74 l.70 4 l.l.2 62 -
Average wage $3.65 $3.66 $3.32 $3.74 $4.92 

Miscellaneous 
Number empl.oyed -55 55 55 
Average ;,age ;•$3.88 $3.88 $3.88 

Office of Administration and Mallagement 
Office of Management Information Systems 
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U.S. Department o-J: Labor - Hanpower Administration 

Table 3. Enrollll1ents by Major Occ11Pationa1 Category, State: Indians 
by Sex and Race, and Average Hourly Wage Program: PEP 
Arter Training FY: 

Occupational All other 
Ce:teizorv Enrol.JJDents Ma.le Fema.l.e White Black Minoritv 

Professional, Tech., and 
Managerial 

Number employed 228 l07 121 1.66 62 -
Average wage $3-93 $3.84 $4.02 $4.o6 $2.62 

·-Clerical and sales 
- # ' 

Number employed 113 8 105 96 17 -
Average wage $2.58 $3.24 $2.55 $2.59 $2.25 

Service 
Number employed 336 256 80 302 32 2 
Average wage $2~86 $3;00 $2.4:J: $2i85 $3.55 $3.85 .. 

F=, fish, forestry 
Number employed 68 68 - 57 11 -
Average wage $2.93 $$2.93 $2.05 $3.00 

"Processing 
Number employed 6 2 4 6 -
Average wage $2.18 $$3.46 $1.54 $1.54 -

Ma.chine Trades 
l'lumber employed 21 21 - 21 - -
Average wage i2.95 $2.95 $2.95 

Bench work 
!lumber employed·. 6 6 - 6 - -Average wage $3-38 $3.38 $3.38 

Structural work 
!lumber employed 3o4 304 - 300 4 -
Average wage $3.02 $3.02 $2.99 $2.88 

!,:isce11aneous 
!lumber employed 96 94 2 94 2 -
Average wage . $3.00 $3.01 $2.43 $3.02 $2.88 

Office or Administration and Management 
Office o-J: Management In-J:orma.tion Systems 
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U.S. Department o:f Labor - 1-!anpower Administration 

Table 3, Enrollments by Major Occupationa1 Category, State: Michigan 
by Sex and Race, and Average Hourly Wage Program: PEP 
A:f'ter Training FY: '74 

0ccupationa1 All other 
Catei,;orv Enrollments J/a.l.e Female White Black Minori+.v 

Pro:fessiona1, Tech., and 
Managerial 

Number employed 626 369 257 422 165 39 
Average wage $3-73 :j;3.89 :j;3.50 :j;4.26 :j;l.78 $5-70 

. 
Clerical and sales 

Number employed 314 44 270 275 20 19 
Average wage :j;3.10 :j;3.61 :j;3.05 :j;3.16 :j;2.03 :j;2.45 

Service 0 

Number employed 420 345 75 358 31 31 
Average wage $3.64 $3.85 $2.69 $3.65 $3 . .56 $4.28 

Fa.r.n, fish .. forestry 
Number _employed 132 125 7 128 4 -
Average wage $3.64 $3.64 $3.63 $3.63 $4.47 

Processing 
Number employed 35 35 35 
Average wage $4.32 $4.32 $4.32 

l'.achine Trades 
Number employed 13 13 - 13 - -
Average wage $4.35 $4.35 $4.35 

Bench work 
Number employe_d. ll ll - ll - -' 
Average wage $4.0l $4.0l $4.0l 

Structural work 
Number employed 232 229 4 222 6 5 
Average wage :j;3.67 :j;3.68 :j;2.76 :j;3.76 :j;3.15 :j;3.15 

Miscellaneous 
Number employed 101 95 6 101 - -
Average wage .;·$3.59 $3.54 $4.41 $3.59 

. 

0:ffice o:f Administration and l'.anagement 
0:ffice o:f Management Ini'ormation Systems 
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U.S. Department of Labor - Manpc,w:er Administration 

Table 3. Enrollments by Major Occupational Category, State: Minnesota 
by Sex and Race, and Average Hourly Wage Program: PEP 
After Training FY: '74 

-

Occupational All other 
Categorv - Enrollments Male Female White Black Minoritv 

Professional, Tech., and 
Managerial 

Number employed 279 205 74 279 - -
Average wage $4.34 $4.51 $4.21 $4.43 

Clerical and sales --
Number employed· 158 47 ill 145 13 -
Average wage $2.90 $3-57 $2.61 $2.83 $5.03 

Service 
Number employed 131 102 29 131 - -
Average wage $3-50 $3-76 $2.58 $3-50 

., 
Fa.r:n, fish, forestry 

Number _ employed 29 29 - 29 - -
Average wage $3.41 $3.41 $3.41 

Processing 
Number employed -
Average wage 

),'.a.chine Trades 
Number employed 22 22 - 22 - -
Average wage $4.43 $4.43 $4.43 

Bench work 
Number employed.· 4 4 - 4 - -
Average wage $2.74 $2.75 $2.75 

Structural work 
Number employed 104 104 - 104 - -
Average wage $4.43 $4.43 $4.43 

Miscellaneous 
Number employed 27 27 - 27 -
Average wage ;·$4.60 $4.60 $4.60 -

Office of Administration and Management 
Office or Management Information Sy~tems 
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U.S. Department of Ia.bar - Manpower .Administration 

Ta.b1e 3. Enrol.Jlllents by Major Occupational Category, 
by Sex and Race, and Average Hour~ Wage 
A:!'ter Training 

Occupational. All 
Cateo;orv Enrollments Ma.J.e Female 

Professional, Tech., and 
Managerial. 

number employed 
Average wage 

234 
$3-90 

143 
$4.0l 

91 
$3-71 

-C1ericsJ. and ssJ.es 
number e:nplcyed· 
Average wage 

181 
$2.99 

46 
$3.85 

135 
$2.70 

Service 
number emplcyed 
Average wage. 

383 
$3.72 

335 
$3.91 

48_ 
$2.42 

Fa.--:::, fish, forestry 
Number .employed 
Average wage 

46 
$3.22 

- 4-5 
$3.22 

~l 
$3;02 

Processing 
Number emplcyed 
Average wage 

16 
4$331 

15 
$3.38 

l 
$2.33 

:II.a.chine Trades 
Number employed .21 21 -
Average wage $3.67 $3.67 

Bench work 
Number emplcyea.· 6 6 -
Average wage "$34o $34o 

Structural work 
Number employed 
Average wage 

185 
$3.33 

183 
$3.33 

2 
$3.50 

Miscellaneous 
Number employed 
Ave~ wage 

131 . 3.53 
129 

3.52 
2 

4.31 

State: Ohio 
PrograJ11: PEP 
FY: '74 

- .. 
White Black 

other 
Minoritv 

194 
$4.07 

4o 
$3.20 

-

'158 
$3.00 

t•, .., 

383 
$3.72 

23 
$3.00 

-

-

-

- 46 
$3.22 - -

16 
$3.27 

- -

21 
$3.67 

- -

6 
$3.4o 

- -
169 

$3.28 
16 

$3.19 
-

131 
3.52 

- -

Office of Administration and Management
Office of Management Information Systems 
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U.S. Department of Labor - Ma.npOller Administration 

Tab1e 3. Enrol.llllents by Major Occupationa1 Category, 
by Sex a.nd Race, a.nd Average Hour1Y Wage 
A:fter Training 

Occupationa1 All 
Catea:orv Enrol.llllents Ma1e Fema.J.e 

Professiona1, Tech., and 
Mana.geria.1 

Number emp1oyed 
Average wage 

l.84 
$4.22 

127 
$4.46 

57 
$3-55 

C1erica.1 a.nd sa.1es 
, 

Number emp1oye,i 1o8 28 80 
Average wage $3.05 $3.84 $2.77 

Service . 
Number emp1oyed 
Average wage 

120 
$3.44 

80 
$3-71 

4o 
$2.91 

.. 
Fa=::l, f!sh, forestry 

Number emp1oyed 
Average wage 

29 
$3-78 

29 
$3-78 

-
Processing 

Number emp1oyed 5 5 -
Average wage $3-97 $3-97 

11.achine Trades 
Number emp1oyed 6 6 -
Average wage $4.22 $4.22 

Bench work 
Number emp1oyed 2 - "2 
Average wage $2.91 $2.91 

structura.1 work 
Number emp1oyed 27 27 -
Average wage $3.13 $3.13 

Misce11a.neous 
Number emp1oyed 
Average wage 

"108 
;·$~03 

108 
$4.03 

-

State: Wisconsin 
Prograll!: PEP 
FY: '74 

White B1a.ck 

184 -
$4.22 

. 94 12 
$3.03 $4.o6 

98 22 
$3.41 $4.45 

29 -
$3-78 

5 -
$3-91 

6 -
$4.22 

2 -
$2.91 

27 -
$3.13 

92 16 
$3-98 $4.61 

other 
Minoritv 

-
2 

$2.52 

-

-

-

-

-

-

Office of Administration a.nd Management 
Office of Management Information Systems 



U,S, Department of Labor - Manpower Administration 

Table 4, New Enrollees Blld Number Employed, Showing Duration of State: Indiana 
Training Blld Average Hourly Wage, by Sex Blld Race, for 
Manpower Programs_ In Region V, By State, FY's 1971-1974• Program: CEP 

., All... ' trainees Male Female White Black ' other 

Enrolled in t1•aining 
FY 1971 724 . 6o1 123 72 543 109 
FY 1972 939 8!r5 94 122 808 9 
FY 1973 1,309 458 851 52 1,257 .--
FY 1974 772 470 302 • 31 741 --

1 

Average duration of training (weeks) 
FY 1971 24,o 22,7 29.3 22,6 f4,2 24,? 
FY 1972 14,8 14,7 l!l,l 12,6 lii,7 16,5 
FY 1973 15,3 15,4 115,0 .11.8 15,7 --
FY 1974 34,o - ·34,0 -- 34,o ----~ I 

Number employed 
FY 1971 360 299 61 36 270 54 
FY 1972 292 263 29 38 251 3 
FY 1973 317 111 206 13 304 --
FY 1974 188 114 

I 
74 8 180 --

Average hourly wage 
FY 1971 .. $2.85 $2,88 $2,54 $2,86 $2.83 $2,88 
FY 1972 INA INA INA INA INA INA . FY 1973 INA INA INA INA INA --
FY 1974 INA INA INA INA INA --

* FY 1974 data as of 3/31/74, Office of Administration and Management 
Office of Management Infol'l!IB.tion Systems 



u.s. Department of Labor - Manpower Administration 

Table 4, New Enrollees and Number Employed, Showing Duration of State: Michigan 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Program!! In Region V, By State, FY's 1971-1974- Program: CEP 

All 
trainees Me.le Female White Black other 

..~ .. 

Enrolled·in training 
FY 1971 4,67~ 3,600 1,076 1,076 3,507 93 
FY 1972 5,522 4,252 1,270 1,325 4,031 166 

3,234 1,940 1,294 1,423 1,520 291FY 1973 ..2,376 1,948 428 451 1,853 72F.Y 1974 
I 

Average duration of training (weeks) . ' 
FY 1971 21,6 1il,o-2~-i 

21,9 20,4 24,2 20,0 26,6 25,4FY 1972 12,7 !£:ft .1. 2i2?4 ·H:J 13,1 
iFY 1973 34,7 34,7 INA, 34,7 INA INAFY 1974 

.. 
FY 1971 2,419 1,862 557 556 1,814 49 
FY 1972 2,999 11829 1;179 2.,450 , 255 -29 
FY 1973 1,959 1,175 784 862 921 176 

Number employed 

FY 1974 1,107 908 199 210 863 34 
I 

Average hour],v. wage 
FY 1971 !2,~l 2.43 $1,94 2,20 2.61 t ,01 
FY 1972 > 2, l 12,67 ~.oo 12,31 12,56 ,71 
FY 1973 ' $2,53 $3,09 $1,95 $2,64 $2,50 $1.96

' FY 1974 INA INA INA INA INA INA 

* FY 1974 data as of 3/31/74, Office of Administration and Management 
Office of Management Infol'lll!l.tion·systems 



U,S, Department of Labor" Manpower Administration 

Table 4." New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Ra.ce, for 
Manpower Programs In Region V, By State, FY's 1971"1974• • 

State: 

Program: 

Minnesota 

CEP 

,, •. 

•.• 
All 

trainees Male FeJDa.l.e White Bl.a.ck other 

Enrolled in training 
FY 1971 
FY 19'72 
FY 1973 
FY 1974 

·Average duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

1,717
2,268 
2,125 
1,969 

2,4,2 
14,7 
24,2 
12,5 

1,116 
1,452 
1,275
1,221 

23,3 
14,2 
23,9
20,0 

6ol 
816 
850 
748 

:25,2· 
'15,4 
24,8 
5,0 • 

1,305
1,814 
1,466 
1,418 

25,3 
15,0 
25,9 
5,0 

86 
204 
170 
217 

l,9,8 
• 12,8 
24,9 

nm·. 

326 
250 
489 
334 

19,9
14,8 
18,3 
20,0 

01 
01 
0 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

734 
1,141 
1,207 

876 

.477 
730 
724 
543 

257 
411 
483 
333 

557 
913 
833 
631 

37 
103 

97 
96 

140 
_125 
277 
149 

Average hourly wage 
FY 1971 .• 

FY 1972 
FY 1973 
FY 1974 

$2,24 
2,40 

$2,77 
INA 

$2,50· 
2,67 

$2,93 
INA 

$1,88 
1,99 

$2,38 
INA 

$2,21 
2,30 

$2,79 
INA 

:$2.48 
2,76 

$2,55 
INA 

$2,40
2,61 

$2,93 
INA 

* FY 1974 data as of 3/31/74, Office of Administration and Manag11D1ent 
Office of Management Informa.tion Systems 



U,S, Department of Labor - Manpower Administration 

Female 

995 
809 

l,?9;1. 
1,~89 

~2.5 
15,2
24,2 
20,9'., 

314 
299 

1,123 
712 

$2,21 
2,23

$2,60 
INA 

State: 

Program: 

White 

114 
26o 
265 
116 

20,0
12,7
16,6
6,o 

',I 

3!i-
96 

157 
52 

$2,42 
2,55

$2,40 
INA 

Ohio 

CEP 

mack 

2,360 
2,455 
3,178
3,6o4 

'' 
, 20,5 
13,9
18,6 
26,3 

744 
908 

1,886
1,014 

$2,73
2,74 

$3,15 
INA 

... 
other 

369 
173 
340 
155 

·• 

17,3 
INA

27,0 
INA 

116 
64 

·202 
670

' 

$2,77
2.61 
INA 
INA 

Table 4, New Enrollees and Number Employed, Showing Duration of' 
Training and Average Hour;cy Wage, by S~x and Ra.ca, for 
Manpower Pr<>grems In Region V, By State, FY' s 1971•1974 • • 

...•· 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average hour;cy wage 
FY 1971 .. 
FY 1972 
FY 1973 
FY 1974 

All 
trainees 

2,843
2,888 
3,783 
3,875 

20,2
13,8
19,0 
24.3 

896 
1,068 
2,245 
1,736 

$2,72 
2.72 

$3,13 
INA 

Male 

1,848 
2,079
1,892
2,286 

I 

19,4
13,3
14,8 I 

26,5 
' 

582 
769 

1,122
1,024 

I 

$2,90 
2,96 

$3,45 
INA 

Office oeAdministration and Management 
Office of Management Information Systems 

* FY 1974 data as of 3/3i/74, 



U,S, Department of Labor - Manpower Administration 

Table 4. New Enrollees and Number Employed, Showing Duration of 
Training and Average· Hourly Wage, by Sex and Race, ·for 
Manpower Program~ In Region V, By State, FY's 1971-1974-

State: 

Program: 

Wisconsin 

CEP 

"... All 
trainees Ma.le Female White mack other 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

2,207 
2,638 
1,8J3 
1,956 .. 

l,2J3 
1,556 
1,069 
1,193 

991i 
1,082 

744 
763 

1,258 
1,293 

997 
958 

596 
818 
181 
626 

353 
527 
635 
117~ 

Average duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

18.9 
14,5 
20,2 
20,3 

1,004 
1,257 
1,383 
1,093 

18,8 
14,5 
16,9 
20,3 

552 
742 
815 
667 

19,3 
14,5 
24,4: 

INA 
\ 

452 
515 
568 
426 

23,3 
J3,3 
17,9 
20.3 

572 
6i6 
760 
536 

~.o 
15,6 
25,3 
INA 

271 
390 
138 
350 

.. 15,5 
14,5 
20,5 
INA 

161 
251 
485 
207 

CJl 
CJl 
I:\!) 

Average hourly wage 
FY 1971 
FY 1972 .. 

IFY 1973 
FY 1974 

2,2012.39 
$2,60 

INA 

$2,44 
$2,59 
$2,90 

INA 

$1.83 
$2,10 
$2,17 

INA 

$2.13 
$2.24 
$2,47 

INA 

$2,44 
$2.46 
$2,89 

INA 

$2.35 
$2.60 
$2,89 

INA 

Office of Administration and Management
* FY 1974 data. as of 3/31/74, Office of Management Information Systems 



U,S, Department of Labor• Manpower Administration 

Table 4, New Enrollees and Nmnber Employed, Showing Duration of 
Training and Average Hour~ Wage, by Sex and Race, for 
Manpower Programs .In Region V, By State, FY' s l97l•l974 • • 

,-., All 
trainees Male 

Enrolled in training 
FY.1971 
FY 1972 

5,387 
5,353 

2,388
2,392 

FY 1973 
FY 1974 

3,284 
2,271 

1,901 
883 

• 

Average duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

21,3 
17,0 
24,l 
12,9 

lp,9 
17,8 
10,8 
9.9 

Number employed 
FY 1971 
FY 1972 

2,243 
2,786 

555 
1,250 

FY 1973 
FY 1974 

1,296 
l,ll8 

707 
INA 

' Average hour~ wage 
FY 1971 , 
FY 1972 

$2.68 
2,89. 

$3,15 
$3,27 

FY 1973 : 3,23 $3,79 
FY 1974 INA INA 

* FY 1974 data as of 12/31/73, 

State: Illinois 

Program: MDTA•Inst, 

Female White Black ~ other 

2,9i9
2,9 l 

2,495
2,092 2,814

3,l 3 
88 
88 

I 

1,383 
1;388 

1,478 
1,195 

1,780 
1,053 

26 
23 

' .. 

I 

' 

' 
24,3 
16,0 
27,4 
28,IJ 

21,2 
17,3 
26.3 
18,7 

! 

., 21,4 
16.7 
22,3 
10,8 

18,3
18,8 
20.1 
13,0 

1,688 
1,536 

1,244 
1,701 ; 

956 
1,053 • 

43 
32 

I 

589 
INA 

836. 
INA-

457 
INA 

3 
INA 

$2,53 
$2,59 
$2,56 

$2.66 
2,93 

: 3,28 

$2,71 

t .84 
.14 

$2,56 
$3,09 

INA 
INA INA INA INA 

Office of Administration and Management 
Office of Management Info=tion Systems 



U,S, Department of Labor - Manpower Administration 

Table 4,. New Enrollees and Number Employed, Showing Duration of State: Indiana 
Training and Average Hourzy Wage, by Sex and Race, for 
Manpower Programs In Region V, By State, FY's 1971-1974-· Program: MDTA~Inst, 

.... ' All•.• .trainees Male Female White mack other 

Enrolled in training 
FY 1971 2,877 1,629 1,248 1,668 1,197 12 
FY 1972 2,233 1,450 783 1,393 802 38 
FY 1973 1,838 1,209 629 1,044 726 68 
FY 1974 647 356 2~1 397 233 17 

' 
Average duration of training (weeks) CJl'' 

FY 1971 18,6 :i:1,8 1i,5 1i,o ;i.8.o 17.0 ~ 
FY 1972 14,3 1 ,1 ' 1 ,5 1 ,6 13,6 15,3 
FY 1973 20,9 19.6 I 23,1 23,0 18,3 16,3 
FY 1974 20,4 21.6 20,6 22,9 19,9 14,5 

' l •! 

Number employed 
FY 1971 865 413 452 570 287 8 
FY 1972 1,015 637 378 781 224 100 
FY 1973 957 624 333 723 226 8 
FY 1974 347 INA I INA INA INA INA 

Average hourzy wage 
FY 1971 $2.37 $2;67 $2.10 $2,44 $2,22 $2,90 
FY 1972 $2.~ 2,85 $2,39 $2,70 2,59 2,98 
FY 1973 $2,92 13,16 $2,46 $3,00 12,68 13,o8
FY 1974 INA INA INA INA INA INA 

* FY 1974 data as of 12/31/73, Office of Administration and Mana.gament 
Office of Management Information Systems 



U,8, Department of tabor• Manpower Administration 

Table 4·. New Enrollees and Number Employed, Showing Duration of 
Training and Average Hour:cy Wage, by Sex and Race, for 
Manpower Programs In Region V, By State, FY 1s 1971-1974-

State: 

Program: 

Michigan 

MDTA-Inst, 

. ' •.• All 
trainees Ma.le Female White Black· : other 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 f, 

4,585 
7,132 
6,4oo 
l,6o6 

20,7
ll,7 
22,6 
10,7 

1,703 
4,031 
4,458 

928 

2,1.62
3,729 
3,180 

853 

19,5
12.8 
20,5 
10.1 

597 
1,923 
1,871 

INA 

·-
I 

I 

: 

I 

'2,423 
3,403 
3,220

"926 

21,i. 10, 
24,7 
13.6 

"\ 

1.106 
2,108 
2,587 

INA 

2,202
4,234 
4,403 
1,063 

22,0
ll,7 
22.0 
ll,7 

1,214
3,233 
3,5ll 

INA 

: 

; 

' 

2,241
2,622 
1,824 

515 

. ' 

,19,7
ll,7 
24,6 
8.6 

448 
668 
845 
INA 

', 

142 
276 
:/-73

28 

17,5
12.2 
19.2 
INA 

41 
130 
102 
INA 

CJ1 
CJ1 
CJ1 

Average hour:cy wa.ge 
FY 1971 .• 

FY 1972 
FY 1973' FY l.974 

!ti{3,39 
INA 

2.88 
3,5613,35 
INA 

!2.96 
3,33 

$3,42 
INA 

!2.95
3,5]. 

$3,39 
INA 

2,87
3,l.713,39 

INA 

2,9l.
3,10i3,39 
INA 

Office of Administration and Management
* FY l.974 data as of l2/3l./73, Office of Management Information Systems 



u,s, Department or Labor. Manpower Administration 

Table 4~· New Enrollees BJ1d NtD11ber Employed, Showing Duration of 
Training BJ1d Average Hourly Wage, by Sex BJ1d Race, for 
Manpower Programs In Region v, ~ State, FY1 e 1971•1974• 

State: 

Program: 

Minnesota 

MDTA-Inst, 

.. 
... _:''I'. All 

trainees Male 
: 

Female White Black ' other 

·Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average· duration ot training (wee!te) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

2,'559 
2,536 
2,055 
1,137 

lW,9 
15,7 
16,9 
21,3 

1,110 
1,103 

959 
423 

1,550 
1,645 
1,397 

777 

19,3
16,6 
17,2 
24,4 

581 
574 
488 
INA 

·l.,009 
891 
658 
360 

I 
; 

• 23.!I.· 
' J.3,8

I 16,5.
: 6,G 
; '\ 

529 
529 
471 
INAI· 

2,183 
2,223 
1,732
1,010 

21,8 
16,8 
18,0 
21.,3 

999 
1,020 

877 
INA 

' 

·: 

' 

150 
134 
l.46 
60 

.' 
J.5,,4
10,1 
ll,5 
/NA 

58 
29 
36 
INA 

' 

' 

226 
179 
177 
'67 

16,8 
ll,l 
12,0 
INA 

58 
54 
46 
INA 

en 
en 
~ 

Average hourly wage 
FY 1971 .. 
FY 1972 ' 
FY 1973' FY 1974 

2,50
2,9312,87 

INA 

2,80 
: 3,49 
$3,30 

INA 

t ,16 
,32 

$2,42 
INA 

$2,50
$2,92 
$2,84 

INA 

,, $2,47
2,8813,06 

INA 

$2,48 
$3,J.3 
$3,27
INA 

* FY 1974 data ae or 12/31/73, Office or Administration BJ1d Management
Office of Management Infol'JIIB.tion Syeteme 



U,S, Department of Labor - Manpower Administration 

Table 4. New Enrollees Blld Number. Employed, Showing Duration of 
Training Blld Average Hourly Wage, by Sex and Race, for 
Manpower Programs.In Region v, By State, FY's 1971-1974• 

,.
•.• All 

trainees Ma.le Female 

Enrolled in tra.ining 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

6,068 
8,989
7,212 
2,359 

200; :190 
4,616 
1,491 

• I 

2 868 
3;199
2,596

"868 

Average duration of training (weaks) 
FY·l971 
FY 1972 
FY 1973 
FY 1974 

19,5
15,2 
19,1 
13,4 

18,7
15,3 
18,8 
10,0 

I 
: 

: 
' 

20,2
15,0 
19.7 
20,6 

'\ 

.Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

1,669 
3,365 
3,379
1,562 

7,4 
1,830 
2,198 

INA I 

955 
1,535
1,181 

INA 

Average hour]¥ wage 
FY 1971. ,• 

FY 1972 ' FY 1973 ' 
FY 1974 

$2,37 
2.67!2,88 

INA 

$2,68 
2.9013,15
INA 

t ,15
2,40 

$2,37 
INA 

. 

State: 

Program: 

White 

jiJgf 
3,794 
1)219 

20,1
15,5
20,4 
12,5 

l 

1.056 
2,051 
2,172 

INA 

$2.43 
$2,74 
$2,99 

INA. 

Ohio 

MDTA-Inst, 

Black 

tdii 
3,339
1,120 

.. , 1i,1
1 ,8 
18,0 
13,7 

602 
1,293 
1,167 

INA 

$2,27
$2,55 
$2,68 

INA 

other 

1a1a 
79 
20 

16,5
18,5 
ll,2 
'INA 

11 
21 
40 
INA 

$2,.58
$2,86 
$2,58 

INA 

* FY 1974 de.ta. a.a of 12/31/73, Office of Administration and Management
Office of Management Information Systems 
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U,S, Department of Labor - M'l!lpower Administration 

Table 4, New Enrollees and Number Employed, Showing Duration of Sta.ta: Wisconsin 
Training and Average Hourly Wage, by Sex and Race, .for 
Manpower Programs. In Region V, By Sta.ta, FY's 1971-1974• Program: MDTA•Inst, 

., All., tre.inees Ma.le Female White Black 

Enrolled in tre.ining 
FY 1971 2,488 1,307 1,181 1,828 424
FY 1972 3,302 2,lll 1,191 2,390 623 
FY 1973 2,053 1,408 645 1,400 490 
FY 1974 497 289, ·2oa 239 191

I 

Average duration of training (weeks) '. 
FY 1971 21,0 19,g : 22,4 21,7 19.2 
FY 1972 12,9 11, ' 15,0 13,3 11.9 
FY 1973 13,8 12,l 

: 
I 17,0 14.o • 12.7 

FY 1974 5,6 5,3 5,3 6,15t9 ., 

Number employed 
FY 1971 738 v4o4 602 37
FY 1972 1,268 844 ~t 1,092 105 
FY 1973 1,632 1,148 484 1,451 110 
FY 1974 547 INA I INA INA INA 

Average hourly wage 
FY 1971 .. 2,31 !2,50 2,08 2.33 !2,27
FY 1972 

I 
., 2.7~ 2,99 2,18 2,72 2.59 

FY 1973 2,80 $3,03 2,25 2.79 2,791 1 !' FY 1974 INA INA INA INA INA 

other 

2g6
2 9 
163 

67 

20,4 
11,8 
15,6 
4,7 

99 
71 
71 

INA 

!2,22
2,87 
2,96 

INA 

C11 
C11 
00 

Office of Administration and Management
* FY 1974 data as or 12/31/73 Office or Management Intorma.tion Systems 



U,S, Department of Labor• Manpower Administration 

Female 

1,760 
1,642 

877 
'INA 

31,5 
34,5 
45,8 

INA 

399 
856· 
436 
INA 

$2,10 
$2,25 
$2,34 

INA 

State: 

Program: 

White 

1,742 
1,493 

613 
INA 

47,0 
35,7 
44,5 

INA 

606 
1,189 

589 
INA 

$2,52 
$2.46 
$2,56 

INA 

Illinois 

;J"OBS 

Black-
6,518 
3,206 
1,343 

INA 

, 47.6 
37,2 
48,7 
INA 

1,843 
1,715 

848 
INA 

2.6512,64
$2,74 

INA 

- other 

65 
127 
31 

INA 

7,8 
40.8 
51·,l 

INA 

7 
302 

46 
INA 

$2,58 
$2,89 
$3,02 

INA 

Ta.ble 4, New Enrollees and Numb.er Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Programs.In. Region V, By State, FY's 1971•1974 

.. -

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average hourly wage 
FY 1971 
FY 1972 

,• 

FY 1973 
FY 1974 

All 
trainees Ma.le 

8,325 6,565 
4,826 3,184 
1,987 1,110 
3,418 INA 

4b.9· 43.1 
43,8 36.6 
47,9 48,l 
48,o INA 

2,456 2,057 
3,206 2,350 
1,483 1,047 

400 INA 

2,74 2,73 
2.62 2,73 
2,72 2,85! ! 

INA INA 

Office of Administration and Management
Office of Management Infol'Jlla.tion Systems 
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U,S, Department of Labor - Manpower Administration 

Table 4·, New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Programs In Region v, By State, FY's 1971-1974 

All 
trainees Ma.le 

Enrolled in training 
FY 1971 658 333 
FY 1972 507 352 
FY 1973 305 174 
FY 1974 155 INA 

Average duration ~f training {weeks) 
FY 1971 -- --
FY 1972 44,5 39.2 
.FY 1973 47,4 44.9 
FY 1974 60,0 INA 

Number employed 
FY 1971 155 85 
FY 1972 388 223 
FY 1973 342 195 
FY 1974 56 INA 

Average hourly wage • 
FY 1971 2.54 2,51 
FY 1972 12,53 12.91 
FY 1973 $2.67 $3,14 
FY 1974 INA INA 

State: Indiana 

Program: JOBS 

Female White Black other 

325 217 433 8 
155 164 343 --
131 134 171 --
INA INA INA --!: 

''' -- -- -- : --
: 41.2 42.8 36,9 61,5 

52,l 47,5 48.8 --' INA INA ' INA INA 

70 62 91 2. 165 143 235 10 
147 128 218 --
INA INA INA --

$2,02 $2,25 $2,28 $2.40 
$2,0l $2.41 !2.60 $2.40 
$2,05 $2,50 2,77 INA 

INA INA INA --
Office of Administration and Management 
Office of Management Information Systems 
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I 

Female 

6o8 
878 
705 
"INA 

' 

29.9 
43.1 
50.0 

I.NA 

233 
883 
280 
INA

' 

$2.97 
$3,11 
$3.40 

INA 

State: 

Program: 

White 

.383 
1,340 

974 
INA 

,.._ 
29.7 
48.4 

INA 
' 

70 
767 
466 
INA 

$3,00 
$3,38 
$3,53 

INA 

Michigan 

JOBS· 

Black 

2,lll 
4,422 
2,534 

I INA 

' 
30.2 
39,8 
50,5 

INA 

1,016 
1,966 
2,604 

INA 

$3,07
$3,82 
$3,77 

INA 

... 
other 

; 

3 
. 59 
19 

30,8 
37,6 
44~4 

l INA 

2 
442 
2ir 

INA 

$3,47 
$3,41 
$3,18 

INA 

Table 4·, New Enrollees and Nmnber Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Programs In Region V, By State, FY' s 1971-1974 • 

-

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average duration of training (weeks)· 
FY 1971 
FY 1972 
FY.1973 
FY 1974 

Nmnber employed 
FY 1971 
FY 1972 
FY'l973 
FY 1974 

Average hourly wage 
FY 1971 
FY 1972 
FY 1973' FY 1974 

All 
trainees 

' 
2,497 
5,821 
3,527 

978 

25.9 
45,6 

.2 
~ ,9 

1,088 
3,176 
3,095 

924 

$3.60 
3,?4 

: 3,79 
INA 

Male 

1,889 
4,943 
2,822 

INA 

31.8 
36.1 
49.9· 

INA 

855 
2,293 
2,815 

INA 

$3,11 
3,84 

: 3,77 
INA 

Office of Administration and Management 
Office of Management Information Systems 
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Table 4!.. New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Pr9grams In Region v, By State, FY's 1971-1974 

All 
trainees Ma.le 

Enrolled in training 
FY 1971 507 217 
FY 1972 1,020 568 
FY 1973 336 198 
FY 1974 591 INA 

' Average duration of training (weeks)' 
FY 1971 
FY 1972 43,7 41.2 

45,3 45,lj:,FY 1973 
FY 1974 45,3 INA 

Number employed 
FY 1971 149 65 
FY 1972 594 302 
FY 1973 432 254 
FY 1974 25 INA 

,Average hourly wage ' 
FY 1971 2,30 t2,49 
FY 1972 ' 12,4il t2.69 
FY l.973 $2,58 t2,75 
FY 1974 $ INA INA:' 

Female 

290 
452 
138 
INA 

43,,5
• 45,2 

INA. 

84 
292 
178 
INA 

2.0512,17
$2,30 

INA 

State: Minnesota, 

Program: JOBS 

i 
White Black 

I 

264 : 199 
483 458 
l6(;i ; 132 
INA INA 

,, ' ., ' ,,',, 

: ' 43,l ! 4o.o 
46,2 42,l 
INA i INA 

'I 

79 58 
257 259 
218 178 
INA INA 

$2.17 $2,38
$2,30 $2,59
$2,50 $2,61 

INA INA 

. 
other 

·44 
79 
38 

INA 

c.n 
~ ~o:6 

58,4 
INA 

l2 
78 
35 

INA 

2,1212,'49
$2,56 

INA 

Office of Administration and Management 
Office of Mana~ement Information Systems 
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Ta.bl.a 4!.: New Enrollees and Number Empl.oyed, Showing Duration of State: Ohio 
Training and Average Hourzy Wage, by Sex and Ra.ce, for 
Manpower Pr.ogram~ In Region V, By State, ;FY's l.971-1974 

All 
trainees Male 

-

Enrolled i.1 tr, lning ..
FY 197.L 2,409 1,695 
FY 1972 1,701 1,166 
FY 1973 740 li78 
FY +9711 410 INA 

Average duration of training (weeks) 
FY 1971 38,9 45,8 
FY ·1972 48.6 45,3 
FY 1973 47,4 49.9 
FY 1974 47.5 INA 

Nmnber employed 
FY 1971 6o8 437 
FY 1972 1,063 768 
FY 1973 5o8 425 
FY 1974 - 343 INA 

Average hourzy wage 
FY 1971 $2,59 $2.82 
FY 1972 2.64 2,81 
FY 1973 2,83 2.90 
FY 1974 INA INA 

1 1 

: 

Female 

714 
535 
262 
INA 

'43.4 
: 48',i 
39,9 

INA 

171 
295 
83 

INA 

$2,14 
$2,12 
$2,37 

INA 

Program: 

White 

536 
592 
486 
INA 

42.o 
42.9 
46.4 

INA 

130 
406 
191 
INA 

$2,30 
$2,53 
$2,81 

INA 

JOBS 

Black 

1,868 
1,107 
• 235 
.• INA; 

-45,l
46,8 
46,3 

INA 

476 
645 
317 
INA 

$2.69 
$2,67 
$2,79 

INA 

other 

5 
2 

19 
INA 

38,0 

INA 

8 
22 

$2,95 
$2,45 

Office of Administration and Management 
Office of Management Information Systems 
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Table 4·... New Enrollees and Number Employed, Showing Duration of State: Wisconsin 
•• Training and Average Hourly Wage, by Sex and Race,. for 

Manpower Programs In Region V, By State, FY 1s 1971-1974 Program: JOBS 

All 
trainees Male Fems.le White Black other 

'. 

Enrolled in tr~ 
396 284 112 184 212 

FY 1972 986 670 316 492 481 13 
FY 1973 383 247 ,136 252 122 9 

FY 1971 ---

FY 1974 222 INA ; 
,• 

INA INA INA ---
Average duration of training (weeks)· <:.Tl 

IFY 1971 --- --- --- --- --- --- ~ fY 1972 46,2 35,7 50,3 41,l '34,2 46,7 
FY 1973 49.5 49.2 47,8 47,8 48,9 33,8 
FY 1974 50,5 INA INA INA INA ---

Number employed 
FY 1971 178 162 16 55 123 ---
FY 1972 296 192 104 77 202 17 
FY 1973 2o8 148 60 63 138 7 
FY 1974 136 INA INA INA INA ---

Average hourly wage 
FY 1971 $3,39 $3,38 $1.94 $2,l!) $2.43 ---
FY 1972 $3,14 $3,38 $2.42 $2.87 $3,25 $3,38 
FY 1973 $3,36 $3,66 $2,75 $2,99 $3,63 $3,6/l
FY 1974 INA INA INA INA INA .INA 

Office of Administration and Management
Office of Management Information Systems 
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Table 4. ·New Enrollees and Number Employed, Showing·nuration of State: Illinois 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Programs In Region v, By State, FY's 1971-1974,· Program: Job Corps 

All' trainees Ma.le Female White Black - other 

Enrolled in tra.ining 
FY 1971 1,813 1,436 377 203 1,532 78 
FY 1972 2,140 1,431 709 236 1,689- 215 
FY 1973 1,621 1,158 466 ·100 1,371, 73 
FY 1974 1,089 842 247 234 832' 23' 1 

Average duration of training (weeks) ' ,•. 

FY 1971 10,9 11,0 10.4 9.1 I 11.2 11,0 
FY 1972 20.~ 20.a- ' 20.1 14.0 22.2 18,2 
FY 1973 25.2 24.3 1 27,0 18.2 25.2 34.5
FY 1974 : 

23,4 22.9 ~-0 14.6 24.2 41.3 

Number empl.oyed 
FY 1971 42!l 391 78 47 350 32 
FY 1972 550·67~ 484 189 70 53 
FY 1973 782 571 211 • 105 600 77
FY 1974 60=i 501 I 102 69 501 33 

Average hourly wa.ge 
FY 1971 $2. 35 ,$2.42 $1.99 $2.42 $2,35 $2 ,41 
FY 1972 $2,44 $2 ,55 $2 .15 $2,33 $2,43 $2,52 
FY 1973 $2 .4~ $2.60 $2 .20 $2,54 $2,45 $2, 70 
FY 1974 $2,59, $2,64 $2 ,38 $2 ,52 $2 ,33 $3,91 

Office of Administration and Management 
Office of Management Informa.tion Systems 
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Table 4, New Enrollees and N1DUber Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Pr~grams In Region V, By State, FY's 1971-1974 

State: 

Program: 

Indiana 

Job Corps 

All 
trainees Male Feinal.e White mack other 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

' 
Average duration of training (weeks) 

FY 1971 
FY 1972 
FY 1973 
FY 1974 

I 

215 
335 
291 
176 

10.0 
13,3 
19,2 
22.2 

147 
240 
204 
124 

9.9 
12.0 
18,9 
18.4 

I 

I 

68 
95 
87 
52 

10.5 
17.6 
19.7 
lb.a 

122 
100 
104 

74 

8.4 
10.7 
14. 7 
11.3 

93 
216' 
183· 
~02 

.. ' 
I 13.2 

16.1 
21.8 
28.6 

--
19 
,4--
--

11.2 
26.3 --

Nwnber employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Average hourly wage 
FY 1971 
FY 1972 
FY 1973' FY 1974 

112 
120 
90 

lOtl 

$2 .07 
$2,63 
$2,53 
$2 .57 

98 
99 
76 
88 

' $2 .13 
$2, 77 
$2,65 
$2,60 

I, 

14 
21 
21 
20 

$1.69 
$2.00 
$2 .09 
$2 .45 

57 
48 
36 
39 

$2 .04 
$2 .ss 
$2.60 
$2 .12 

46 
67 
59 
69 

$2.14 
$2 .69 
$2 .so 
$2. 78 

--
5 
2 --

--
!;;2,92 

INA--
Office of Administration and Management 
Office of Management Information Systems 
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Table 4, New Enrollees and Number Employed, Showing Duration of State: Michigan 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Program~ In Region V, By State, FY's 19'tl•l971J. Program: Job· Corps 

All... 
trainees Ma.le Female White Black ' other 

-
Enrolled in training 

FY 1971 1,123 735 388 186 898 39 
FY 1972 1,264 995 269 212 993 58 
FY 1973 958 666 292 143 799 16 
FY 1974 862 564 I 298 161 682 19' 

Average duration of training (weeks) 
FY 1971 10.1 10.0 10.4 6.7 .10.9 11.0I 

FY 1972 20,8 19.9 ' 23,8 15,0 22.9 18,9
FY 1973 I

25.0 23.9 : 27.9 17.6 26.7 35,l
FY 1974 22.2 21. o~,, ~4.8 16.2 24 .2: 8.~ 

Number employed ' 
FY 1971 268 177 91 43 207 18 
FY 1972 469 367 102 83 364 22 
FY 1973 428 335 93 68 304 20
FY 1974 328 232 I 96 35 293 --

Average hourly wage 
FY 1971 .- $2 .47 ' $2 ,68 $2 ,08 $ 2.12. $ 2.56 $ 2,15
FY l.972 $2, 77 $2 ,94 $2,16 $ 2.38 $ 2 ,86 $ 2.56
FY l.973 .92 .10 $2,28 $ 2,67 $ 2 .97 $ 2,84
FY l.974 ~2.94 ~3.13 $2,48 $ 2.66 $ 2 ,96 --

Office of Administratio~ and Management 
Office of Management Information Systems 



U,S, Department of Labor - Manpower Administration 

Table 4, New Enrollees and Number Employed, Showing Duration of 
Training and Average Hour'.cy Wage, by Sex and Race, for 
Manpower Program~ In Region V, By State, FY's 1971-1974 

' All.,.. 
trainees Male 

Enrolled in training 
FY 1971 105 74 
FY 1972 123 95 
FY 1973 116 87 
FY 1974 118 85 \ 

Average duration of training (weeks) " 
FY 1971 7.5 6.7 
FY 1972 15.2 14.0 
FY 1973 I

16.7 16.l :FY 1974 16,0 15.9 , 

Number employed : 
FY 1971 15 10 
FY 1972 43 36 
FY 1973 44 32 
FY 1974 54 30 I 

Average hour:cy wage 
FY 1971 $1.63 , $1,80 
FY 1972 $ 2 ,33 $ 2 .51 
FY 1973 $ 2 .45 $ 2 ,68 
FY 1974 $ 2 .28 $ 2 ,52 

State: Minnesota 

Program: Job Corps 

Female White Black 
.. 

other 

31 77 14 14 
28 76 17 30 
29 77 23 16 
33 83 10 25 

9.7 8.0 
'' 

I 6 .o· 6.7 
C1'I 
a:, 
00 

19,l 16.0 12,8 15,3 
18,5 14,9 23.4 16,6 
~6.0 16 ,J; 20•,9' 13,8 

5 13 2 --
7 29 6 8 

12 30 6 8 
24 40 7 7 

$1.83 $1. 73. $1.82 --
$l.41 $ 2 .44 $ 2 .so $1,67 
$1.84 $ 2 .43 $ 2 .63 $ 2 ,52 
$ l,98 $ 2 .49 $ 2 ,07 INA 

Office of Administration and Management 
Office of Management Information Systems 
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Table 2, New Enrollees and Number Employed, Showing Duration of State: Ohio 
Training and Average Hour1Y Wage, by Sex and Race, for 
Manpower Programs In Region v, By State, FY's 1971,-1974 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av1ge duration of training (weeks) 
FY-1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av'ge hour1Y wage 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

All 
trainees 

1,748 
1,729 
1,622 
1,293 

9 .0. 
17.4 
20.2 
19,1 

398 
578 
614 
649 

\ 

$ 2 .16 
$ 2 ,24 
$ 2 ,39 
$ 2 ,34 

Male 

1,279 
1,461 
1,195 

891 

9.7 
16,6 
20.4 
19.1 

316 
470 
487 
467 

$ 2 .22 
$ 2 ,30 
$ 2.46 
$ 2 ,46 

Fema1e 

469 
373 
427 
402 

10.1 
20.7 
19.7 
l9,l 

82 
108 
127 
182 

$1. 95 
$ 2. 01 
$ 2 .09 
$ 2.04 

Program: 

White 

641 
57; 
64( 
55; 

7., 
14., 
13.( 
13.! 

151 
20! 
221 
24• 

$ 2 ,1( 
$ 2 .l! 
$ 2, 3( 
$ 2 21 

• I 

Job Corps 

B1ack 

1,080 
1,123 

949 , 
727 

11.6 
20,1 
24.0 
21.9 

228 
360 
364 
366 

$ 2 .21 
$ 2 .29 
$ 2 ,44 
$ 2,38 

other 

24 
34 
29 
14 

9,0 
15,7 
30,6 
40.2_ 

12 
9 

24 
39 

$ 2 .29 
$ 2.51 
$ 2,18 
$ 2 .Bl 

Office of Administration and Management 
Office of Management Information Systems 
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Table 2, New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Program~ In Region V, By State, FY's 1971·197li 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av'ge duration of training {w:eeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av' ge hourly wage 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

All 
trainees Ma.le Female 

251 192 59 
245 177 'l!76 
179 133 46 
100 68 32 

9.9 9.6 11.2 
16.1 16.0 16.4 
23,l 22.6 24,3 
22.0 23.0 i9.3 

98 84 14 
142 108 34 
141 122 19 

66 so 16 

$ 2 .32 $ 2.40 $ 1.85 
$ 2.41 $ 2 .61 $ 1.75 
$ 2.32 $ 2 .40 $ 1,85 
$ 2.74 $ 3.17 INA 

State: 

Program: 

White 

153 
130 

95 
64 

10.6 
13.6 
19.7 
18.5. 

71 
76 

103 
46 

$2 ,32 I 

$ 2.251$ 2 ,32 
$ 2.~2 

Wisconsin 

Job Corps 

Black 

76 
91 
77 ' 
32 

7.8 
19.7 
26.5 
27.6 

18 
53 
38 
20 

$ 2 .18 
$ 2.46 
$ 2.18 
$ 3,85 

other 

22 
24 

7 
4 

11.l 
18,2 
23.9 
19,J, 

9 
13 

$ 3.03 
$ 2.48 

·--
Office of Administration and Management 
Office of Management Information Systems 
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Table 4,. New Enrollees and Number Emp1oyed, Showing Dura.tfon of 
Training and Average Hourly Wage, by Sex and Ra.cc, .. for 
Manpower Program/! In Region V, By State, FY's 197l•l97li 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av'ge duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av' ge hourly wage 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

All 
trainees Ma.le 

1B0 16B 
1,585 1,2B0 
1,608 1,324 

409 3.47 

24,7 25,l 
20.0 20.B 
21.5 22.6 
26,0 26.7 

134 116 
708 544 

1,083 831 
158 135 

$3.12 $3.211 
$2.92 $3.10 

3.03 3.20 
~3.36 ~3.49 

Female 

12 
305 
;!B4 

62 

10,0 
16.2 
16.6 
2i,.9 

18 
164 
252 

23 

$2.38 
$2.34 
$2.46 
$2.58 

State: 

Program: 

White 

110 
1,03B 
1,079 

257 

27.B 
21.0 
22.5 
25.7 

99 
481 
738 
11:a 

$3.05 
$2.82 
$2.93 
$3.19 

Illinois 

JOP 

Black 

70 
534 
441 ' 
129 

20.1 
1B.B 
19.2 
27.3 

35 
222 
312 

46 

$3.28 
$3.16 
$3.27 
$3.79 

other 

13 
B8 
23 

17.5 
21.4 
23.4 

5 
33 

$2.65 
$2.J!~ 

Office of Administration and Management 
Office of Management Information Systems 
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Femal.e 

58 
43 
57 

19.2 
23.7 
27 ~2 

19 
20 
12 

$2.31 
$2.51 

$3.09 

state: 

Program: 

White 

199 
217 
127 

21.0 
22,3 
2·0 .o 

74 
132 • 

33 

$2.71 
$3,29 

$3,79 

Indiana 

JOP 

Black 

47 
97 ' 
52 

24,2 
26.2 
28.7 

21 
30 
13 

$3.18 
$3.12 
$3.51 

other 

3 

26,0 
23,0 
27.0 

Table 4, New Enrollees and Number Employed, Showing Duration of 
Training and Average Hour'.cy Wage, by Sex and Race, for 
Manpower Prpgrams In Region V, By State, FY's l.971-1974 • 

Enrolled in training 
F'f 1971 
FY 1972 
FY l.973 
FY l.974 

Av'ge duration of training (weeks) 
F'f 1971 
FY 1972 
FY l.973 
FY 1974 

Number empioyed 
FX l.971. 
FY l.972 
FY 1973 
FY l.974 

Av' ge hour:cy wage 
FY 1971 
FY 1972 
FY l.973 
F'f 1.974 

All 
trainees Ma.le 

0 --
246 198 
314 271 
182 125 

21,8 22'l7 
23,2 23,l 
28.2 28.6 

0 --
95 76 

162 142 
47 35 

$2,83 $2.97 
$3,26 $3.36 
$3"67 $3.87 

Office of Administration and Management 
Office of Management Information Systems 
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Table 4- New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Ra.ce, for 

State: Michigan 

Manpower Progr8IIUI In Region V, By State, FY's 1971-1974 Program: JOP 

All 
trainees· Ma.le Female White Black other 

Enrolled in training 
FY 1971 170 136 34 125 43 2 
FY 1972 1,124 1,010 114 787 323 14 
FY 1973 1,343 1,204 139 931 377 ' 35 
FY 1974 427 38,2 45 156 265 6 

Av'ge duration of training (weeks) 
FY 1971 19,7 22.6 11,9 19.1 , 

' 22.0 --
FY 1972 23.0 23.6 19.4 22.6 23.9 25.9 
FY 1973 
FY 1974 

- 21.7 
25.7 

22.2 
26.1 

17.7 
20;2 

23.S 
28.0 

17.6 
22.7 

26.0 
24.0 

Number empioyed 
FY 1971 140 us· 25- 105· 35 2 
FY 1972 478 419 59 375 ~~- 8 
FY 1973 
FY 1974 

932 
188 

817 
176 

115 
12 

695 
153 

218 
32 

19 
3 

Av' ge hourly wage 
FY 1971 $2.69 $2.79 $2.28 $2.75 $2.55 $2.50 
FY 1972 
FY 1973 
FY 1974 

$3.11 
S$3 .56' 
,.~,7Q 

$3.21 
$3,72.
$3;78 

••••~ I 

$2.39-
$2.39 
$2,60 

$3.05 
$3.38 
$3.72 

$3 .39' 
$4 .oe·,
$3.58 

$2.79 
$3.58

INA 

Office of Administration and Management 
Office of Management Information Systems 
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Table 4 - New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 

State: Minnesota 

Manpower Pr9grams In Region V, By State, FY's 1971•1974 • Program: JOP 

., 
All 

. trainees Ma.le Female White Black other 

Enrolled in training 
FY 1971 128 114 14 113 3 12 
FY 1972 1,718 1,430 288 1,628 37 53 
FY 1973 1,019 860 159 939 43 ' 37 
FY 1974 406 327 79 3'17 11 18 

' Av1ge duration of training (weeks) 
FY 1971 32 .1 33.l 23,7 28.7 INA 38,7 
FY 1972 
FY·l973 
FY 1974 

18,5 
19,8 
19.2 

19,2 
20-'°7 
20.3 

14,8 
15,3 
14 ,3 

18,3 
19,7 
18.9 

20.4 
22.2 
21.4 

21.5 
20,6 
23.4 

Number ernpioyed 
FY 1971 128 119 9, 121 -- 7 
FY 1972 
FY 1973 
FY 1974 

1,120 
934 
296 

905 
769 
221 

215 
165 

75 

1,077 
881 
274 

15 
24 

8 

28 
19 
11 

Av1ge hourly wage 
FY 1971 $2.73 $2.78 $2.14 $2.71 -- $2.65 
FY 1972 
FY 1973 
FY 1974 

$2.58 
$2.74 
$2.84 

$2.72 
$2,87 
$3,04 

$2,0l 
$2,13 
$2,23 

$2.58 
$2.71 
$2.80 

$2.70 
$3.78 
$3. 71 

$2.48 
$2,68 
$2.82 

Office of Administration and Management 
Office of Management Information Systems 
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Table 4, New Enrollees and Number Employed, Showing Duration of State: Ohio 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Program~ In Region v, By State, FY's 1971•1974 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av1ge duration of training (weeks) 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Number employed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

Av' ge hourly wage 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

All 
trainees Male 

47 
2,166 
l,295 

481 

39 
l,872 
1,162 

454 

24.3 
20.7 
24.8 
31,6 

24.3 
21;7 
25.9 
32,l 

48. 36 
l,096 

868 
186 

910 
766 
169 

$2.45 
$2.67 
$2.86 
$3,0l 

$2.61 
$2.77 
$2.95 
$3.08 

Program: JOP 

Female White Black other 

ti 33 13 l 
294 l,640 518 8 
133 

27 
l,061 

390 
230 ' 

91 
4--

INA 24.3 INA INA 
15.5 21.6 18,7 19.2 
16.0 24.9 24.5 23.2 
22:1 32.l 29,6 8.0 

12 30 J,6 2 
186 857 236 3 
102 752 116 --

18 157 29 --
$1.98 $2.66 $2.05 $2.10 
$2.14 $2. 71 $2.53 $2·.03 
$2.111 

~ 

$2.87 $2. 72 --
$2.24 $3.05 $2.77 --

Office of Administration and Management 
Office of Management Information Systems 
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Table 4. New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourly Wage, by Sex and Race, for 

State: Wisconsin 

Manpower Prpgrams In Region V, By State, FY's 1971.1974· Program: JOP 

- ' All 
trainees Ma.le Female White Black other 

Enrolled in training 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

276 
1,435 
1,391 

823 

170 
947 
956 
621. 

106 
487 
435 
202 

246 
1,255 
1,084 

697 

19 
102 
106 

55 
' 

11 
78 

181 
55 

Av1 ge duration of training (weeks)
• FY 1971 

FY 1972 
FY 1973 
FY 1974 

12.0 
16.1 
17.0 
18,0 

14 .5., 
17.3 
18,0 
18,6 

7.4 
14,0 
14.9 
16 ."1 

12.3 
16.0 
17.5 
1·1. 8 

9,4 
16.4 
17,9 
19,9 

8.0 
17.3 
14,0 
18.5 

Number eropioyed 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

·271 

1,115 
1,255 

429 

15'1-
723 
857 
343 

114 
392 
398 

86 

238 
981 

1,039 
372 

22 
71 
83 
20 

11 
63 

122 
37 

Av' ge hourly wage 
FY 1971 
FY 1972 
FY 1973 
FY 1974 

$2.04 
$2.29 
$2.41 
$2.63 

$2.16 
$2.46 
$2.58 
$2,72 

$1.88 
$1.97 
$2.06 
~2.29 

$2.01 
$2.27 
$2.44 
$2.64 

$2,19 
$2.35 
$2.54 
$3.09 

$2.21 
$2;39 
$2.11 
$2,10 

Office of Administration and Management 
Office of Management Information Systems 
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Table 4, New Enrollees and Number Employed, Showing Duration of 
Training and Average Hour'.cy Wage, by Sex and Race, for 
Manpower PrQgrams In Region V, By State, FY's 1972•1974• 

"' 
,,. 

All~.. 
trainees Male 

Enrolled in tridning 

FY 1972 7,537 5,047
FY 1973 6,694 4,026.
FY 1974 4,524 2,427; 

Average duration of training (weeks) 

FY 1972 
FY 1973 
·FY 1974 .. 

<, 
,::-

Nwnber employed 

14.5 
28.3 
55.0 

14 ,4 I 

27 .5: 
55.9, 

FY 1972 
FY 1973 
FY 1974 

957 
2,175 
1,242 

654 
1,339 

7651 
Average hour'.cy wage 

FY 1972 
FY 1973 
FY 1974 

,$3.54 
$3.51 
$3.57 

$3.82 
$3.35 
$3.93 

State: Illinois 

Program: 'PEP 

; 
Femle White mack ' other 

2,490 3,892 3,592' 53 
2,.668 2,982 3,640,, 71' 
2,099 3,903 577 .44 

.' 
CTI 

I ..... .....; 
14 :e 14.2 14.8 18.2 
3.0.0 26,2 31.4 25.4 
53;2 54.9 : 56.1 52,8 

: 

303 601 ; 317 8 
837 1,214 840 121 
477 911 328 ; 3 

$2.93 $3.69 $3,24 $3·.46 
$2.95 $3.74 $3.18 $3.68 
$3.98 $3.72 $2.91 $2,50 

Office of Administration and Management
Office of Management Information Systems 
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Fama.le 

1,287 
1,4.42 

l 1,450 

: 
; 14.2 

: 
I 

33.l 
46.f 

219 
389 

i 654 

$2.91 
$3.07 
$2.56 

State: 

Program: 

White 

! 

3,520 
4,680 
2,607 

13.7 
26.9 
40.3 I 

647 
1,250 
1,103 

$3.09 
$3.08 
$3.25 

Indiana 

P~}?·, 

Black ' 

1,278 
1,012 •, 
1,351 

' '' ., 
I 

13.8 
30.5 : 

49.1 

150 
190 

75 : 

$3.20 
$3.28 
- $2,88 

other 

21 
82 
95 

27.2 
19.7 

INA 

5 

--
29 

$3,37 
$3.34 

"" 

Table 4, New Enrollees and Number Employed, Showing Duration of 
Training and Average Hourl;y- Wage, by Sex and Race, for 
Manpower Pro~ams In Region V, By State, FY's 1972.1974. 

' 

Enrolled in training 

FY 1972 
FY 1973 
FY 1974 

Average duration of training (weeks) 

FY 1972 
FY 1973 
FY 1974 

Number employed 

FY 1972 
FY 1973 
FY 1974 

Average hourJ;y- wage 

FY 1972 
FY 1973 
FY 1974 

All 
trainees Ma.le 

4,819 3,532 
5,774 4,332 
4,053 2,603 

13,9 13.8 
27.7 25.9 
44.0 42.7 

829 609 
1,469 1,080 
1,178 524 

$3.12 $3.20 
$3.10 $3.11 
$3.03 $3.63 

Office of Administration and Management
Office of Management Information Systems 



U,S, Depa.rtment of Labor• Manpower Administration 

Te.ble 4, New Enrollees e.nd Number Employed, Showing Duration of 
';cre.ining e.nd Average Hour'.cy We.ge, by Sex e.nd Re.ce, for 
Manpower Programs In Region v, By- State, FY's 1972.1974. 

All 
trainees Ma.le 

Enrolled in tre.ining 

FY 1972 12,894 8,129 
FY 1973 
FY 1974 

3,429 
15,103 

2,247 
7,112 

Average duration of training (weeks) 

FY 1972 15.2 14.2 
.J!Y.1973 
FY 1974 

29,2 
52.9 

29,l 
52.9 

Number employed 

FY 1972 
FY 1973 
FY 1974 

1,692 
2,379 
1,885 

1,137 
1,596 
1,266 

Average hour'.cy we.ge· 

FY 1972 $3.70 $3.91 
FY 1973 
FY 1974 

$3,60 
$3,86 

$,3.80 
$4,19 

Fame.le 

4,765 
l,l,81 
7,991 

'16,4 
29,3 
53.~ 

538 
783 
619 

$3.28 
$3~22 
$3.32 

Ste.ta: 

Program: 

White 

8,918 
2,299 

11,587 

15,3 
29.2 
52,2 

1,357 
1,770 
1,565 

$3.74 
$3.76 
$3,94 

Michigan 

PEP 

Bl.a.ck - other 

3,873 103 
1,016 113 
3,316 200 
.. 
13,l 33,4 
29.3 28,5 
55.8 51.9 

226 22 
492 117 
226 I 94 

$3.53 $3 ..47 
$2,95 $3.72 
$3,51 $3.82 

Office of Administration e.nd Management 
Office of Management Informa.tion Systems 
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Table 4, New Enrollees and Number Employed, Showing Duration of State: Minnesota 
Training and Average Hourly Wage, by Sex and Race, for 
Manpower Programs In Region V, By State, FY' s 197&-1974• Program: PEP 

, .' All :., ' trainees Ma.le Fems.le White mack other 

Enrolled in tr!Ulling 

FY 1972 3,395 2,421 974 3,030 173 "183 
FY 1973 702 485 217 431 231 40 
FY 1974 5,028 2,514 ; 2,5i4 4,660 125 243 

Average duration of training (weeks) '' 
: 

' 
•' 

FY 1972 14.9 14.3 '16 ,8 15.4 12,4 14.0 
~ 1973 34.4 33,0 : 

I 37,4 36,4 20.2 28,3
.FY 1974 55,2 24.9 

I 55,9,' 54.6 •l 63.5 55.8 

Number eJl)lllQYed 

t'Y 1972 806 5B3 223 37 29 34 
FY 1973 695 497 19B 608 67 20
FY 1974 754 540 214 741 13 --' 

Average hourly wage 
.. 

FY 1972 $3.7~ $4.01 $2.98 $3.59 $2,9B $3,10 
FY 1973 $3,91 $4.20 $3.16 $3,08 $3.90 $3,93
FY 1974 $3.66 $3.99 $3.04 $3.71 $3.04 --

Office of Administration and Management 
Office of Management Information Systems 
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Ta.ble 4. New Enrollees and NIDllber Employed, Showing Duration of 
Tre.ining and Average Hourl;y' Wage, by Sex and Re.ce, for 
Manpower Pr9grams In Region V, By State, FY' s 1972-1974: 

., ~-
.. 

Enroll~d in tre.ining 

FY 1972 
FY 1973 
FY 1974 

Average duration of training (weeks) 

FY 1972 
FY 1973 
FY 1974 

Number employed 

FY 1972 
FY 1973 
FY 1974 

Average hourly wage 

FY 1972 
FY 1973' FY 1974 

All 
trainees. Me.le 

71709 5,724 
4,662 3,610 
4,048 2,987 

14.4 14,2 
27,0 27.2 
59.8 59.7 

1,678 1,281 
2,230 1,712 
1,203 923 

$3,50 $3,64 
$3,54 $3.70 
$3.76 $3,87 

Female 

1,985 
1,0.52 

I 1,061 

•_14.8 
I 26.3 
: 60,3., 

396 
518 

I : 280 

$3,03 
$2.99 
$3.36 

State: Ohio 

Program: P,li;P 

White Black 

5,344 2 ,·34!7 :,. 
3,073 1,559 
3,293 720 

. ' 

14.7 I 13.l 
28.5 23.9 
57,8 64.7

·i 

1;237 417 
1,599 614 
1,124 79 

$3.54 $3,37 
$3.55 $3.53 
$3.81 $2.16 

:. 
other 

18 
30 
35 

0115.3 00
29.8 .... 
59.8 

2 
17 

: 

$3.19 
$4.23--.~ 

Office of Administration and Management 
Office of Management Information Systems 
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Ta.ble 4,' New Enrollees a.nd Nmnber Employed, Showing Duration of Sta.te: Wisconsin 
Training a.nd Average Hourly Wage,· by Sex a.nd Ra.ca, .for 
Manpower Programs In Region V, By State, FY's 1972•1974·· Program: P~P. 

•·
,. 

All :... tra.inees Ma.le Fel!lale White Bla.ck other 

Enrolled in training 

FY 1972 3,559 2,606 953 2,815 612- 132 
FY 1973 4,188 3,016 1,,172 3,099 781 308
FY 1974 2,416 1,2901 1,126 2,016 378 22 

Average duration of training (weeks) ' '' 

I " 
FY 1972 16,5 16,6 ' 16,2 16,6 15,7 17,0
FY 1973 29.0 27,4 1 33.7 30,3 24.8 27,l
FY 1974 51.9 54,l 48~4 52 ,3, I 63,3 40,8 

Number employed 

FY 1972 698 496 198 569 84 16 
FY 1973 800 562 238 647 121 32
FY 1974 ' 589 4101 179 537 so 2 

Average hourly wage 

FY 1972 
,• 

I $3.68 $3.93 $3.04 $3,69 $3,62 $.3,48' FY 1973 $3.73 $4,01 $3,05 $3,71 $3.83 $3;18FY 1974 $3.87 $4.26 $3,24 $3.89 $3.65 $2,52 

Office of Administration a.nd Ma.no.gement 
Office of Ma.no.gement Information Systems 
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U.S. Department of Labor - Manpower Administration 

Table 5. Reentra.nts in the PEP Program; Sta.tea in Region V 
Fiscal lea.rs 1972 - 1974 

Sta.tea 
Total 

reentra.nts Male Female White Black other 

Illinois 
FY 1972 161 llO 51 82 67 12 
FY 1973 39 18 21 14 23 l 
FY 1974• --- --- -- -- -- --

Indiana. 
FY 1972 94 70 24 66 26 2 
FY 1973 16 12 4 12 4 -
FY 1974 --- --- -- -- -- --

Michigan 
FY 1972 152 94 56 ll6 27 6 
FY 1973 8 6 2 6 l --
FY 1974 l l -- l -- --

Minnesota. 
FY 1972 19 13 6 14 l 3 
FY 1973 --- --- -- -- -- --
FY 1974 --- --- -- -- -- --;. 

Ohio 
FY 1972 74 60 14 52 20 --
FY 1973 4 3 l 2 l --
FY 1974 --- --- -- -- -- --

Wisconsin 
FY 1972 44 31 13 31 ll 2 
FY 1973 4 3 l 3 l --
FY 1974 --- --- -- -- -- --

Note: Detail ma.y not a.dd to totals for the racial groups for a.ny 
yea.r due to some enrollees for whom racial da.ta. wa.s not a.va.ila.ble. 

Office of Administration and Management 
,Office of Management Infoma.tion Systems 
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Technical Notes 

Data Sources 

ESARS (Employment Service Automated Reporting System) is the 
source of data for Tables land 2 (persons referred to training 
and individuals placed by the Employment Service respectively) 
covering activity under-the Wagner/Peyser Act. It is also the 
source of the data for the WIN program for Fiscal Year's 1973 
and 1974· for enrollments by sex, race and occupation, and for 
hourly wage data. Such data for Fiscal Year's 1971 and 1972 
for'WIN was obtained from the characteristics file discussed 
below. 

The Project Status File is the source of the data on total 
enrollments and employment in Tables 3 and 4 for the training 
programs funded under the MOTA (Manpower Development and Training 
Act), EOA (Economic Opportunity Act), EEA (Emergency Employment 
Act), and SSA (The Social Security Act). It is an aggregation of 
monthly progress reports submitted by each project. 

The Characteristics File is the source of data on sex, race, 
wages, occupation, duration of training and reentrants, on Tables 
3, 4, and 5. It is an aggregation of the separate enrollment, 
termination, and follow-up (Institutional only) reports submitted 
for each enrollee. Data from this file represents partial rather 
than univers reporting and the values on Tables 3 and 4 for the 
numbers of persons enrolled by sex, race and occupation are 
extrapolated from the samples available. Where the sample size 
was insufficient to use, INA is indicated (information not available) 
for these numbers or for average wages or duration of employment. 
Fiscal Year 1974 data is as yet incomplete, particularly as regards 
post-training employment and wages, resulting in some data gaps 
which can be filled in at a later time, if requested. In addition, 
characteristics data for the Public Service Careers Program is not 
available, consequently that program is not included in these 
materials. 

Definitions 

Enrollment refers to persons coming into a manpower program during 
the time period specified. The terms enrollees and trainees are 
interchangeable. 
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Number employed is used on tables 3 and 4 to denote persons who 
have obtained unsubsidized employment and may include some persons 
who have obtained employment on their own as well as those placed 
through the Employment Service or the training agency's placement 
service, if applicable. 

Program acronyms: WIN is the Work Incentive Program funded under 
the SSA; PEP is the Public Employment Program under the EEA; JOP 
is the Jobs Optional Program, JOBS is the Job Opportunities 
in the Business Sector, and CEP is the Concentrated Employment 
Program, all under the MDTA. 

Table 1 supplies data on the Wagner/Peyser Act as requested by 
item 3 of the Subpena, "number referred to training". Table l.a. 
is a percentage distribution of the numbers in Table l; the table 
reflects those enrolled in training by means of referral by the 
Employment Service. Data for Fiscal Year 1974 covers only two 
quarters--from July 1, 1973, to December 31, 1973. 

Table 2 supplies data requested by subpena item 2, "number placed". 
Data shows non-agricultural placements by race and sex and excludes 
short-term placements. Table 2.a. is a percentage distribution of 
the numbers in table 2. Data for Fiscal Year 1974 covers two 
quarters--July 1, 1973, to December.31, 1973. 

Table 3: This series provides data for subpena items 4 and 5 for 
training programs funded under the MDTA, EEA, EOA and SSA. Unless 
otherwise noted Fiscal Year 1974 data is for the first two quarters 
only--July +,1973, to December 31, 1973. Subpena item 4 requests 
data on "number, type and duration of training". Data on type of 
training is supplied by this table; statistics on number in 
training and duration are supplied in Table 4. Subpena item 5 
requests information on 1'-'ages of those placed by "types of jobs, 
specifying, OJT, JOB's, etc.". In regard to the question of the 
general type of training or job as raised by these subpena items, 
Table 3 is prepared separately by program: JOP and JOBS are those 
programs which are basicallyon-the-job type training; Institutional 
and Job Corps are essentially classroom type training programs; 
CEP and WIN provide a variety of services which may include ···' 
either on-the-job·or classroom training or both, or whatever 
alternative services may be needed to help the c~ient become 
employable; finally, the PEP program is essentially an income 
maintenance program providing transitional employment--structured 
on-the~job training may or nay not be provided. 

https://December.31
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Table 3 also provides more specific information on the type of 
training and/or job. The stub lists the· major occupational 
categories as described in the Dictionary of Occupational Titles 
(DOT). For the CEP and WIN programs the DOT data is for the post
training employment occupation. Data is not generally available 
on occupation of training in these programs; however, it is felt 
that in substantially all cases the occupation of training would 
fall within the same broad category as that of employnient. 

For all other programs the DOT's for the occupations of training 
are used since that data was more extensively available than data 
on DOT of employment. Here also the DOT of employment in all, or 
nearly all, cases would be in the same bread category as the DOT 
of training. In other words, by and large, trainees become 
employed in the same occupational fields for which they trained. 
Thus the data in Table 3 generally provides the requested 
information on both type of training and type of job, by sex, 
race, and with the average hourly wage of employment. 

Table 4: This series of tables supplies data.for Subpena items 
1, 4, and 5, for training programs funded under the MDTA,EEA, 
EOA and SSA. Unless otherwise noted Fiscal Year 1974 data is 
for two quarters only--July"l,1973, to December 31, 1973. For 
item 1, "total placed in jobs," we have provided data on "number 
employed" each fiscal year, .obtaini.ng data on total enrollments 
from the monthly progress reports and on sex and race breaks 
from the characteristics file as noted earlier. 

For item 4, "duration of training", data was obtained from the 
characteristics file based on all terininations during the d 
fiscal year cited. Data for terminees were used rather than 
enrollees in order to eliminate bias in the summaries for 
Fiscal Year 1974 and possibly Fiscal Year 1973; i.e., where 
some 1973 and 1974 enrollees may still be in training there 
would be a disproportionate number of early terminations on the 
file. For item 5, "average hourly wage of those placed", data 
is taken from the characteristics file. 

Table 5 provides data for subpena item 6 "number of people who 
arereentries into program: The only program for which data is 
readily available is PEP. As the numbers indicate, reentry has 
been minimal in this program. Data has been provided beginning 
in Fiscal Year 1972 when the program was begun. 

https://obtaini.ng
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Exhibit No. 27 

This exhibit was unavailable 
for publication. 
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Exhibit No. 28 

This exhibit is on file at 
the U.S. Commission on Civil 
Rights. 
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Exhibit No. 30 

3700 East-West Highway 
Suite G-101 
Hyattsville, Maryland 20782 
June 10, 1974 

Mr. Arthur S. Flemming 
Corrnnission Chairr..an 
University of Illinois 
Chicago, Illinois 

Re: Public Hearings 
u. S, Corrnnission on Civil Rights 
June 17 to 19, 1974 

Dear Mr. .Plemming: 

We, the students of the WIN Program of Prince George's and Montgomery 
Counties, I-!aryla.11d, need your help, As of July l, 1974, our GED component 
will be cut to 80 slots, This will mean that we have to accept jobs with 
hardly any job mobility and very little-if any--future. Because we live 
close to D, C., we can find good jobs. if we have passed the GED test and if 
we take the Civil Service training, Without the GED we cannot be given a 
rating and we get locked into positions which don't pay enough to sustain 
us and our children, 

We realize that WIN has not been very,successful nationally but feel.that 
instead of saying that WIN is "no-good", the· individual program should be 
looked at and evaluated, The program here is good for many reasons, one of 
thero being t.'fie fact that both GED and Civil Service are ioc:ated on the same 
premises as the job developers and social workers. If we have any problems, 
they can be taken care of immediately without J,oss of study time. 

After having dropped out of school and being confronted by many daily 
problems which forced most of us to apply for welfare, we need that extra touch 
we get in our prog:t•am, EvE:1~3body thE:re from the secretaries to the corr.r=ity 
workers, from the supervisor to the manager, from the social workers to the 
job developers and the· teachers, treats us as the individuals we are, Already 
we suffered a cut last year when it was decided to make training time in each 
component only 6 months, and many of us need more than 6 months, We cannot 
keep stil1. any lona;er since it is becoming obvious in which direction the WTI·! 
Program is headed. Just any job won't do--we want to get a job with a i'ut•~re 
so that we will .soon be taxpayers, not tax-tak.e:::-s. We have notified the 
public officials of our state but need more help to convi~ce our leaders at 
the federal level (Senators Beall and Mathias, Congressman Hogan). 
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p.2 

Find included several of our accomplishments. If you wish additional 
information, please contact Hr. Mel Cole, 3700 East-West F.ig.'lway, Suite G-101, 
Hyattsville, r,aryland, 20782. The telephone number is 301-864-4982. 

In the hope that _you and the Commission will help us to get 400 slots, 
we remain, 

Sincerely;you°f..s!,. ,. ; '-_ 

lae(lm'//1~ ~n vm~ studehts 6f: Prince George' s 
and Montgomery Cotmties, NarJland 
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Exhibit No. 31 

THE COMPREHENSIVE EMPLOYMENT AND 

TRAINING ACT OF 1973 

EQUAL EMPLOYMENT OPPORTUNITY GUIDE 

TRAINING DRAFT 

-MAY 9, 1974 

U.S. Department of Labor 
Manpower Administration 
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PREFACE 

The Equal Employment Opportunity Guide is one in a series of 
publications on various functions which compose a Comprehen
sive Employment and Training Act (CETA) program. The purpose 
of these guides is to assist prime sponsors in perceiving the 
range of options available under CETA, as well as to present 
strategies, models, and techniques which may be emp,loyed. 

The specific content o~ the Equal Employment Opportunity 
Guide provides techniques and suggestions on how the prime 
sponsor can carry out the non-discrimination provisions of 
CETA and avoid acts and practices which discriminate against 
both staff and program participants. It contains information 
which applies to a number of functions discussed in other 
guides, particularly organiza~ion and staffing, management 
information systems, and program assessment. 

In addition to this guide, the series consists of the following: 

Program Activities and Services Guide. A description 
of the types of activities available to participants 
and communities under CETA, with suggested options for 
the content and mix of these activities. 

A New Approach to Manpower. An introduction to the 
legislation, a description of Federal, State and local 
roles, and a presentation of prime sponsor's oppor
tunities under CETA. 

Manpower Program Planning Guide. A discussion of 
manpower planning concepts, with suggested approaches 
to establishing a planning system and description of 
a logical planning process for CETA prime sponsors. 

Organization and Staffing Guide. •niscussion of logical 
approaches and considerations in organizing, staffing, 
and managing the prime sponsor's CETA program. 

Fiscal Activities Guide. A description of the fiscal 
controls and internal reports which prime sponsors may 
need to supplement their existing financial systems, 
and illustrations of grant fiscal administration, includ
ing subgranting and contracting considerations. 

i 
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Management Information Systems. A presentation of a 
system to track the movement of CETA clients through 
the prqgram, including methods for meeting record
keeping and reporting requirements. 

\
Program Assessment Guide. An explanation of the assess-
ment process, including suggested evaluation techniques. 

Operating requirements for a CETA program are specified in 
Federal regulations. These publications contain no additional 
requirements, but offer suggestions on how prime sponsors can 
meet the requirements that do exist. 

ii 
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CHAPTER I 

INTRODUCTION 

A. Purpose 

The purpose of this Guide is to assist the prime sponsor 

and its staff in meeting the equal employment opportunity 

requirements of the Comprehensive Employment and Training 

Act of 1973. Equal employment opportunity is of major 

importance to the successful administration of this Act, 

in that persons for whom the Act was written -- the 

economically disadvantaged, unemployed, and under-employed 

are frequently those who are victims of discrimination. 

Therefore, it is not surprising that CETA is very clear 

in its pronouncement of prohibition against discrimination. 

For example, Section 603(1) of the Act states: 

"The Secretary shall not provide financial assistance 

for any program under this Act unless the grant, contract, 

or agreement with respect thereto specifically provides 

that no person w~th responsibilities in the operation of 

such program will discriminate with respect to any 

program participant or any applicant for participation 

- 1 -
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in such program because of race, creed, color, 

national origin, sex, political affiliation, or 

belief." 

Throughout the Act, prohibitions against discrimination and 

artificial barriers to employment are clearly stated, as in: 

Section 108 - which requires the Secretary to revoke 

a prime sponsor's plan if it maintains a pattern or 

practice of discrimination or otherwise fails to 

serve equitably the economically disadvantaged, unemployed 

or underemployed in the area it serves: 

Section 205 - which demands assurances that the program 

will contribu~e to the elimination of artificial 

barriers to employment and occupational advancement: 

Section 208 - which prohibits the Secretary from pro

viding financial assistance to any prime sponsor unless 

the grant, contract, or agreement provides non-discri

mination assurances: 

Section 314 - which directs the Secretary to develop 

guidelines designed to remove artificial barriers to 

employment and advancement within CETA agencies: 

Section 612 - which authorizes the Secretary not only 

to terminate financial assistance to a discriminatory 

- 2 -
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program but goes even further and specifically 

authorizes the Secretary to exercise his powers 

and functions provided by Title VII of the Civil 

Rights Act of 1964, and any other action as may be 

provided by law. 

The Congress was also explicit in its determination to 

prohibit discrimination, as seen in the "Joint Explanatory 

Statement of the Committee of Conference" which advises that 

both branches of Congress, in passing CETA, included provi

sions for enforcing compliance against discrimination. 

The rules and regulations 1/ also provide "non-discrimination 

and equal employment opportunities" to "handicapped individuals" 

in ~98.2l(a) and (g), and also ~96.26(f) (2). ~98.32 directs 

the Secretary to determine the "extent to which artificial 

barriers restricting employment and advancement opportunities 

in agencies receiving funds under the Act have been removed." 

To do this, the Secretary is instructed to collect informa

tion based on enrollee characteristics and other matters. 

The provisions against discrimination which appear in several 

other pieces of existing legislation are compressed into 

this Act and its regulations. (See exhibit "Comparison of 

non-discrimination provisions" in the back of this Guide.) 

1/All references to Regulations in this Guide are to those 
which appear in the Federal Register No. 54, Part III 
dated Tuesday, March 19, 1974. 

- 3 -
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Clearly, non-discrimination is the law. To aid the prime 

sponsor in carrying out its responsibilities under the law, 

this Guide provides information and suggestions on how to 

avoid acts, patterns and practices of discrimination. This 

Guide should help the prime sponsor establish a CETA 

program which will not become beset with discrimination 

difficulties, and will successfully lead those who are 

economically disadvantaged toward self-sufficiency. 

B. Overview of Contents 

Chapter II contains a check-list of activities which 

will help the prime sponsor to meet its EEO responsi

bilities under the law. Details of "how to do it" 

are included under each activity: 

How to plan an Equal Employment Opportunity 

(EEO) Program which will aid the prime sponsor 

in making available equal employment opportunities 

to both CETA staff and CETA program participants... 

what support data are needed...what constitutes 

an "effective mechanism". 

How to implement an affirmative action plan as 

an effective mechanism for assuring that no 

discrimination occurs in a CETA program... 

- 4 -
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discusses recruitment techniques ... selection 

and assignment... counseling, training and 

career development. 

Administration of the EEO program and the 

specific functions served by the CETA program's 

EEO officer. 

The purpose and implementation of staff training 

in matters affecting equal employment opportunities. 

Building certain factors into the internal 

reporting system to enable the prime sponsor 

to continually monitor and evaluate its CETA 

program in terms of equal employment opportunity. 

The various review processes: the pre-award 

review, which aids the prime sponsor in selecting 

subgrantees who are both able and willing to 

enforce EEO principles in their operation: the 

compliance review, which is an indepth assessment 

of all program activity relating to equal 

employment opportunity: monitoring, which is a 

more frequent assessment which keeps prime 

sponsors informed of EEO strengths and weaknesses 

within the program: and complaint reviews or 

investigations. 

- 5 -
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EEO evaluation and its use as a yearly manage

ment tool. 

Chapter III offers additional recommendations to assist 

the prime sponsor: 

The forms of technical assistance available to 

the prime sponsor, as well as the technical 

assistance that should be provided by the 

prime sponsor to subgrantees and to community 

organizations. 

The benefits and methods of keeping open lines 

of communication to community organizations. 

The kinds of information and assistance which 

are available from the State Employment Security 

Agencies. 

- 6 -
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CHAPTER ' II 

SPONSOR'S RESPONSIBILITIES 

A. Planning the Equal Employment Opportunity Program 

The sponsor's primary responsibility is to see that 

discriminatory practices are not used in selecting people 

for employment ~n the CETA staff o~ for training in the 

CETA program. CETA rules and regulations (~98.21) state: 

"The prime sponsor or eligible applicant shall be 

responsible for assuring that no discrimination 

prohibited by this section occurs in any program 

for which it has responsibility, and shall establish 

an effective mechanism for this purpose." 

The important item here is that an effective mechanism 

shall be established to assure non-discrimination. 

Whether the prime sponsor chooses to use the method 

suggested by this Guide or some other method, compliance 

with the Act will be adjudged by the effective mechanism 

and whether it accomplishes its goal. 

The regulations go on to state that "the prime sponsor 

or eligible applicant may, as one means of establishing 

- 7 -
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this mechanism, assign the responsibility for 

administering the Equal Employment Opportunity program 

to one individual and require subgrantees and contractors 

to prepare affirmative action plans. In such cases, the 

prime sponsor or eligible applicant may include in its 

comprehensive manpower plan a description of its EEO 

program and the related affirmative action plans of its 

subgrantees and contractors, including the procedures 

established for monitoring these activities." 

/ This Guide recommends the affirmative action plan as a 

means of achieving the "effective mechanism" required 

by the Act. Past experiences of the Manpower Administra

tion and the Equal Employment Opportunity Commission 

attest to the effectiveness of the affirmative action 

plan. 

An affirmative action plan is simply a program of goals 

and timetables designed to avoid under-utilization of 

women and minority groups in training or in staffing. 

Under any other name, the sponsor's plan will be equally 

effective if it contains the elements outlined below, 

and if the prime sponsor makes the commitment to apply 

every good faith effort. Procedures without effort to 

- 8 -
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make them work are meaningless, and the effort 

undirected by specific procedures is inadequate. 

A good affirmative action plan includes: 

1. The method by which minorities and women Ywill be 

utilized in all major job and/or training categories 

in all program areas anticipated within the program. 

In determining how minorities and women will be 

utilized in any job category, the prime sponsor 

should consider the following factors: 

The minority and female population of the labor 

market area. 

The size of the minority and female unemployment 

force. 

The percentage of minority and female labor 

force as compared with the total labor force. 

The general availability of minorities and women. 

Y It is not obligatory but it is recommended that data 
be obtained by-sex-by-race, i.e., black male, black 
female, white female, etc. Without sex-by-race data 
there is danger that either minority women will continue 
to suffer from a double handicap and be discriminated 
against while minority men and white women benefit or, 
conversely, that a minority woman will be counted twice 
to prove compliance with an affirmative action plan. 
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The availability of minorities and women having 

requisite skills in an area in which the prime 

sponsor and subgrantee can reasonably recruit. 

The availability of promotable minorities and 

women within the prime sponsor's and subgrantee's 

organization. 

The anticipated expansion and turnover of the 

total labor force. 

The existence of training institutions capable 

of training minorities and women. 

The degree of training which the prime sponsor 

is reasonably able to undertake as a means of 

making all job categories available to 

minorities and women. 

2. The method by which the prime sponsor and all sub

grantees will put forth a good faith effort to 

assure that there will be no discrimination based 

on race, creed, color, national origin, sex, 

political affiliation or beliefs. (CETA, Sections 

603(1), 612(a); Titles VI and VII, Civil Rights Act 

of 1964; Equal Employment Opportunity Act of 1972.) 

- 10 -
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3. The method by which the prime sponsor will coordinate 

the EEO responsibilities with the subgrantees and 

planning councils. 

4. The CETA agency's organizational structure indicating 

the position of the person responsible for EEO 

matters. Ideally, each CETA agency would have one 

person responsible for EEO activity who reports 

directly to the director of the program. (See 

Section c., "Administering the EEO Program."} 

5. Goals and timetables for utilizing recruitable 

minorities and women to the maximum extent 

possible in the CETA program. 

6. The method by which the prime sponsor will measure 

the effectiveness of the total affirmative action 

plan. 

All support data V mentioned in 1. above, become an 

integral part of the affirmative action plan. Such 

information should be maintained and expanded as 

certain other data become available, such as seniority 

rosters, applicant rejection ratios indicating minority 

status and sex, progression line charts, etc. 

V FPM 713-1 2-5 Revised Order No. 4-60-2.1 60-2.11 

- 11 -
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The written plan should be maintained both at the 

prime sponsor's establishment and the establishment 

of each subgrantee. 

B. How to Implement an Affirmative Action Plan 

It is important to remember at this point that the 

prime sponsor's EEO responsibilities apply equally to 

the people it trains in its program and the people it 

hires for the CETA staff. Just as it is necessary to 

promote equal employment opportunity for the CETA 

program's clientele, so it is necessary to ensure that 

applicants for employment on the CETA staff are selected 

and treated during employment without regard to race, 

creed, color, national origin, sex, age, political 

affiliation or belief. The size, composition and 

location of a CETA agency staff in the prime sponsor's 

organizational structure are decisions appropriately 

left to the discretion of the prime sponsor. However, 

the following guidelines will be helpful as illustrations 

of steps which can be taken to ensure equal employment 

opportunity throughout the program --- for both program 

participants and for CETA staff. 

- 12 -
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1. Leadership 

The first and perhaps most essential ingredient 

is the prime sponsor's personal leadership in 

establishing and maintaining a continuing program 

to promote equal employment opportunity. The 

responsibility for ensuring the success of the 

program must also be shared by each manager and 

supervisor in the sponsor's agency who is directly 

involved in the CETA program. 

2. Recruitment 

Recruitment whether for staff or program partici

pants is one of the primary means of offering 

equal employment opportunities as required by 

CETA. Simply stated, the more qualified minority 

and female individuals contacted, the more will be 

selected and placed in the program or on the payrol~. 

Positive recruitment rather than passive reliance 

on posting announcements is necessary for effective 

recruiting. Following are some specific techniques 

which will aid the prime sponsor: 

- 13 -
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All solicitations and advertisements concerning 

positions in the program and jobs on staff should 

state that qualified applicants will receive 

consideration without regard to race, creed, 

color, national origin, sex, age, political 

affiliation or beliefs. 

For example, when placing job orders or training 

notices at employment agencies, emphasize your 

policy of selecting applicants on the basis of 

merit and your interest in the referral of 

qualified minorities (male and female) and women. 

The State employment service, which likely will 

have a computerized job bank, should also be a 

good source of minority applicants as well as 

applicants in general. 

Avoid recrui:tment which is primarily by word-of

mouth or "walk-ins." 

Use minorities and women on all recruitment teams. 

Train recruitment teams to use objective standards. 

(See following discussion of artificial barriers to 

employment.) Keep them continuously aware of 

recruitment goals. 

- 14 -
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Direct recruitment efforts to all segments of 

the population, fully utilizing all special 

interest groups and all recruitment sources. 

Solicit recruitment suggestions from them. 

Make personal visits to the groups to stress 

equal opportunity and explain testing and 

hiring procedures, training, and career 

appointments. 

Contact agencies and consultant firms that 

specialize in minority and female applicants 

(Urban League, SER, NOW, State or local 

Commission on the Status of Women, etc.) 

For staff recruiting, contact educational 

institutions -- high schools, vocational 

schools, an:d career development centers. 

Establish and maintain personal contacts 

with counselors and principals of schools 

in your jurisdictions, also schools with larg~ 

minority enrollment. Schedule recruiting 

visits and/or write to colleges, not 

neglecting minority colleges and those 

with high female enrollment. 

- 15 -
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Other recruitment sources are minority, 

women's, and community organizations; 

public training programs; community 

action agencies; model cities agencies; 

and apprenticeship information centers. 

Advertise in media directed toward 

minorities and women. Emphasize 

interest in recruiting both sexes 

especially for jobs which have been 

stereotyped as "male" or "female." 

Place classified ads under "Help Wanted 

General" or "Help Wanted - Male and 

Female" listings. 

Use neutral terms to describe position. 

Refer to the revised D.O.T. listings which 

have removed references to sex (e.g., 

"salesman" or saleswoman" is now 

"salesperson"). 

All advertisements should include the 

phrase "Equal Opportunity Employer 

(male/female)." "EEO Employer" still suggests 

only racial non-discrimination. 

- 16 -
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3. Selection and Assignment 

Once there is an adequate pool of qualified 

applicants from groups formerly discriminated 

against, it follows that selection for the 

particular job should be on a non-discriminatory 
I 

basis. To ensure that discrimination is not 

a factor in selection or assignment, the 

prime sponsor should attempt to identify 

and eliminate any artificial barriers to the 

employment of disadvantaged persons. 

- 17 -
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All selection criteria should be reviewed to determine 

if they have a disproportionate negative effect on 

minorities or women. If found so, the criteria should 

be analyzed to determine how r~levant they actually are 

to the duties of the particular position. For example, 

Are there indications of bias or discriminatory 

practices in selection for certain jobs, or in 

certain segments of your organization? 

Do agency requirements block equal consideration 

for minority groups, or women, or the disadvantaged? 

Are job qualifications realistic and relevant? 

For example, do they require educational credentials 

that are unrelated to the actual job? Do they 

rigidly insist on experience of a strict kind 

when experience in a somewhat different field 

would be equally useful? Are there restrictions 

that are unrelated to job performance? For example, 

height and weight restrictions may be traditional 

in certain jobs, but not actually essential to the 

performance of the job. Arrest records may pre

clude employment even though the nature of the 

arrest may have no bearing on job performance. 

- 18 -
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Do marital status, age and number of children, 

or employment of the spouse have any relevance 

to the job requirements? If not, such information 

should not be sought (even though it may be 

customary to ask these questions of both sexes) 

because experience indicates it has a dispropor

tionate negative effect on the employment of 

women. 

By removing artificial barriers to employment, such as 

those outlined above, an employer is better able to 

establish and follow a merit staffing system,. which 

provides for the selection and promotion of employees 

based solely on their ability to do the job. 

Once valid selection criteria are established, they 

should of course be applied equally to all persons. It 

may be necessary to provide selecting officials with 

additional training in merit principles and EEO policy. 

Also desirable may be provision for reviewing and improv

ing interviewing techniques. 

An exception to the above rule might be applied to aide 

or similar positions. Often aide positions are the only 

- 19 -
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entry level jobs which employers will offer to 

disadvantaged persons. Therefore competition for such 

positions could be limited to disadvantaged individuals, 

provided upward mobility is indicated. 

4. Counseling, Training and Career Development 

CETA guidelines place special emphasis on the development 

of in-service training and career ladder development to 

promote upward mobility of staff to higher level jobs. 

Employee performance and potential should be evaluated 

systematically in order to improve the individual's 

effectiveness, ·to assess training needs, and to provide 

the basis for promotions and salary advancements. The 

following actions are recommended: 

Develop effective counseling to aid the staff 

in making decisions regarding their own training, 

self-development, and career direction. 

Arrange and conduct training programs designed 

to upgrade clerical and professional skills, 

to enable all employees to increase their indi

vidual capabilities and enhance their 

opportunities for advancement. 

- 20 -
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Analyze career ladders to determine changes 

necessary to improve career opportunities for 

all persons. 

Consider restructuring career ladders to provide 

more flexibility in entrance requirements for 

various jobs. 

Coordinate career ladder requirements with 

employee development courses. 

Make opportunities available for lateral movement 

into related career fields. 

See the CETA"Organization and Staffing Guide" for 

additional information on recruitment, selection, equal 

employment opportunity in staffing, training, and 

avoidance of artificial barriers. 

C. Administering the Equal Employment Opportunity Program 

CETA regulations suggest that one means of establishing 

an effective mechanism to prohibit discrimination is to 

assign responsibility for administering the EEO program 

to one individual (§98.21). Several Federal and State 

agencies have established very successful programs 

utilizing this concept. If the prime sponsor decides 

to appoint someone as EEO officer, that person may have 
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greater impact if he or she operates directly from 

the office of the director of the CETA program, perhaps 

as special assistant, with the necessary staff to carry

out all EEO responsibilities. 

Some of the functions that may be assigned an EEO 

officer are: 

Act as the focal point for all sponsor EEO 

activities particularly development and 

implementation of affirmative action plan. 

Take the lead in the development of policies, 

objectives, and guidelines for a unified and 

integrated program of equal employment opportunity 

for the prime sponsor and subgrantees. 

Encourage adequate review of the prime sponsor's 

comprehensive manpower plan by community groups 

to ensure responsiveness to various minority groups. 

Initiate and conduct pre-award compliance reviews 

and investigations of any existing complaints 

against a potential subgrantee. 

Implement a system for monitoring compliance 

with EEO standards in both the prime sponsor 

and subgrantee organizations. 

22 -
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Advise the prime sponsor of equal employment 

opportunity activities within its own operations 

and among subgrantees, review and analyze manage

ment data and operating reports for the purpose 

of initiating and/or recommending appropriate 

actions. 

Direct, conduct, and/or coordinate negotiation 

and conciliation activities with CETA subgrantees. 

Implement a system for receiving and investigating 

complaints of discrimination. 

Provide training and technical assistance to 

CETA staff and subgrantee staff concerning their 

responsibilities in the equal employment opportunity 

program. 

Establish and maintain liaison with Manpower 

Administration regional EEO staff and other 

agencies and private organizations concerned 

with equal employment opportunity. 

Maintain records of all EEP activities. 

Prime sponsors may encourage their subgrantees to follow 

the prime sponsor's example and designate a person 
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to be an EEO officer within the subgrantee operation. 

The EEO officer at the subgrantee level should perform 

for the subgrantee the same functions as the prime 

sponsor's EEO officer. 

D. Providing Staff Training in EEO 

If the prime sponsor's EEO program is to succeed in 

meeting its goals and objectives, it requires a staff 

which is fully aware of the prime sponsor's EEO policies 

and the Federal requirements relating to equal employment 

opportunity and CETA non-discrimination assurances. 

An EEO training program, directed to both prime sponsor 

and subgrantee staffs, should be designed to inform 

staff of the provisions of and reasons for the prime 

sponsor's and subgrantees' EEO plans, policies, goals 

and timetables; the role of the EEO officer and the 

administrative procedures for resolving complaints or 

grievances; and individual responsibilities of the 

staff to see that performance meets planned goals. 

Regional Department of Labor staff stand ready to 

provide technical assistance in developing and imple

menting a training package at the request of the prime 

sponsor. 

- 24 -
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Training in EEO serves to reemphasize the prime sponsor's 

commitment to its staff and program participants. It 

should be updated regularly and scheduled at frequent 

intervals so that staffs are kept apprised of latest 

developments in EEO activities. 

E. Building EEO Requirements into the Reporting System 

Under the CETA program each prime sponsor and eligible 

applicant is responsible for three periodic reports 

to the Secretary of Labor. Two of these reports are 

the Quarterly Progress Report and the Summary of Client 

Characteristics Report (§98.7). The Quarterly Progress 

Report will contain, among other items, a statistical 

report of the prime sponsor's distribution of services 

among significant segments of the population. The 

Summary of Client Characteristics Report will contain 

aggregate characteristics data on all participants in 

the program. The Summary is to be submitted to the ARDM 

with the Quarterly Progress Report. Together they will 

assist the regional office in measuring certain accom

plishments of the prime sponsor's EEO program, and ~ay 

alert the ARDM and the prime sponsor to the need for 

technical assistance from the regional office. 
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CETA regulations require that each prime sponsor or 

eligib_le applicant establish an internal reporting 

system (§98.31). Such system will not only support 

reports to the Secretary, it will also provide the 

prime sponsor with basic internal management 

information, which will aid the prime sponsor in 

measuring the progress being made toward meeting 

goals and objectives, including those for equal 

employment opportunity. 

The system, if it is to provide a valid means of 

assessing program-performance in equal employment 

opportunity, should contain: 

1. Records on the flow of all applicants for both 

staff and program participation, broken out 

according to race, national origin, sex, and 

handicap if any. The statistics should include 

a further break-out on women to separate minority 

females from the overall female count. (See 

footnote Y, Section A.) 
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The flow includes: 

Program Participant Staff Member 

entries hires 
rejections rejections 
training programs job classifications 
transfers transfers 
placements promotions 
resignations resignations 
layoffs layoffs 
terminations terminations 

In the case of resignations and terminations, 

exit interviews are advisable. They can provide 

valuable insight into program operations, and may 

suggest required corrective action. 

2. Records of EEO compliance reviews of both prime 

sponsor operations and subgrantee activities. 

These should include the corrective action 

implemented, where appropriate, and the results 

of such action. 

3. Records of complaints against the prime sponsor 

and subgrantees, including details of the 

investigation, followup, and effectiveness of 

the resolution of the complaint. 

F. Conducting Reviews 

A prime sponsor or eligible applicant is responsible 

for seeing that its own program and that of its 
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subgrantees are in compliance with all of the 

certifications and assurances of the Act, including 

those relating to non-discrimination and equal 

employment opportunity (~98.3l(c)). 

This may be accomplished by establishing a review 

procedure which consists of four major components: 

The Pre-award Review 

The Compliance Review 

Compliance Monitoring 

Complaint Investigation 

1. The Pre-Award Review 

A prime sponsor is responsible for the development 

and approval of all subgrants under its sponsorship 

and for assuring that its subgrantees adhere to 

the requirements of the Act and other applicable 

law (§95.4l(c)). Pre-award reviews are recommended 

for this purpose. 

A pre-award review enables the prime sponsor to 

determine, prior to the award of a grant, the 

ability of a potential subgrantee to comply with 

the EEO assurances and provisions of the Act. 

Its purpose is to avoid unlawful discrimination 
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on the part of subgrantees which could adversely 

effect the ability of the prime sponsor to fulfill 

its commitments under the Act, therefore affecting 

its future funding. A pre-award review can take 

the form of a desk audit or an onsite review. 

A desk audit is a review of a prospective contractor 

or subgrantee on the basis of its proposal, plus 

any other relevant information the prime sponsor 

has available. Particular attention should be 

paid to: 

Proposed plans. Do the plans of the prospective 

contractor or subgrantee contribute to the 

prime sponsor's intention to serve all 

significant segments of the community? 

Staffing pattern. Does the prospective contractor 

indicate a intention to follow merit principles 

in staffing and to recruit from groups formerly 

discriminated against? 

Signed list of certifications and assurances. 

Mechanism for assuring that no discrimination 

occurs in the programs, e.g., an affirmative 

action plan. 
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Experiences with such agencies as the Equal 

Employment Opportunity Commission (EEOC), the 

Office of Federal Contract Compliance (OFCC), 

the State Fair Employment Practices Commission 

or the city Human Relations Commission to 

determine whether the prospective contractor has 

been found guilty of discrimination in the past 

or has entered into certain affirmative action 

agreements. 

Procedure for reviewing and resolving complaints. 

If after reviewing all available information it 

appears that the potential subgrantee has the 

ability and desire to comply with EEO standards, 

no further review is required. However, if 

questions still remain an onsite review may be 

necessary. 

The onsite review is conducted at the prospective 

subgrantee's place of operation. It enables the 

prime sponsor to resolve outstanding questions 

and also to evaluate the staff's sensitivity and 

knowledge of EEO matters, the proximity of the 

prospective subgrantee to the clients, and the 

facilities and working conditions. 
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2. The Compliance Review 

This is an indepth comprehensive assessment of 

all prime sponsor and subgrantee activity ,relating 

to equal employment opportunity. Its purpose is to 

determine whether the program is complying with all 

applicable EEO requirements of CETA as they pertain 

to both program participants and CETA staff. It 

identifies problem areas and indicates forms of 

technical assistance which may be required. In 

conducting an EEO compliance review of a subgrantee 

by the prime sponsor the following steps are 

recommended: 

Obtain a thorough knowledge of the subgrantee 

program. 

Review Quarterly Progress Reports and the 

Summary of Client Characteristics Reports. 

Determine whether any complaints have been 

filed against the subgrantee, with the prime 

sponsor or with other agencies. If some 

complain+-- ,_ been substantiated, determine 

whether they are sym:i;:tomatic of overall 

problems. 
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Evaluate the subgrantee's EEO performance 

against its planning goals and objectives as 

it relates to staffing and the delivery of 

services to the client population. 

Interview minority and female community leaders, 

staff members, and clients of the subgrantee. 

Review subgrantee records covering all component 

activities to determine whether services, 

benefits, wages, allowances, working conditions 

and placements are provided without discrimination. 

At the conclusion of the compliance review, if 

deficiencies are identified, corrective action plans 

should be developed. The prime sponsor and subgrantee 

should arrive at negotiated agreement with respect 

to the proposed corrective action, which should be 

implemented within a period of 60 days or less. 

The prime sponsor then should determine if the 

subgrantee has complied with the agreements reached. 

It is recommended that the prime sponsor conduct 

two full and complete EEO compliance reviews of 

each subgrantee annually. The information gained 
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through these reviews will be very useful for 

future planning and for determining whether a 

particular subgrantee should be refunded. 

3. Compliance Monitoring 

Various sections of the regulations under CE'l:'A 

call for regular monitoring of prime sponsor 

activities. For instance, ~95.13(c) (2) states 

that the prime sponsor's Manpower Planning Council 

should monitor all manpower programs under the 

Act. Likewise, State Manpower Services Councils 

should continuously monitor the operations of 

programs conducted by prime sponsors in the 

State (§95.13(d) (4)). ~98.3l(c) states that the 

prime sponsor or eligible applicant shall monitor 

all activities for which it has been provided 

funds under the Act to determine whether the 

assurances and certifications made in its plans 

are being met. Each of these monitoring efforts 

should include a review of performance as it 

relates to non-discrimination and equal employment 

opportunity. 
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Some of the specific items a prime sponsor should 

monitor on a continuing basis are: 

The proportion of minorities and women enrolled, 

their numbers in the various program components, 

and numbers placed, as compared to the prime_ 

sponsor's plan and the percentage of minorities 

and women in the eligible population. 

The percentage of minority and female staff at 

all levels within the prime sponsor's organiza

tion, and their upward or lateral movement 

over a period of time. 

In addition, periodic interviews with a 

a representative sample of staff and clientele 

are advisable. 

By regularly monitoring its own and its subgrantee 

programs, a prime sponsor can identify potential 

EEO problems before they result in formal complaints 

or allegations, class action suits, and the like. 

When EEO problems are identified technical assistance 

can be requested of the ARDM to deal with them. 
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4. Complaint Investigations 

Each prime sponsor is required to establish proce

dures for resolving any issues arising between it 

and a participant. Such procedures shall include 

an opportunity for an informal hearing, and a 

prompt determination of any issue which has not 

been resolved (§95.37). 

The EEO officer (or comparable person charged 

with conducting the investigation) should take the 

following steps: 

The complainant should be notified of the 

receipt of his complaint and the approximate 

date of the planned investigation. Prompt 

handling of complaints is important. 

A complaint file should be established. Previous 

complaints pertaining to the same matters should 

be assembled in the same file. 

Facts should be gathered from records and/or 

interviews, depending on the nature of the 

complaint. In all cases, the complainant should 

be interviewed and detailed facts obtained. 
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In interviewing others, general questions 

should be asked concerning practices of the 

agency or organization which are relevant 

to the complaint. 

The data collected should be reviewed to 

determine a course for future action. The 

investigator should consider three basic 

questions: 

What discriminatory acts, incidents, 

policies, or practices are alleged? 

What evidence has been offered in support of 

each of these allegations? 

What data are essential to determine the 

validity of the allegations? 

Detailed basic information for complaint 

investigation_principlescan be found in the 

Compliance Officer's Manual, published by the 

Civil Rights Commission in 1966. 

Program participants should be advised of a 

prime sponsor's complaint resolution system as well 

as their rights and responsibilities prior to 

entering the program (§95.3l(e), §96.35(c)). 
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They should be encouraged to discuss any 

problems or grievances they may have with 

the EEO officer or other designated staff, so 

that these may be resolved before formal 

complaint procedures are invoked. 

The effective handling of participant complaints 

can preclude the escalation of relatively minor 

issues into major compliance issues. 

G. Evaluation As A Yearly Management Tool 

Evaluation is a study of the total program, including 

all components. It should measure EEO program 

performance against goals and timetables as set forth 

in the prime sponsor's affirmative action plan, and 

should evaluate good faith efforts to achieve goals. 

Where there is a failure to meet planned performance or 

goals, the prime sponsor has the responsibility to 

identify the specific causes for these failures and 

to develop and implement ap7ropriate corrective action 

(~98.3l(e)). 

The tools that can be used to pinpoint causes for failure 

to meet equal employment opportunity goals are reports 

of compliance reviews conducted during the year, 
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monitoring reports received during the year, a study 

of the nature and validity of discrimination complaints, 

and the personal observations of the prime sponsor's 

EEO officer. 

Sometimes it is possible to locate reasons for failure 

only over a long period of time. Therefore, in 

addition to the on-going evaluation which is so 

important for effective management of the EEO program, 

this Guide recommends that a yearly evaluation of EEO 

activities be undertaken. While ~tis not required, 

an annual review would be good practice if the prime 

sponsor is to obtain a complete and continuing 

measurement of the effectiveness of the original EEO 

plan. 
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CHAPTER III 

ADDITIONAL RECOMMENDATIONS TO ASSIST THE PRIME SPONSOR 

A. Technical Assistance 

It is expected that technical assistance in three different 

forms will be required for a successful CETA program. 

1. For Prime Sponsors 

Federal personnel, both regional and national, are 

available for the provision of technical assistance 

at ~he request of the prime sponsor. The types of 

technical assistance available include, but are not 

limited to: 

Development of affirmative action plan or 

or other effective mechanisms for assuring 

non-discrimination. 

Development of EEO internal reporting systems. 

Development of techniques for evaluating 

performance in regard to EEO goals. 

Procedures for conducting compliance reviews 

and complaint investigations. 

Planning training programs. 
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Methods of establishing and maintaining 

contacts with community based organizations. 

2. For Subgrantees 

The prime sponsor is expected to keep abreast of its 

subgrantees' operations on a continuing basis, and, 

when inadequate performance becomes evident, to be 

ready to provide the necessary technical assistance 

to its subgrantees. If the prime sponsor wishes, 

regional DOL staff will conduct a joint review of a 

subgrantee with the prime sponsor. 

3. For Community Organizations. 

The prime sponsor may wish to provide technical 

assistance to community organizations to enable them 

to establish participant support services. Organizations 

representing minority groups or women could be especially 

helpful to program participants but only may need guidance 

in setting up their support programs. 

B. Community Relations 

It is very important that CETA prime sponsors and subgrantees 

keep open lines of communication between themselves and 

community organizations, especially those which represent 

minorities, women, young people, and the aged. These are 
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the organizations which reach many of the people for whom 

CETA services are intended. These organizations need to be 

kept informed on such matters as progress being made to 

resolve special employment problems, progress in developing 

equal employment opportunity, and the availability of CETA 

training and employment opportunities. 

The prime sponsor and subgrantee should consider using 

minority newspapers, radio and television, and the Manpower 

Advisory Councils to keep community groups informed. In 

addition, posters and literature are available and should 

be distributed where they can reach potential program 

participants. 

An effective community relations program will go a long 

way toward enhancing the image of the prime sponsor (or 

subgrantee) in the minority community and will provide 

positive assistance in achieving overall goals. 

c. Assistance Available from the State E.S. Agency 

Prime sponsors and subgrantees may find State Employment 

Security Agencies of particular value to them in providing: 

Information essential to the construction 

of their affirmative action plan, such as 

summary manpower indicators, current 
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unemployment statistics, availability of 

minorities and women in certain job 

categories, etc. 

Lists of affirmative action employers who 

are actively seeking minorities and women. 

Information to aid in developing job training 

programs. 

Assistance in establishing and operating an 

effective equal employment opportunity program, 

utilizing the expertise of the agency's EEO 

officer. 

See the "Guide for Prime Sponsors on State Employment 

Security Agencies in Conjunction with CETA" for a 

detailed description of available services. 
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Comparison of Non-Discrimination Provisions 

Provisions which appear in 
other Legislation and 
Regulations listed below... 

1. Civil Rights Act of 1964 
2. Equal Pay Act of 1963 
3. Vocational Rehabilitation 

Act 
4. Emergency Employment Act 

of 1971 
5. Civil Rights Act of 1964 

as amended in 1972 

1. Overt Discrimination 
{29 CFR Part 31 

1. Intergovernmental Personnel 
Act of 1970 

2. Federal Standards for a 
Merit System of Personnel 
Administration (45 CFR 
Part 70) 

- 43 

...are compressed into the 
Comprehensive Employment and 
Training Act, as follows: 

Non-discrimination based on 
race, creed, color, sex, political 
affiliation, beliefs or handicapped 
condition - Section 108, Section 
603, Section 612,of the Act, and 
Section 95.14, Section 95.17, 
Section 95.21, Section 98.21 
of the Rules and Regulations 

1. overt Discrimination 
2. Patterns and Practices of 

Discrimination 
Section 108, Section 612 of the 
Act, and section 98.41 of Rules 
and Regulations 

Basic Personnel Standards 
Section 603.14, Section 208 
of the Act and Section 98.14 
of the Rules and Regulations 
Section 96.37 

GPO 875• 617 

-
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Exhibit No. 32 

This exhibit was unavailable 
for publication. 
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Exhibit No. 33 

This exhibit is on file at 
the U.S. Commission on Civil 
Rights. 
The Spanish version of the 
booklet is printed as Exhibit 
No. 34. In addition, Exhibit 
No. 35 contains some of the same 
information set out in Exhibits 
No. 33 and No. 34. 
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Exhibit No. 34 

:Naho.na1 Committee on Household Employment 
8120 Fenlon Street, Suite 300 I Silver Spring, Maryland 20910 I 301/587•3335 

COMO 

ORGANIZAR 

LAS 

EMPLEADAS 

DOMESTICAS 
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Como Organizar 

Las 

Empleadas Domesticas 

1. Hable con los ministros y curas de las parroquias en el 
centro de la ciudad yen los vecindarios donde las ernpleadas domesticas 
generaJmente viven. 

a. P1dales su cooperacion y ayuda para conseguir 
que las ernpleadas domesticas en la parroquia 
se unan a la organizacion. 

b. Del.es cantidades de folletos anunciando sus 
planes para organizarse e invitando a las 
reuniones que se vayan a celebrar. 

c. Pongase de acuerdo con los ministros y curas 
sobre una fecha para reunirse y hablar de sus 
planes con l9s feligreses. 

2. ~ecoja info:anacion, anonimamente, sobre salaries, horas 
de trabajo, etc. entre las ernpleadas domesticas y entre patronas. 
(Vea el ejernplo que se incluye). 

3. Hable con el Director del Programa de Accion de la COJru
nidad, con el Director del Programa de Ciudades Modelos, con el Director 
de WINS, con 11deres de la Organization de Derechos de Bienestar, y con 
los directores de organizaciones clvicas, religiosas, raciales o sociales 
locales y p1dales su cooperacion y ayuda. 

a. Si algunos 11deres en la connmidad demuestran 
interes en los planes, tenga una reunion corta 
con ellos para incluirlos en el programa y obtener 
SUS ideas y cooperacion. 

4. Organice una reunion de la connmidad donde se discutan 
planes para establecer una asociacion local de empleadas domesticas. 
Esta reunion debera celebrarse a una hora conveniente para esas ernpleadas 
(por ejernplo, domingo por la tarde o por la noche). 
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a. Antes de la reunion, escriba al NCHE pidiendo 
panfletos infonJE.tivos y copias del Codigo de 
NonIE.S (gw'.a de requisites y condiciones generales 
para ese tipo de empleo), fonJE.S de contrato y, si 
es posible, la presencia de un representante del 
NCHE en la reunion. 

b. Explique lo que se ha hecho y lo que se esta 
haciendo en otras cam.m.idades (esta infonnacion 
se puede consequir en el NCHE) . 

c. Pidale a las personas que asistan a la reunion 
SlJS ideas para actividades futuras. 

d. Recoja nombres y direcciones de empleadas domesticas 
para las solicitudes del NCHE y para su propio uso. 

e. Aconseje a los asistentes en esta reunion sobre 
la necesidad de unir>se y de veneer el miedo y la 
apatfo. 

f. Ayude a los asistentes a la reunion a elegir un 
grupo consejero canpuesto mayormente de empleadas 
domesticas, pero incluyendo, si asi lo desean las 
empleadas, algunos 11deres dela cam.m.idad. -

g. Fije la hora y el lugar para la proxima reunion, 
cuando se eligiran los oficiales de la organizacion, 
se adoptaran reglamentos, y se discutiran planes 
especificos y pe:rn13I1entes para el programa. 

5. Dewelva las solicitudes (ya llenas) al NCHE. Dejenos 
saber si tiene problemas y de carno cree qu!= podemos ayudarle. Nosotras 
le enviareiros las tarjetas de socia, los codigos, los contratos y los 
alfileres de identificacion ccm:, socia. 

a. NCHE publica rnensuaJmente una carta-Noticiero 
con infonJE.cion sobre sus actividades y las de 
otros grupos locales. 

6. Haga planes para preparar un boletin infonJE.tivo para la 
cam.m.idad sobre sus propias actividades y planes. 

;BUENA SUERI'E! 
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Relaciones de Trabajo 

• El horario de trabajo debe ser aconlado antes de empezar 
a trabajar. 

• Si un patrono o una patrona no requiere los servicios de una 
empleada que trabaja por dias, en las heresy mas aco:roados, 
debe notifi~selo a la empleada con por> lo menos una semana 
de anticipacion.o pagarle por ese tiempo. 

• Si la empleada no puede reportarse a trabajar, tiene la 
responsabilidad de notificar>selo a su patrono-o patrona 
lo antes posible. 

• Las obligaciones del trabajo, incluyendo tarea.s espemficas, 
frecuencia con que deben realizarse y calidad de trabajo 
requerida, deben estar clar>amente establecidas por eser>ito 
en un convenio aco:roado entre el natrono o la patrona y la 
empleada.-

• Tanto el patrono o ±a patrona cano la empleada deben observar 
puntualidad, integr>idad y cortesfo. 

• Los utensilios de trabajo y equipo para limpieza. provistos 
deben estar en buenas condiciones y poder usarne sin peligro 
alguno. la empleada debe usarlos con el debido cuidado. 

• En todo memento se deben rnantener medidas de segur>idad 
adecuadas para proveer a la empleada-ufi maxi.mo de pro
teccion par>a SU segur>idad y salud. 

• El tiempo par>a descanso, h0r>as de camidas, uso del tele
fono y tiempo libr>e par>a atender asuntos personales (ta
les CCllllO asistencia a la iglesia, en el caso de emplea
das que vivan en el lugar de trabajo) deberan ser> acor>
dados antes de empezar a trabajar. 

• las labOI'es que se realizan y las relaciones de trabajo 
deben ser discutidas de vez en cuando con el fin de me
jorar la eficiencia y la comprension entre el patrono o 
la patrona y la empleada. Se deben alentar las evalua
ciones del tr>abajo con fines constructivos y de provecho. 

e A 19-5 empleadas que vivan en el lugar del tr>abajo se les 
debe proveer cuartos de dormit0r>io pr>ivados y comodos. 

• Ambas par>tes deben rnantener una relacion de tr>abajo pro
fesional. Esto incluye el uso de fonnas de cOI'tesia en 
las conversaciones tanto de par>te del patrono o la patrona 
COIID de la empleada y sus respectivas familias. 
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Modelo Para Contrato 

NOMBRE 

Contrato para Thtpleo Danestico 

{ Las personas que firmen este con-trato se compraneten a ct.m1plir con las 
condiciones que se detallan mas adelante. Estas condiciones se 
estableceran de acuerdo con el Codigo de Nornas. 

1. SAIARIO EXACTO 

2. TIEMPO PARA AI11ORZAR Y PARA DESCANSAR (Cuanto tiernpo y a que hara) 

3. AUMENTO DE SAIARIO FOR ANO 

4. TRANSPORTACION PARA IR AL TRABAJO Y PARA REGRESAR AL HOGAR 

5. SEGURO SOCIAL 

6. VACACIONES PN'.:,ADAS (Cuan-t;os mas al afio) 

7. DIAS DE FIESI'A CON PAGA ( Cuantos mas al afio) 

8. VACACIONES POR··ENFERMEDAD CON PAGA. (Cuantos mas al afio) 

9. OBLIGA.CIONES DE IA EMPLEADA 

10.. PERIODO DE PRUEBA 

F:mna del Patron o la Patrona 

Fllm3. de la Thtpleada 

Pecha 

NOTA: Tanto el patron o la patrona cano la empleada deben recibir Uila 
COPIA DUPLICADA de este Contrato. 
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Exhibit No. 35 

MS. Magazine, February 1973 

JOSEPHINE HULETT as interviewed 
by JANET DEWART 

"HOUSEHOLD HELP WANTED" 

rm going to make a very unfashion
able stateme11t: I'\'e lieen a household 
worker for 20 years, and I've never 
been ashamed of it. \\'hen I tell peo
ple what I do, sometimes they're em
barrassed. Or they think it's a joke, 
and say, ·'You're kidding, Jo-you 
couldn't be doing that!" Sometimes, 
I just smile and say, "Why not?" 
But "\\'by not?" isn't really enough 
any more. rm organizing household 
workers now-to fight for their 
rights and their dignity-and I ha\'e 
to explain why I feel the way I do; 
to really say what my life has been 
like. First, so that other women who 
are household workers may be able 
to connect with my story, and see 
what we can do together to change 
our lives. And second, so that em
ployers of household workers, 
whether it's all the time or just half 
a day a ,,;·eek. can stop exploiting 
their sisters, or stop feeling guilty 
about employing them at all, and 
start understanding what we need. 

---fterall, 
there's a sense in which all women 
are household workers. And unless 
we stop being turned against each 
other, unless we organize together, 
we're ne\"er going to make this coun
try see household work for what- it. 

really is-human work, not just 
"woman's work"; a job that desen·es 
dignity, fair pay, and respect. 

I got ihto hpusehold work pretty 
much the way it happens to many 
young girls. 

I was born and raised in the coun
try: on a farm-more like a planta
tion. really-near Portland, Arkan
sas. \\"hile I don't want to gh·e the 
impression that my family was like 
a bunch of l:iappy sla\"es, we were 
aclequately clothed and housed and 
feel by the people who owned the 
farm: the people my family worked 
for. I t:Yen had my own horse to ride 
from the time I was se,·en years old. 

gtmylifo 
changed all of a sudden. First, the 
owner and his wife died, leavfng the 
property to their sons, who turned 
out to be irresponsible. They squan
dered their money, and didn't feel 
they had to pro\"ide decently for my 
family and me as their parents had 
done-but there was nothing w~ 
could do about it. We had felt we 
were lucky before, but we'd really 
just been dependent on son1ebody 
else's generosity. Now we discovered 
we pad no rights at all. Maybe I got 
~ome of my determination to be inde
pendent then. 
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In 1940, when I was 13, my mother 
died. This made my father feel I 
would be better off somewhere else, 
so he decided to send me north to 
Ohio to lh·e with my oldest sister. 

The change almost broke my spirit. 
I don't blame my sister for my feel-
ing lonely-she was only seven years 
older than I, but had a family. of her 

There aren't many choices for a 
black woman in that situation now, 
and th~re ,vere even fewer in 1947. 
If I'd known someone to help get me 
a job, I might have been a nurse's aid 
carrying bedpans all day, or a laun
dry worker wrestling with heavy 
loads of clothing. But I didn't know 
anyone, and besides, I thought house

own ; a husband and a little girl. Her , qold work might.fe better; you might 
husband was a coal-yard worker, and 
made very little money; my father 
sent what money he could, but it 
wasn't much. In fact, I'm sure I was 
a burden to them both. 
. 1fany nights, I used to cry myself 

to sleep because I was so homesick. I 
wanted so much to go back home with 
my father. 

My sister did try to make me feel 
welcome, and her little girl was a joy 
to me. I used to baby-sit for all the 
neighbors and save th_e money so I 
could buy my niece a new dress for 
the school play. Tguess I tried to do 
for her what I wished so much that 
someone would do for me. 

F ecling lonely and wanting a fam-
ily of my own, I got married when I 
was too young-before I'd even fin-
ishecl high school. The marriage last-
ed for a while, hut by the time our 
baby was horn, we were separated. 
\\"e triecl to go hack together again, 
hut it j·1st didn't work. \Vhen I was 
20, I found myself divorced and 
alone again-but this time with a 
hahy son to take care of. My husband 
lost his job, too. He'd been working 
in a defense plant, but the war was 
o\·cr and all the plants closed down. I 
had to support my son and me. 

have nicer _surroundings and more 
chance to learn in somebody's home 
than you would in a factory assembly 
line, or even typing boring stuff in 
some office. Not that I had those op~ 
portunities then ; I didn't even have 
a high school diploma. 

Besides figuring out how I was go-
ing to earn a living, I had to figur.e 
out who was going to take care of my 
son. He wasn't even a year old. Like 
most women who have to support 
themselves, I couldn't have paid for 
good child care. A lot of women go 
on welfare just so they can stay home 
and take care of their kids. (Of 
course, now the Nixohs 3.1?-tl the Rea-
gans are trying to fore~ welfare 
women to work full time for even 
that little check; it's slave labor, 
really-and there's still no adequate 
child care. I don't ktJOW what women 
with kids are going to do.) 

Some women leave their young 
children with neighbors, people who 
may not even be able to feed and take 
good care of their own k-icis. If the 
~ids are older, they end up as "latch
key children." That means they have 
keys hung around their necks so that 
they can let themselves into empty 
apartments after school. They're too 

https://might.fe
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little not to lose things out of their 
pockets, but nobody. is around to look 
out for them. There must be thou
sands. e\·en millions of latchkey chil
dren in this country. It breaks your 
heart. 

I was lucky; my husband's family 
said they would watch after my son 
for me. 

I wanted to he \Vith him every 
night aml as much as possible, so I 
decided against a live-in job. I an-
swered an ad for day work. 

The first family I worked for paid 
me $25 a week for five and a half 
days. That money had to pay for 
transportation, too. I was living in 
Girard, Ohio, at that time, a small 
town near Youngstown, and it cost 
80 cents bus fare just to get to the 
city line. I'd get off and walk two and 
a half miles more to my employer's 
house, and walk hack again at night, 
just to save the second bus fare. 

This family had four young chil
dren and a big house which I had to 
clean top to bottom. The husband, 
I'l1 cal1 him :.\Ir. S., owned a produce 
company, lmt no matter what food 
was in the house, lunch for me was 
always a hot dog. The four kids had 
to he kept spotless in fancy, rufi1ed 

clothes that :.\Irs. S. wanted changed 
several times a day and that I had to 
wash and iron. Sometimes, I worked 
overtime. After all, you can't stop in 
the middle of ironing a dress, or leave 
a lot of wash in the basket to mildew. 
I didn't ask for extra money, and was 
never offered it. 

Then one day I had to quit work 
30 minutes early so I could take my 

son to the doctor. \Vhen 1Irs. S. gave 
me my pay. it was short hy 75 cents. 
The next working day, I started to 
lca\·e exactly at 5 o'clock. \Vhen :.\Irs. 
S. complainecl. I told her that T hadn't 
charged for overtime, !mt now that 
she had clockccl my pay,hrnulclncver 
work o\·crtime again. She was furi
cms. ancl went running- up:-tairs to her 
lmshand. He came down with the 75 

cents. plus two dollars as a token for 
all the overtime I'd worked. That 
wasn't the encl of it. \ Vhen I report
eel for work the following week, 
:.\!rs. S. explained that she was sorry 
!mt they had to ··cut back,1' ancl I was 
out of a joh--no notice, no nothing. 
"Cutting back" is a way of firing peo
ple. but I would prefer the truth. 

I got another job-by word-of
mouth this time. which is the way 
most household workers find their 
jobs-with :.\Ir. and :Mrs. B. They 
paid only $22.50 for five and a half 
days, but I accepted it, because their 
children were grown up and out of 
the house, and I knew I'd have a bet
ter chance of getting home to my own 
child on time. 

Of course, sometimes they would 
bring their grandchildren for me to 
care for while they all played golf. 
Or they would send them out to the 
kitchen to "help Josephine." The kids 
weren't wel1 behaved. \Vhen they 
yelled at each other or broke things, 
the grandparents would chastise me, 
and say, "\Vhat have you done to 
them?" Some people will trust the 
word of the youngest child over the 
grown-up person who works for 
them. It teacJ-ies the children they can 
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A HOUSEHOLD EMPLOYiVIEi\T PLEDGE 
I~-----~-----,,.--~----=--:-• pledge to maintain and tromote the Code oj
Standards of tT1e National Committee 011 l/ouselzold Emf'loym,·nt ,1s st<1l<"d below. fls ,m ,·111-
ploycr, I tL'ill not c.rp/oit 1111_;1 /,cusc/zold worker emf'~oycJ by Ill<". As an ••mf'/o~•e'.'• I. will pressure 
my employers and ot/,cr /,011scliold workers to <"slabl1sl1 these standcrds as 11 111111111111111 code. 

I. WAGES 
The lzourly wage should be no lower t/:an 

tlie minimmn of $1.60 as sti/mlat<"d in the fed• 
eral Fair Labor St1111dards Act, IVhere the 
cost of living is -hig/,er tT1a11 average, u·ages 
should be raised accordingly. • 

1Iiglier -.;:ages should be paid for j,•bs r,•. 
quiring previously acquired training or skills. 

Days upon which wages are to be paid 
should be agrc<"d upon in advance. 

Gifts of clot/,i,ig and/or food should not be 
considered a part of t/,c paym1mt. 

II. HOURS 

A. Live-in workers. Any /,ours in e.rccss of 
44 hours a week sT,ould be paid at 1¼ 
times t/,e regular hourly rate. Hours in e.rcess 
of 52 hours a week should be paid at double 
the hourly rate. 
B. Live-out workers. Day workers should re
ceive overtime for hours ·in e.rcess of eight 
hours a day. 

Day workers employed on a f11/l-time weekls 
basis b::,• a single employer should be paid 1}~ 
times the hourly rate for hours worked in e.,·. 
cess of 40 hours a week. 

III. WORKING RELATIONSJIIPS 

Time schedules sliould be agreed 11po11 in 
advance of employmmt. 

If a11 emplo::,•er docs not require the servii:es 
of a day worker for the agreed upon timr, 
the emPloyu must be notified at least a week 
fo advance or else be compensated fa /111/ by 
the emploser. 

The employee has the responsibility of noli• 
fying tlie employer as soo11 as possible if s/,e 
or he is unable to report to work. 

A written agreement between employer aml 
employee should clearly define the duties oi 
the position, includi11g specific tasks and fre• 
quency. 

Rest periods, mealtimes, telephone pri:-i
leges, and time out for private activities (s11d1 
as cl111rcl1 or recreation times for live-ill em
ployees) sl,ould be agreed sipo11 ill advance of 
employme11t. 

The cleaning appliances provided by the 
employer should be efficient and saje. They 
should be used caref11lly by the employee. 

Adeq11ate provisions for ma.rimum safety 
and health should be maintai11ed at all times. 

ivork and u.'Ork relatio11sliips sl1011ld be pe
riodically discussed with the inte11t of im• 
proving efficiency and understanding. Con· 
stroctive and help/id evalllatio11s of work 
should be encouraged .. , 

Pleasant and private q11artcrs sho11ld be 
pro,,ided jcr li:·,•-in emf'lo::,·ces. 

A trofcssio11al :,:c>rking relations/iip should 
be maintained by both parties. This im:liufrs 
equal and agreed upon forms of address for 
bot/1 emp/oyce and employer and their rc
spccti.:c families. 

IV. BENEFITS 

A. Social Security. Eamings slio11ld be re• 
tortrd and Pasments made in accordance with 
the law for Social Sc.:urity credit toward old 
age, surofa•ors', and disability insurance. Rec
ords of payme11t sho11ld be f11rnished a111111all::,• 
to tlic employee in compliance u:itl, Social Se
curity legislation. 
B. Sick leave. Employees workill{J 011e da::,- a 
'U.'eck in one home should receive a minimum 
of one das paid sick lea:•e a year. 

F111/-timc emPlo::,-ccs should receive a mini
mum of si.r days paid sick leaz•c au11ual/_\". 
C. Vacations. F,dl-time das or live-i11 'U!ork• 
ers should recci:·c two weeks' paid ·vacations 
after one sear of service. 

Emplo::,•ees :;:orki11g one day a tucek ill one 
T,ome sho11ld recei,·e one day paid :•acation for 
earl, si.,:-montli tcriod worked. 

For longer service, there should be an 
agreed 11pon i11crcase in paid -z,acation time. 
D. Holidays. Live-in -.;:orkers sliould receive 
af 1.-ast eight paid legal holidays a year. 

Full-time lfaoe-out employees sl1011ld recei.·c 
si.,: legal holidays with pay a )'Car. 

A day worker working 011e day a week ill 
one home sho11ld receive one paid legal holi• 
day a _\•ear, rro,:idillg the holiday falls on one 
of th•· normal :,·orl:ill!I days. 

□ I ,,•11uld like more information about the 
Natio1wl Committee 011 Household E111ploy-
111cnt. 
□ I uJ011ld like to join/help organi:e a local 
chapter of NCHE. 

Ms. 
Name Mr·---------------

{Plrase f'rillt) 

A,ldru,s________________ 

Cit.\•______..,tate____.E.,, ip___ 

Stutus: eml'lo.w:e D employer □ other □ 

(Please send to the NCHE, 1625 Eye Street, 
N.W. Washington, D.C. 20006.) 
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get away with anything, and it's one 
reason household workers don't want 
jobs with children. 

On Friday nights, I cooked for 
them all--children and grandchildren 
-everybody. _-\nd, of course, there 
was no extra pay. 

I ended up working for Mrs. B. 
for 10 years, even though the pay was 
so low that I had to take other jobs 
on the weekends. I was afraid to ask 
for a raise for fear they would fire 
me. ::.\fany employers think it's easy 
to trade one household worker in for 
another, so they just don't think 
about paying you more for length of 
sen·ice. They don't seem to think 
twice about hiring and getting ac
<1uainted with strangers all the time. 
You'd think they would he more care
ful about who they have in their 
home, and especially when there are 
childre11. 

\\"hat was left of Saturday and all 
of Sunday. I'd work at every kincl of 
householcl job: taking care of chil
clren, cleaning-. anrl ser\"ing at parties. 
I did e,·erything-washing floors, 

windows. cleaning out the basement, 
c\·en walking the dog. \\"hen I ar
ri\·ed on i\Ionday at i\Irs. B.'s house 
-it was a hig $40,000 or $50,000 
home, because ~Ir. B. was a very suc
cessful contracto.r-I'd find dishes 
stacked up from the weekend, every 
ashtray in the house overflowing, and 
dirty underwear and towels dropped 
on the floor, e\·en though there might 
be a laundry chute right next to them. 
Once when painters came, they 
stopped cleaning up after themselves 
as soon as they learned there was a 
"girl" to do it, but my employers 

didn't offer extra pay for the extra 
work of getting pairit off the floors 
and windows. 

There's nothing wrong with this 
kind of work, but duties should be 
agreed upon in advance-and extras 
should also be agreed upon and paid 
for. And no one should feel free to 
get more messy a1_1d careless when 
there's someone around to clean up. 
. Then there's the question of hours. 
Just because a worker lives in doesn't 
mean she should be at someone's beck 
and call 24 hours a day. Even for a 
day worker, sometimes it seems 
the employer feels he or she owns 
you. If you're sick, some employers 
will call up the doctor to make sure 
you're not lying-something they 
would be unlikely to do with an office 
employee, who has a certain amount 
of sick leave anyway. 

___ rivacy is another 
right that often gets overlooked. 
Some employers will discuss your 
most intimate affairs over the 
dinner table. They will discuss their 
most intimate affairs around you, 
too. but you'rc·not supposed to have 
ears. or to understand. Or they'll 
discuss racial issues, talking about 
how "they·· arc trying to moye into 
the neighhorhood. You're not sup
posed to hear that, either. 
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Other times they put you on the 
spot by rxpccting you to comment on 

their intimate affairs. One woman I 
worked for was ha\·ing a bad time 
with her husbaml. \\"henever they 
had a fight. she'd ask me what I 
thought. I nl·\·cr ~eally said: I knew 
that, once they got back together 
again, she might reject my opinion, 
and maybe reject me along with it. 

During the first few years I 
worked, I also studied to get my high 
school diploma. Then I spent a year 
and a half studying at night, taking a 
correspondence course to become a 
practical nurse. It cost $225, plus $60 
for a short stay in Philadelphia to 
take the exams. But when it ·was all 
over, I discovered that the course 
wasn't accredited by the state of 
Ohio; that I couldn't use the diploma 
to work in medical institutions there. 
(There are a lot of schools that mis
represent and prey on people's hopes 
this way. Even government job
training programs may train you for 
jobs that don't exist, or train women 
only for "women's work" jobs that 
don't pay as well.) Still, I bega,1 to 
look for better jobs on the weekends. 
Those courses certainly qualified me 
to be a companion, or a baby nurse. 

During this time, I also spent as 
much time· with my son as I could. 
One clay a week, we'd go out for 
lunch together-a 69-cent lunch at 
Grant's-and that was an occasion 
he lo\·ecl and looked forward to. I'd 
call and play games with him on the 
telephone, or just talk whenever I had 
a few minutes free. When I worked 
on Sundays, I'd drop him at an Epis
copal Sunday school where the priest 

had given me a lot of guidance and 
help. I also began to have ambitions 
for him. I was seeing a new kind of 
Ii fe in the homes I worked in, and I 
wanted more for him than just being 
an assembly-line worker in the local 
steel plants. 

In one ,vay, though, my ambitions 
caused me to pressure him too much, 
and that was my fault. \Vhen parents 
are denied so much, they try to live 
through their kids and often domi
nate their lh·es without knowing it. I 
was no exception, and I've had my 
son rebel against me for some of the 
things I imposed on him. But we 
lm·ed each other enough to work out 
most of our problems. 

Once Richard was old enough to 
go to school, he became a latchkey 
child, too. ( I worked too late to be 
able to go all the way to my sister's or 
my in-laws' house to pick him up.) 
One of the worst parts of that was 
teaching him how to protect himself. 
I had to 

teach him to lie. \Vhen someone 
called or rang the doorbell, for in
stance, I told him to say, ":\Iommy's 
in the shower," or "1'.Iommy's sleep
ing." I was afraid someone might be 
calling to find out whether I was 
there or not, because there were rob
beries in that area. I was also afraid 
Richard would misbehave and be 
taken away from me because I was 
forced to leave him alone. But I was 
lucky, and he was a good child. 

Sometimes I took him to work with 
me on a weekend, but I always 
brought food· for him. I didn't want 
people to think I'd brought him along 
j:ust for a free meal ; that I couldn't • 
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THE HARD FACTS 
There are between one and a half 

• and two million household work
ers : 97 percent of them are wom
en. These workers are not pro
tected by the Federal Minimum 
\Yage Law, not by much of "the 
labor legislation that workers in 
most other areas take for granted. 
An attempt to include them un(Jer 
the minimum-wage legislation in 
1972 was defeated by a coalition 
of Nixon Republicans and South
ern Democrats. 

In 1969, 80 percent ofall house
hold workers had an income of 
less than $2,000 and 57 percent 
earned less than $1,000; median 
m'lnual income was about $1,800. 
By 1972 the median annual wage 
for such work had risen only 
slightly to $2,072. 

Understandably, many workers 
have dropped out of this profes
sion-either to .find other work or, 

more often, because lack of alter
natives forced them on welfare. 

The median age of household 
workers is 46, or six years older 
than the average for other female 
workers. Two-thirds are black, 
and the remaining one-third are . 

. white, Puerto.·· Rican,. Chicana, 
American Indian, an~· other mi
norities. • 

Twenty-one percent have com
pleted at least a high school educa
tion, 74 percent work in urban 
areas, and 11 percent live with the 
families for whom they work. 

The National Committee ·on 
Household Employment is a non
profit, service organization. It is 
the first national organization 
dedicated exclusively to the prob
lems ..-of househdld workers. 
NCHE has male members, as well 
-often chauffeurs, housemen, 
gardeners, and the like-but the 
vast majority of its 10,000-strong 
membership is female. 
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provide for him myself. I was very 
proud. 

. Finally, I got up the nerve to ask 
the family I'd been with for 10 years 
for a raise. I got an increase of $2.50; 
from $22.50 a week to $25. But, even 
that turned out to be a hollow victory. 
A week later, I was stunned to learn 
tliat the family was moving to Flor
ida-in only one week ! They had 
given me no prior warning, no sev
erance-pay or benefits. I was left with 
no security. Not only that, but I had 
to spend that last week helping them 
to pack instead of looking for anoth
er job for myself. Gradually, I un
derstood that the "raise" was only a 
\\-ay of helping them ease their con
science about the planned move. 

I had served them well, and I was 
hurt by their disregard for me. But 
I'd learned one thing over the years: 
no one was going to help me unless I 
helped myself. Even those friends 
and family who were most concerned 
~·ith me had problems of their own. 

I kept my weekend job, and start
ed looking for others-anything, 
even being a baby nurse at night. I 
soon discovered that being a compan
ion or baby nurse were jobs mostly I 
for white women. "'hen I did get a j1 
few days as a baby nurse somewhere, 
they would expect me to do other 
tasks, too--washing, cooking, clean
ing-tasks I'm sure they wouldn't 
have expected of a white profes
sional. Furthermore, the going rate 
for a practical nurse was $125 a 

week then, but I couldn't get any
where near that. 

So I kept on doing day work, piec
ing it out with a few temporary nurs-

ing jobs. I also started to work two 
days a week for :.\I rs. :.I. and her hus
band, who was a young doctor. She 
was pregnant then, in 1957, and had 
a 15-month-old baby. They could 
only afford me part-time, but as his 
practice began to improve, they em
ployed me fiv~ days a week for $35. 

They regarded me as a profes
sional and an adult. They didn't pre
tend that I was a "member of the 

SAMPLE 
CONTRACT FORM 

FOR HOUSEHOLD EMPLOYlIEXT 

Tlzii co11tracl billds eacli partJ• to tire terms 
agreed 21pon belott•. Tire terms slrall be dct•cl• 
oped to coincide tt•it/r tire code· of standards 
suggested by tire National Committ.cc 011 

Houu/rold Em/'loyme11t. 

1. iVage·.,_-__________ 

2. L1111cl1 and Break Tim~.______ 

3. Raise Increase ( per 3•earJ'------

-1. Transportalio11 to a11d from Wo,·k___ 

5. Sociul Security paJ•me11ts_____ 

6. Vaccrtio11s__________ 

7. Paid HulidaJ ..-'---------

8. Sick Leave (d11ys per s,·ar) _____ 

9. Emplosee Duties (use another slrut if 
necessurJ•)----------

io. Probationary Period _______ 

Employer's Siy11ature 

Emp/o;yec•s Sig11at11re 

JJc.tc 

NOTE: EmploJ·cr a11d Emplo_,•ee slrou!.1 lrnz·c 
duplicate copies. 

https://Committ.cc
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family,"· nor did they intrude on mv 
lif_e, and because of that, we hecam~ 
f nends. Each time the doctor's in
co'.ue went up, Ji.e would give me a 
raise, too. At Christmastime, they 
ga,·e me a real gift, not just a left
O\·cr or the cheapest thing they could 
find. hut something the two of them 
and_the kid~ had shopped for tQ~cth
er. fhey d1d11 't think I wanted olrl 
clothes or leftover food. (Many 

household workers just throw away 
the old clothes they are given, be
cause they're afraid to refuse them 
or afraid that ~ome future gift might 
be something they can use.) I bought 
a new coat once, and one of 1Ir-s. :\L's 
friends said to her, "Look at that, 
Josephine has a coat that's ne,,..er 
than yours." 1frs. l\L just looked at 
her and said, "\Vell, why not?" 

They gaye me a paid vacation and 
some days for sick lea'lte, as you 
would any other employee. By the 
time I left them 12 years later, in 
1969, I was getting a top salary and 
all the normal benefits that a worker 
should get. And we're still friends. 
The children loved me, not because I 
was their mother or tried to be, but 
because I loved them. \Ve still write 
to each other and keep in touch. 

Of course, some employers are as 
bad as Dr. and Mrs. M. were good. I 
learned later that my first employer, 
the one who had refused to pay me 
overtime, tried to keep other people 
from giving me work, saying that I 
".vas "lazy" and "not· trustworthy." 
Fortunately, my new employers 
didn't believe her. I had worked there 
for two weeks when Mrs. S. spread 

these "tales." Dr. and Mrs. l\I. hadn't 
observed those faults in me, but look
ing back on it, I do remember being 
closely watched. In small towns es
pecially, employers tend to run into 
each other at country clubs and 
bridge parties. They soon find out 
where their former "girl" is working, 
and they may even tell lies about her 
so that she will be forced to come 
back under the same bad conditions 
that made her quit. 

Years later, after I had become 
well known in the Youngstown area 
as a child-care specialist, that same 
:\Irs. S. visited the home where I was 
working, and I told her I was the 
same one she had given had refer
ences to and called "not trust
worthy." I told her she could have 
qmsed me to go on the welfare rolls, 
just because I'd refused to be her 
slave. That re.ally bothered her. Fi
nally. she realized the damage she 
could have done. 

I've known many household work
ers who lost their jobs hecausc of lies 
tolcl by children in the famili~s they 
worked fur. The kids would steal 
n11111cy from their mothcr·s purse. or 
c\·cn liottlt·s oi lic1uor. and blame it 
on the. :mploycc when they got 
caug-ht. l he parents ~ay. ··of course. 
my kicls \\"llllldn"t clo this··: so they 
tire the worker instead. 

:\t the same time. som~ parents ~re 
too casual about who they allow to 
look aiter their children. They force 
someone hired tu do cleaning or gen
eral housekeeping to look after the 
kids, too, thc_mgh she may not ha\"e 
the time or qualifications to <lo it 
properly. Really. these are two differ-
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ent jobs. Employers think they're 
crettina a bar!!ain, but it's their chil-:-, ~ ',.-, 

dren who are suffering. 
I've seen employers who cared less 

about their kids than I did. If a wom
an was angry at her husband, she'd 
take it out on me, too, and sometimes 
on the children. She would do any
thing to get out of the house; to get 
the children off her hands. Someone 
above oppresses us, and we oppress 
whoe,·er is belO'w. It's a cycle that 
must be broken. 

Those women had too much time 
with their children, and I had too 
little with mine. I know I resented 
hm·ing to deny Richard so much 

. when my employers' children had all 
the material things they needed. It's 
these kinds of problems that keep 
women clividecl against each other. 

One thing I never clicl, no matter 
what the economic temptations were 
for Richard and me, was to borrow 
money from my employers, or ask 
for an advance on next week's pay, 
or aet them to co-sign or vouch for 
credit for me. Many of my friends 
became absolute slaves to their fami
lies because they ,vere so much in 
debt to them-just like migrant 
workers who owe their lh·es to the 
company store. T would rather pay 
interest on a loan than ha,·e my em
ployer ask me to work on holiclays, 
or keep me from quitting. 

.-\II the conditions I had experi
encecl and that my friends told rne 
about made me want to organize 
other household workers. \Vhile I 
was working for Dr. and M_rs. l\L, I 
wrote a letter to Lady Bird Johnson. 

t!:ilina her about the terrible. condi-
"' tions most of us were working under. 

I also wrote to Jane Hart. the wife 
uf SL·nator Iihilip Hart ( D. ::.\l ich.). 
Then I called Ii ,·e friends. and asked 
them to collle to a meeting. 

\\"di. three of them wouldn't, be
cause thev were so scared. Two were 
afraid th~:(cl lose their jobs, and the 
third had a husband who didn't want 
her jcoparclizing that income. I met 
with the other t,vo, and the first thing 
that happened was that one of their 
employers called up my employer, 
::.\Irs. :.\I., and tried to get me fired 
because· '·Josephine is starting a 
union." 

:.\-I rs. Z..I. was a little scared at first; 
her friends really put pressure on 
her. But I explained that, though she 
was treating me well, I was still de
pendent on her generosity. \Ve didn't 
have rights. and most of the other 
household workers I knew were 
working under terrible, inhuman 
conditions. \Vhen she understood 
how it was, she agreed with me. She 
encouraged me, and told her friends 
to mind their own business. 

I aot an understanding, personal 
repl; from Jane Hart. I never did 
get one from Lady Bird, but my let
ter was forwarded to the Labor De
partment. and from there to the Na
tional Committee on Household Em
ployment. Edith Sloan had just taken 
o,·er to try to make something of the 
~CHE. (It had been going since 
l 964, but it had ne,·er been controlled 
hv household workers themselves.) 
l~clith came to Youngstown in 1969 
to see me, and asked me to become 
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an organizer. I kept on working with 
the group in Ohio for a while (by 
then. we hacl a lot more than those 
first two brave women). My son was 
grO\vn up· and on his own, so, in 1970, 
I was able to move to Washington to 
join the NCHE staff. 

:Xow I traYel all over the country 
helping household workers to get to
gether. start training courses to pro
fessionalize the work, establish de
cent pay and benefits, and get enough 
courage not to accept less. 

1\·e nm into employers who say, 
"But how can 1 pay that? I don't 
haYe any money myself." I sympa
thize with those women. I know 
we're all pretty haclly off, and we all 
need to make trouble. But if you 

didn't haYe the price of a car, _you 
coulcln't talk the dealer down-you'd 
just have to get along without it. And 
that's the way it should be with 
household help. too ..Maybe if women 
employers see it that way, they'll 
make more trouble with their hus
bands or their own employers, and 
get proper pay for themselves and 
their sisters. 

I\·e also met women involved in 
the \Vomen·s 1\·Iovement who feel 
guilty about employing another wom
an. ancl who even fire their household 
worker and try to do without. I ex
plain to them that we need the job; 
it's a good job. \Ve just want to be 
respected-and to be decently paid. 

In fact, I'd much rather have a 
household worker employed by some
one in the \Vomen's :Movement, be
cause I think she's more•likely to get 
treated like a human being. In some 
towns, household employers are or-

ganizing support groups for the· 
household workers, and that helps a 
lot. They can talk better to other 
women employers, and make sure the • 
workers don't get fired as trouble
makers. If an employer is being 
especially bad, it's good to have some 
of her own peers talk to her. 

I know some household workers 
who don't want to have their earnings 
reported for Social Security ; who 
earn so little that they've always 
avoided reporting their incomes or 
paying any tax. I understand the 
problem, but we can't continue as. 
legal nonpeople and expect to get our 
rights. \Ve can't keep on being third
class citizens. How can we affect the 
gO\·ernment if we live in fear that the 
gO\·ernment will find out we exist? 
And, £~ you who are employers, 
don't let the person who works ·for 
you com·ince you to break the law. If 
that person wa~ employed by an of
fice. wouldn't you make out all the 
proper forms as an employer? Of 
course. So don't make the same mis
take at home. 

\\'e're setting up special training 
courses for household workers. After 
all, a lot of equipment used around 
the house nowadays is very compli
catNI. and it takes expertise to run it. 
If there are children invoh·ed, you 
want to make sure that the worker 
knows how to take a temperature, 
how to give medicine according to 
doctor's instructions, and elementary 
first aid. But there should be courses 
for both boys and girls in every high 
school that teach these skills. Then 
we'd be equipped to take care of our
selves or, if necessary, to get a job 
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taking care of each other. 
:Most of all, we've got to organize. 

We've got to learn, as women, to put 
pressure where the power is, on the 
person above us, not the one below. 
That's the way change happens. 

As for me, I'm ·still learning. I'm 
taking a business course, so I can un
derstand better how to help women 
organize and run offices. I'd like to 
take a journalism course, too. \Ve 
need to get the message out
through publicity, and through writ
ing from the heart, with our own 
voice about our own lives. Too many 
of tl:ie existing organizations, even 
ones with black people who are sup
posed to be sympathetic, don't want 
to identify with the lowly household 
worker, or don't understand our lives 
well enough to know how to help. 

I've founci my work. I'm proud to 
be a household worker-especially 
now that we are standing up for our
selves. I'm proud to be a woman
especially now that we are fighting 
together and helping one another. 

We've got to stick together. I ask 
you, any woman reading this, to think 
about your life. Aren't there similari
ties _to what you've read about mine? 

I heard a story about a woman law
yer whose small son was asked in 
school, "Do you want to be a lawyer, 
too?" And he said, with disdain, "Oh, 
no. That's woman's work." So you 
see, until women are full human be
ings with full rights and respect, 
1.c•lzafe'Vcr it is that we do wili just be 
devalued. In the deepest sense, and 
whoever we are, we will keep right 
on being household workers. 

Joscplzinc· Hulett did domestic 
work for 20 years, a11d has been a 
Field Officer for tlzc National Com
miflcc 011 I-Iousehold E111ploymc11t 
since 1970. Janet Dewar/ is also 
witlz NC/lE, a11cl lzas worked in tl'le
·z.rision and in co1111111mity relations. 
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Exhibit No. 36 

SA!>IPLE 
co:-.TRACT FOHM 

FOR HOUSEHOLD EMPLOY:-TEXT 

T/zis co11tra,·t /,i11tls each p,1rty to tlzc terms 
1111recd 11po11 be/0:1•. T/ze terms sh<1// be d,·:·el
orcd to coi11cidc :dt/1 tl,e code of st,11u/ards 
.rn11u,·str,l by tl:c Satiom,/ Committee 011 
llousclzold E111tloymc11t. 

1. lVuge->-•---------------

2. L1111d1 a11d Break Time________ 

3. Raise Increase (per 3•ear)~------

-I. Tro11stortatio11 to ,md from rVo,-/,____ 

5. So.-iul Scc11rit>• tnsmmts _______ 

6. Vac11tiu11s______________ 

i. l'uid Jfoli1faJ•s____________ 

8. Sick l.cn.•e (dr1ys t,·r :,·,·ar) ______ 

9. Emp/ayee !Juties (use 1111otl,er sh,·,·t if 

,u,·rsscrrsJ-------------

111. l'n,l,uti'111111·)· J>,....,·iucf _________ 

Employer's Si111wt11re 

Em/'loJ•u's Sigm1111rc 

J)c,fr 

.\ UTE: limtJ,._,.<·r wr.l limJ•loyu sl,011/.t /,., ••,. 
1/11['/i,·d/1.• ,·otic-s. 
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Exhibit No. 37 

/ f;\IHCO. Inc.
I "' -

PRESENTED TO THE 

U!lITED STATES COMMISSION ON CIVIL RIGHTS 

CHICAGO, ILLINOIS 

JUNE 19, 1974 

BY 

JAMES H. ETHRIDGE 

ADMINISTRATOR 

AIRCO TECHNICAL INSTITITE 

BALTIMORE, MARYLAND 
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HR. CHAIRMAll, MEMBERS OF THE COMMISSION, ·MY NAME· IS JAJ.IES H. ETHRIDGE, I AH 

THE ADMINISTRATOR OF THE AIRCO TECHNICAL I!ISTITUTE, A DEPARTMENT OF AIRCO, 

INC., LOCATED Ill BALTIMORE, MARYLAND 

A. AIRCO - A BRIEF DESCRIPTION 

AIRCO, INC. -- WITH HEADQUARTERS Ill MONTVALE, NEW JERSEY -- IS A DIVERSI

FIED COMPANY WITH TEN OPERATING DIVISIONS WHICH ARE LEADIIIG PRODUCERS OF 

FERROALLOYS - INDUSTRIAL GASES - CRYOGENIC FLUIDS AND SYSTEMS - WELDING 

AND CUTTING EQUIPMENT - CARBON-GRAPHITE PRODUCTS - ELECTRONIC COMPONENTS 

- HIGH VACUU!4 AND ELECTRON-BEAM SYSTEt,!S - FORGED SPECIALTY METALS -

STAINLESS AND SPECIALTY STEEL MILL PRODUCTS - AND MEDICAL GASES AND 

EQUIPMENT. AIRCO HAS ABOUT 14,ooo EMPLOYEES, 43,000 STOCKHOLDERS, AND 

OPERATES 106 DOMESTIC AND 7 FOREIGN PLANTS PLUS 15 R&D FACILITIES. 

SALES Ill 1973 TOTALLED $586. 0 MILLION. 

B. TRAINI!lG PROGRAI-I RATIONALE 

Ill 1968 .AIRCO RECOGNIZED THAT Il!DUSTRY HUST PLAY THE KEYROLE IN HELPING 

SOLVE THE PROBLE!-IS OF DEVELOPIIIG CAREERS FOR UNEl4PLOYED AND U!IDEREMPLOYED 

PERSONS, AS WELL AS VETERANS. AIRCO IS COMMITTED TO A POLICY OF ACTIVE 

PARTICIPATION IN PROGRAMS DESIGIIED TO ALLEVIATE AND EVENTUALLY ELIMINATE, 

THAT PROBLEl4. 

DURING 1968, WE CONDUCTED A RIGOROUS EXAMINATION OF OUR NANY BUSIIIESSES 

TO DETERMINE IN WHICH AREAS WE MIGHT HAVE EXPERTISE THAT COULD BE DI

RECTED TO HELP SOLVE SOME OF THE PROBLEHS FACING OUR INNER-CITIES. 

WE DJ,;GIDED ON OUR 1/cLDING BUSINESS, WHERE AIRCO HAS El-!JOYED A POSITIOl-1 

OF LEADERSHIP IN THIS INDUSTRY FOR MORE THAN HALF A CENTURY. BECAUSE 

OF OUR STRO!!G POSITION AS A MAJOR SUPPLIER OF WELDil!G PRODUCTS AND 

SERVICES TO Il!DUSTRY -- AS WELL AS DEVELOPIHG NEW TECHIIOLOGIES 

WE HAVE, OVER THE YEARS, DEVELOPED CONSIDERABLE SKILL Ill THE TEACH_ING 
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FURTHERHORE, OUR WELDING PRODUCTS DIVISION HAS BEEN CLOSELY ATTUNED TO 

THE NEEDS OF PRINCIPAL EMPLOYERS IN THE METALWORKIJIG INDUSTRY, AND 

K!IEW THESE EMPLOYERS NEEDED AND WOULD HIRE WELL-TRAI!IED WELDERS. AN 

ESTIHATED 50,000 QUALIFIED WELDERS ARE NEEDED ANNUALLY THROUGHOUT THE 

NATIOii DUE TO INDUSTRY GROWTH, LABO!! FORCE TURNOVEH, AND ATTRITION. 

MANPOWER PROGRAMS AND PUBLIC SCHOOLS WERE UNABLE TO PROVIDE INDUSTRY 

WITH QUALIFIED WELDERS CAPABLE OF QUICKLY BECOMING PRODUCTIVE EMPLOY

EES. THUS, WE CONCLUDED THAT WE COULD MAKE A SIGNIFICANT CONTRIBU

TION BY DEVELOPING AND OPERATING AN INSTITUTIONAL TRAINING PROGRAM 

FOR THIS INDUSTRY. 

C. AIRCO'S PILOT PROJECT - CLEVELAND, OHIO - 1968 

AFTER RESEARCHING SEVERAL NAJOR INDUSTRIAL AREAS TO FIND THE MOST PROM

ISING LOCATIOII FOR A PILOT TRAINil!G PROGRAM, AIRCO SELECTED CLEVELAND. 

THIS SELECTIO!i WAS MADE PRIIICIPALLY BECAUSE ITS MARKET PROFILE IS REP

REPRESENTATIVE OF THE ENTIRE U.S. METALWORKING IIIDUSTRY, Ill TERMS OF WELD

I!IG NEEDS AND APPLICATIONS, COUPLED WITH A DEMAND FOR OVER 1500 SKILLED 

WELDERS DURI!IG THE 1968-1969 PERIOD. AIRCO HANAGEMENT PERSONNEL PERSO!i

ALLY CONTACTED KEY EMPLOYERS Ill THE CLEVELAND AREA, AND BEFORE OUR 

WELDING TRAI!IING CENTER OPENED ITS DOORS, WE HAD COMMITMENTS TO HIRE 

ALL OF THE WEI,DERS WE COULD TRAIN Ill THE FIRST FULL YEAR OF OPERATION. 

Ill JIOVEMBER 1968, WE BEGAN TRAINING IN COOPERATION WITH AIM-JOBS WHICH 

IS THE U.S. DEPARTMENT OF LABOR'S CONCENTRATED EMPLOYMENT PROGRA11 IN 

CLEVELAND. AIM-JOBS HAS PROVIDED THE MAJOR PORTION OF OUR OPERATIIIG 

COSTS -- (THE BALANCE IS BORNE BY AIRCO). THEY ALSO SUPPLY THE NECESSARY 

SUPPORTIVE SERVICES OF RECRUITING, SCREE!II!IG, COUNSELING, REMEDIAL EDUCA

TIOII, ETC. 
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TWO F:'::ATURES OF THE CENTER'S PROGRAM -- FROH THE VERY OUTSET -- WERE 

U!llJSUAL, IF NOT UNIQUE. ONE IS THE FLEXIBILITY OF THE INSTRUCTIONAL 

PROGRAM. THERE ARE FIVE INTERJ.IEDIATE POINTS AT WHICH A TRAINEE CAIi 

STOP - SHOULD THAT BECOME NECESSARY - AND HE OR SHE CAIi STILL QUALIFY 

FOR PRODUCTIVE EMPLOYI-IENT IN INDUSTRY, AS OPPOSED TO BEING LABELLED A 

"DROP-OUT." THE SECOND IS THAT ANY TRAINEE ACCEPTED INTO THE PROGRAl·I 

IS VIRTUALLY ASSURED OF JOB PLACEMENT UPON GRADUATION; TOO OFTEN 

TRAINIIIG AGENCIES MEASURE PERFORMANCE Ill TERMS OF THE NUMBER "GRAD

UATED" AND NOT THE NUl~BER PLACED IN MEANINGFUL JOBS. AIRCO, IN ALL 

OF OUR COIITRACTUAL ARRANGEMENTS WITH THE GOVERNMENT INSISTS ON HAVING 

THIS RESPOIISIBILITY FOR JOB PLACEHEIIT. THUS, ACCOUNTABILITY IS BUILT 

IIITO THE PROGRAM STRUCTURE FROH THE OUTSET. 

THE SUCCESS OF THE CLEVELAND WELDIIIG TRAINING PROGRAM BECAME EVIDENT 

Ill LATE 1969, AFTER ONLY ONE YEAR OF OPERATION. THE CLEVELAND COM

HUNITY, IllDUSTRY, AND THE U.S. DEPARTMENT OF LABOR, EACH ENCOURAGED 

US TO CONTINUE -- AND EXPAND -- OUR OPERATIONS. AS A RESULT, WE Ill

CREASED TH:':: TRAINING CAPACITY IN CLEVELAND, WHILE WE WERE ABLE TO 

REDUCE THE AVERAGE LENGTH OF TRAIJIING REQUIRED FRO!•! AN ORIGINAL 23 

WEEK PROGRAM TO 17 WEEKS. AT THE SAME TIME, THE DEPARTMENT OF LABOR 

ENCOURAGED US TO EXPAND THE PROGRA;4 TO OTHER CITIES. 

D. BROOKLYll, NEW YORK - 1971 

In APRIL 1971, AFTER !•!ORE THAN A YEAR AND A HALF OF DEVELOPI-IEIITAL EFFORT, 

AIRCO OPE:IED A SECOND PROGRAM ON THE SITE OF THE FORMER BROOKLYN NAVY 

YARD. T!IIS PROGRAH WAS INITIALLY DESIGNED TO MEET THE !!EEDS OF THE 

i-!AJOR TE!IAl!TS OF THAT NEWLY-FORMED INDUSTRIAL PARK, AND, AS SUCH, THE 

PROGRAH WAS GEARED TO THE SHIPBUILDING INDUSTRY WHERE WE TRAINED SHIP-
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FI??ERS, AiiD ,·!ELDERS FOR THE YARD'S PRINCIPAL TENANT. IN JANUARY 

1972, WE MOVED OUT OF THE NAVY YARD A!ID INTO A MORE CENTRALLY 

LOCATED FACILITY TO SERVE THE NEEDS OF IIIDUSTRY THROUGHOUT THE NE,'/ 

YOR.:<: CITY AREA. 

SASED ON OUR EXPERIENCE IN CLEVELAHD AllD NEW YORK, \'IE DEVELOPED COl!

SIDERA3LE EXPERTISE IN THE SUPPORTIVE SERVICES AREA, AND FOU!lD OUR

SELVES CAPA3LE OF PERFORMING THESE SERVICES "IN-HOUSE" CREATING GREAT

ER CONTROLS, AS WELL AS A GREATER DEGREE OF. COORDIIIATIOJ.I 3ETl·IEEN 

SKILL Al!D SUPPORTIVE TRAINI!!G. 

E. RE-EXAMI!lATIOl! OF THE PROGRAMS - 1971 

THE SUCCESS THAT UE ACHIEVED IN 30TH CLEVELAND AND BROOKLYN \'/AS QUITE 

GRATIFYING. HO:·IEVER, rn REVIE\'IIIIG OUR EFFORTS rn TliIS AREA, :·m FOUllD 

T',10 ;1AJOR FACTORS INHIBITING US FROM MULTIPLYil!G TliESE PROGRAMS NATIOl!

:1IDE. FIRST, AS A URSAII AFFAIRS EFFORT, WE HAVE HAD TO EXPEND AH EXTRA

ORDINARY AMOU!lT OR Tii•IE IN ACTIVITIES UNRELATED TO THE PRIME 03JECTIVE 

-- SKILL TRAINING OF THE UUEMPLOYED FOR SPECIFIC JOBS. HE FOUND OUR

SELVES HAVING TO PACIFY A 1-IULTITUDE OR COHMUNITY-SASE!) AGEIICIES WHICH 

VIE'1IED US AS EITHER COMPETITION FOR THEIR SOURCE OR FUNDS OR AS A POTEN-

TIAL "CUST011iER" PURC!IASI!lG THEIR SUPPORTIVE SERVICES. Ill ADDITIOil, A 

GR:::AT DEAL OF EFFORT ,IAS SPENT IN A MAZE OF ACTIVITIES rnvOLVI!IG THE 

VARIOUS LEVLES OF LOCAL, STATE Al!D FEDERAL GOVERN:,1ENTS. SECO!IDLY, Th"E 

COSTS INCURRED, BOTH Ill A PROTRACTED PERIOD OF DEVELOPi!ENT AllD Il-! THE 

ACTUAL OPERATIONS, ;-rnERE l·/E HAVE HADE SUSSTANTIAL Iii-KIND COHTRISU

TIONS ARE PRO!IIBITIVE \-IBEH CO!(SID:::RING EXPANDIHG THESE PROGRAl','l TO 
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SO!·Z 20 TO 30 CITIES HATIO!fALLY. 

:..s A RESULT OF THES3 T:·IO MAJOR FACTORS, !·IE COHCLU:J:: THAT TEE O?ILY 

VIA3LE AP?ROACH HAS TO FOLD A:IY FUTURE PROGRAiIS I:ITO OUR 3USI;:ESS 

OPERATIOl!S A,-JD D3VELOP TH!:: EXPA'1SI0ll EFFORTS AS A COI,:l'!!::RCIAL VENTURE. 

F, 3ALTE•iORE, !!ARYLAllD - A NE'1 APPROACH - 1972 

I~! JULY 1972, AIRCO OPENED A FACILITY IN 3ALTIHORE WITH A PROGRAM DE

SIO:!ED PRillCIPALLY TO !IBET T!iE NEEDS OF THE SHIPBUILDING IliDUSTRY, 

THE ?RiliCIPAL Ei,!PLOYER OF l/ELDERS AND SHIPFITTERS , IN THS BALTIMORE 

?ROGRA!1 AIRCO PROVIDES TH!:: CQ;•i?LETE: PACKIIGS OF SERVICE, - FROM RE

CRUITDlG, SCREEl!Ii!G A,ID TESTING, TO J03 PLACE!,lEilT A,JD FOLLO'·i-U? 

COUNSELING, ALL :·!ITH OUR ff-J:N STAPP. 

OUR FI:l5T GRADUATING CLASS IHCLUDE:J THO ,10:·::':N, A :•:OTHSR A}lD DAUGHTER. 

TO DA'EE, AL~t03T T:•JO YEARS LATER, so:TE FIFTY OF TEE 572 GRADUATES HAVE 

3EEN :iO:,EH, :-TITH 40% OF THE CURREN'.: STUDSN BODY O? 70 ALSO BEING 

-..,o:,JE;r, EVEilTHOUGii 1-/0i-iEll HAVE BEEN A PART OP OUR S?UDEllT 30DY SI!lCE 

JULY O? 1972, IT :•!AS HOT UNTIL MID 1973 THAT A sfr,;E?ICANT 1-!U,-!3ER 

3EGAH TO :JAKE AP?LICATIO!l FOR INTRY IHTO THE PROG:!Al•l, 

EACH O? T!!E ?IF-i1Y WO!,BN GRADUATES HAVE BEEN PLACED IN JOBS AUD 1·1E 

A:!TICIPATE LITTLE, IF ANY, PR03LE:•!S IN PLACI!!G THOSE CURREllTLY Ill 

TRAI/iI!!G IN EQUALLY ,/ELL PAYING J03S, I 
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THE PROGRA11 CONFIGURATIOII IS UNIQUE ·rn SEVERAL WAYS: 

--BASED Oil BETHLEHE!1 STEEL AIID 011 OTHER INDUSTRY'S NEEDS Ill 

THE BALTil10RE AREA, AIRCO IINESTED Ill A IIEW TRAillI!lG FA

CILITY WHICH IS OPERATED ON A COHHERCIAL BASIS, BUT 

GEARED PRIIICIPALLY TO TRAIii. THE UIIE!4PLOYED, UNDEREMPLOYED 

AND VETERANS. 

--THE TRAINING FACILITY IS DESIGNED TO SIMULATE SHIPYARD 

CONSTRUCTIOII, AND IIICLUDES A~ OUTSIDE AREA WHERE A SHIP 

SECTION HAS BEEN ERECTED FOR TRAINING PURPOSES. 

--MEDICAL EXAMINATIONS, WHICH DUPLICATE THOSE GIVEN AT BETH

LEHE•I STEEL, ARE REQUIRED OF A TRAINING CANDIDATE PRIOR TO 

ACCEPTANCE INTO THE PROGRAM. UPON GRADUATION, 13 WEEKS 

LATER, THE TRAINEE HUST 1-IEET ONLY THE SKILL LEVEL REQUIRE

MENTS Ill ORDER TO QUALIFY FOR EMPLOY!-IEllT. 

--80% OF THE TRAINEES, ARE SLATED FOR Ei-lPLOYMENT AT THE BETH

LEHEM SHIPYARDS WITH THE REMAI!IIIIG 20% PLACED Ill WELDI!IG 

AIID SHIPFITTI!IG JOBS ELSEWHERE Ill THE BALTil10RE AREA. 

--AIRCO HAS CONTRACTED WITH THE U.S. GOVERNMENT -- 011 A 

FIXED PRICE BASIS -- WHEREI!I THE COST OF TRAINING IS SHARED 

BY THE GOVERMNEIIT AIID BY BETHLEHEM STEEL ON A PERFORMANCE 

CONTRACT BASIS WITH AIRCO ------ i.e., BETHLEHEM STEEL RE

IMBURSES AIRCO OIILY FOR THOSE TRAINEES WHO PASS BETHLEHEM 

STEEL'S CERTIFICATION TESTS. 
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THIS ARRANGEMENT RESULTS IN A COST TO THE GOVERilf•IENT WHICH IS SUB

STANTIALLY LOWER THA!I THE JI.VERAGE COST FOR PROGRAMS WITH rnss THA!I 

THE DEHONSTRATED SUCCESS OF OUR BALTIMORE PROGRAM. BETHLEHEM 

STEEL BENEFITS BY BEING ABLE TO l•IEET ITS MANPmlER NEEDS WITH 

PERSONS FROM AMONG THE UNEMPLOYED AND UNDEREMPLOYED POPULATION, 

WHO CA!I FUNCTION AS PRODUCTIVE WORKERS ON A MECHANICS-:LEVEL OF 

PROFICIENCY. MORE IMPORTANT, OUR GRADUATES ARE TRAINED IN SKILLS RE

QUIRED SY INDUSTRY AND ARE IMMEDIATELY PLACED IN JOBS WHERE THE 

AVERAGE STARTING WAGE IS SLIGTHLY HIGHER THAN $4.OO/HOUR. 

G. FUTURE PROGRAMS 

OUR EXPERTISE -- AS IT HAS DEVELOPED SINCE OUR FIRST PROGRAM IN 1968 

-- IS llOT SHIPLY Il-lPARTING THE SKILLS TO THE UNE!•IPLOYED AND U!lDEREM

PLOYED AND PLACING THEM IN JOBS. IN ESSENCE, IT IS THE ABILITY TO 

IDENTIFY THE CRITICAL MANPOWER NEEDS OF INDUSTRY; TRANSLATE THOSE 

NEEDS IIITO A TRAINIIIG PROGRAM; SELECT THOSE IHDIVIDUALS \'!ITH A 

REASONABLE CHANCE OF MEETING THOSE NEEDS, AllD PLACING THE RIGHT PERSON 

IN THE RIGHT JOB, ONCE TRAIIIED. !·IE WILL COIITINUE TO SEARCH FOR 

OPPORTUNITIES TO EXPAND THIS TYPE OF PROGRAM -- EVEN BEYOND THE 

CRAFTS OF '.·IELDING AND SHIPFITTING -- TO THOSE AREAS IN THE U.S. 

I-IH$RE !·IE BELIEVE INDUSTRY, GOVERN,IENT, AND THE CO1'!MUNITY RECOGNIZES 

THE NEED FOR SUCH A PROGRAM AND WILL RESPOND FAVORABLY TO THIS 

APPROACH. 

MR. CHAIRHAN, AIRCO HAS APPRECIATED THIS OPPORTUNITY TO DISCUSS 

ITS TRAINIUG PHILOSOPHY AND PROGRAHS. I AM AVAILABLE FOR QUESTIONING 

SIR IF YOU t,ISH. 
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Exhibit No. 38 

This exhibit is on file at 
the U.S. Commission on Civil 
Rights. 
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Exhibit No. 39 

WO■BIII 
IPPBBITIGBSBIP 

0~ . 

WBYIOT! 
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WOMEN IN APPRENTICESHIP -- WHY NOT? 

JULY 1, 1970 - JUNE 30, 1973 

FINAL REPORT 

This report was prepared for the Manpower Administration, U.S. 
Department of Labor, under research and development contract 
(grant) No. 92-53-70-17. Since contractors (grantees) conduct
ing research and development projects under Government sponsor
ship are encouraged to express their own judgement freely, this 
repqrt dqes not necessarily represent the official opinion or 
policy of the Department of Labor. The contractor (grantee) is 
solely responsible for the contents of this report. • 

REPORT SUBMITTED BY 
PATRICIA MAPP 
August 1973 

STATE OF WISCONSIN 
Department of Industry, Labor and Human Relations 

Division of Apprenticeship and Training 
P. 0. Box 2209 

Madison, Wisconsin 53701 
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1 1. H,•p1J11 Nu.

i DLMA 92~53-70-17-01 
5. lh•port D.uc: 

August, 1973 l' 1 Women in Apprenticeship -- fil!I. Not? 6. 

I 
,,•.\llt.lmrh) a. Performing Orgo.nizntion Rept.

No. • , Patricia Mapp 
,,,. Pcrformin,; Ori:;rni:l.1~ion Name and Addrc.,,s 10. Projcct/T.:isk/U'ork Unit No. 

Department of Industry, Labor and Human Relations 
1 Wisconsin Division of Apprenticeship and Training 11. Contract/Grant No. 

Box 2209 DL 92-53-70-17I. Madison. Wisconsin 53705 
12. ~;:onsoring Orgnnizaticn ~ame and Address 13. Type oC Report & Period 

[ Covered . iJ.S. Department of Labor
i '-:an,iower Administration 7/1/70 - 6/30/73 
i ,)f:"ice o:f Research and Development 14. 

i 1111 20th St •. N.W•. Washington. D. C. 20210 
Il 5, Supplcmcntnry Notes 

'! Project jointly sponsored by Wisconsin Division of Apprenticeship 
, and Training and by the Universitv of Wisconsin Extension. 
!·', "·''""'"'' Goals: to isolate, analyze and minimize barriers to the participation of 
1women in the skilled trades. Brochures and a film, aimed at dispelling traditional 
j women in employment myths were produced. Employer surveys confitmed that ignorance 
, of equal opportunity laws, and prejudices had to be confronted with facts. Surveys of 
'women apprentices and their employers showed a low female drop~ut rate (half that of 

males) and high degree of employer satisfaction. Changes were initiated in State 
Employment and Apprenticeship Agencies to eliminate sex-stereotyping. New apprentice
ship programs were begun in day care and health occupations. 

Recommendations: a) sponsorship of apprenticeship "out-reach" function for 
women; b) active enforcement of equal opportunity laws; c) reassessment of so called 
"women's jobs" codes in Dictionary of Occupational Titles; d) schools opening technical 
pre-apprenticeship classes to girls; and, e) unions/employers waiving collective 
bargaining agreements as they exclude women from apprenticeship application. 

17, Key Words and Document Analysis. 17a. Descriptors 

Apprenticeship, counseling-vocational interests, education (includes training), 
employment, females, government policies, industrial training, management training, 
labor unions, manpower utilization, skilled workers, surveys, upgrading. 

17b, IJcndficrs/Oj,en-Endcd Terms 

17c. COSATI Ficld/Grnup SI 

18. ,\vailnbility Statczucnt Distribution is unlimited. 19. Security Cl:1.ss (This 21, No. of Pages 
Report)Available from National Technical Iufonnation ."NC' •scm•~-

Ser1Tice, Springfield, Va. 22151. 20, Securily Class (This 22. Price 
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MESSAGE FRCM 'IHE WISCONSIN DEPAR'IMENT OF 

INDUS1RY, LABOR AND HUMAN RELATIONS 

True to its historic, progressive tradition, Wisconsin, in 1961, 
enacted the first-American law prohibiting discrimination in employ
ment based on sex. During the subsequent decade, many efforts have 
manifested our state's commitment to equal employment opportunity for 
all. High among these has been this project, Women in A£Erenticeship. 
We sincerely hope the findings and recommendations of this three-year
study will be of benefit to the other states and to the United States 
Labor Department. Whatever in-kind contributions and follow-up
activity our department has put into this endeavor have been more 
than repaid in statewide awareness and results. 

Special thanks for their insight and relentless efforts to edu
cate our Commission and others in the state are due Department of 
Industry, Labor and Human Relations employees Charles T. Nye, 
Apprenticeship and Training Division Administrator; Norma Briggs, 
Project Coordinator (1970-72) and now Director of the Bureau of 
Conmrunity Services, Equal Rights Division; Patricia Mapp, Project 
Coordinator and the author of this report; and Dr. Kathryn F. 
Clarenbach, Professor of Political Science, University of Wisconsin 
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PREFACE 

This report of the three-year project, Women in Apprenticeship, 

records the progress and shortcomings of a Wisconsin based effort to 

make more acceptable and normal the entrance of women into the skilled 

apprenticeable trades. Fllllded by the U.S. Department of Labor, this 

research-demonstration project was conducted jointly by the Wisconsin 

Division of Apprenticeship and Training, University of Wisconsin Exten

sion, and in close informal collaboration with the Wisconsin Governor's 

Commission on the Status of Women. This combination.of sponsoring agen

cies, with its total range of contacts, entrees, and interests, was bas

ically responsible for the high degree of impact this modest 1.llldertaking 

was able to affect both within and well beyon~ the state of Wisconsin. 

Working through the established decision-makers and influential 

personnel in the most essential public institutions made possible a nruch 

wider net than the small project staff could otherwise possibly have 

produced. By the close of the project it was apparent in many ways -

meeting•agendas, polity changes, public issues, representation of women, 

language used -- that significant public education had been spearheaded. 

The staff of the Department of Apprenticeship and '!_'raining, the State 

Employment Service, Department of Public Instruction, Vocational Guid

ance Collllselors, Department of Industry, Labor and Hmnan Relations, Uni

versity of Wisconsin Extension, as well as many employers and .1.lllions 

xvii 
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actively demonstrate their new "enlightenment." 

The concentric circles of project influence have gone beyond. 

the borders of this state. The project's intent, findings, and re~om

mendations have beert presented to public officials, continuing educa-

tion for women conf~rences, national feminist groups, and many educa-

tors, counselors, employers anci unions. Again, the breadth and unique 

combination of project sponsorship opened receptive channels that might 

have remained unlmown or unavailaole with more narrow auspices. From 

the University of Hawaii to Appalachian State in North Carolina, the 

filni-discussion has been presented. The project has been on the agenda 

of national conferences of U.S. Employment Security Agencies, Interstate 

Association of Commissions on the· Status of Women, National Vocational 

Guidance Association, National Organization for Women, Urban Research. 

Preliminary findings and.awareness of the project have been incorporated 

by writers in. such publications as Spokeswoman, Manpower and Breakthrough. 

In addition- to educating the employment world about the potential 

of women worke:z:s, an equally significant effect has been the enlightenment 

of educators and feminists about the potential of skilled occupatlons. 

Many myths and stereotypes of indus.trial employment and non-academic pur

suits have either been laid tor.est or at least signi:~cantly dispelled 

as a consequence of these sessions. The importance of training, skills, 

and union contracts especially for low-or-no·paid workers has been 

brought home and the project has provided a congenial meeting.and iearn-
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ing ground for employers, union women and union men, feminists and 

educators. 

Project co-sponsor, Charles Nye, Administrator of the Divisi~n 

of Apprenticeship and Training, Wisconsin Department of I:hdustry, 

Labor and Human Relations, and I conceived and developed the project 

plan and together we have personally participated in the work of the 

project. Originally designed as a two year research and demonstration 

effort for one individual to isolate, analyze and minimize the obsta

cles to women participating in apprenticeship training, the project 

has had two major amendments since it began in July, 1970. Norma Briggs, 

the project coordinator from 1970-1972, was the only staff member for 

eight months, when a request for additional staff funds was approved 

and Mary Bach assumed responsibilities as project field representative 

in the selected target area. A modified third y~ar extension to focus 

on a study of the experiences of women apprentices allowed for the part 

time employment of Patricia Mapp from 1972-1973. Ms. Briggs, having 

exposed through project findings an unmet need in Wisconsin for public 

infonnation regarding equal rights and the law, was called on in 1972 

to administer a newly created Bureau of Conmn.mity Services in the Equal 

Rights Division, Wisconsin Department of Industry, Labor :u1d Human 

Relations. 

The timing of this research-demonstration has had its pluses and 

minuses. The high unemployment from 1970-73, the imperative preferen-

xix 
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tial hiring of Viet Nam era veterans, and the ongoing necessity to 

provide meaningful training and employment for racial nµ.norities and 

yotillg_people have all magnified the difficulties of connnanding atten

tion and action on behalf of women. These are circmnstances which 

face the entire employment world and which confinn the 1963 conclusion 

of the President's Connnission on the Status of Women: the problems of 

women workers will only be ·solved in a healthy economy with full employ

ment. 

At the same time this three-year pl:lriod was one in which the 

national movement of women to be heard and to have a voice in decisions 

affecting their own lives gained enonnous momentum. Public responses 

to that movement included Revis~d Order 4 requiring affinnative action 

for women, the EEOC's 1972 revised guidelines on sex-discrimination, 

NEA's focus of sex-stereotyping in the schools, HEW's Task Force on 

Discrimination Against Women in Education, incorporation of a.chapter 

on Women· ·in the President's Economic Report, Congressional passage of 

the· Equal Rights Amendment and states' action on.ratification, work of 

Citizens Advisory Committee on the Status of Women to highlight num

erous corrective measure, distribut:j.on of President Nixon's Task Force 

report on Women's Rights and Responsibilities_, inauguration of an Inter

state Association of Connnissions on the Status of Women, action in

cluding back-pay awards .on charges of sex-based discrimination_ in em

ployment and in education. These and innumerable additional advances 

xx 
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have made it impossible for all but the slowest learners to ignore 

the serious, urgent nature of the problein. Certainly they have con

tributed to a far more supportive milieu than existed in 1970 and 

consequently to the success of this project. 

Dr. Kathryn F. Clarenbach 
Professor, University of Wisconsin Extension 
Chairperson, Governor's Commission on the 
Status of Women 
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OIAPTER 1. PROJECT OVERVIEW 

The easy entry and acceptance of women in the skilled apprenticeable 

trades is the continued sharJd goal·of the Wisconsin Division of .Appren

ticeship and Training and the University of Wisconsin Extension, Center 

·of Women's and Family Living Education. A three year project (1970-73) 

undertaken by the two agencies, in which the obstacles to employment of 

women through apprenticeship have been isolated, analyzed and, where pos

sible, minimized, has provided a sound base and a flexible springboard 

for the increased participation of women in skilled trades. 

The intent of this.report is to provide governmental agencies, em

ployment and education conununities, as well as interested women and men, 

with a complete picture of the previous, current, and potential status of 

Wisconsin women in apprenticeship. The project, variously described as 

"applied research" or "research and demonstration" was launched in mid-1970 

with an optimistic, simple, yet complex question: ''Women in apprentice

ship -- why not?" and it concludes with much of the question having been 

answered in teI1Tis of barriers exposed, changes set in motion, and recom

mendations made. 

''Why not?;' in 1973, still is an appropriate question, however, as 

the overall disparities between higher men's and lower women's wages con

tinue in all areas of employment and as competitive numbers of women, in 

3 
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their social, educational or employment contracts, have not yet been 

motivated toward apprenticeships -- either with backgrotmd technical 

knowledge, or with necessary apprenticeship occupational infonnation. 

I. WHY APPRENTICESHIP ? 

The apprenticeship route for the integrati011 of women in the skiiled 

trades was selected precisely because the absence of women was so stark 

and the occupational range of women apprentices so regrettably narrow, and 

because it confined the project's objectives sufficiently to be both work

able and measureable. In addition, the project staff and sponsors be-

crune increasingly convinced that the apprenticeship system itseif, when 

properly designed and administered, has real utility and value. ~t offers 

to the economically disadvantaged and to those inexperienced in the labor 

force both paid learning of an ~loyable skill and the virtual guarantee 

of post-training employment. The skills and broad theoretical training 

involved are portable in our mobile society and.durable in the rapidly 

changing technologies of industry. 

For those unfamiliar with the skilled trades and for those with little 

experience with on-the-job training, it is often difficult to tmderstand 

the difference between mastering the many skills involved in such work as 

opposed to ingesting descriptions of the work from a printed page and prac

ticing the motions a time or two. Obviously the time factor is enormously 

different in the two approaches as is the final level of proficiency. 

4 
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Apprenticeships in Wisconsin, divided among the construction, 

industrial, graphic arts and service trades, are carefully worked out 

methods of learning the actual operation of the entire range of activ

ity throughout any given trade. The on-the-job learning occurs with 

the guidance of an experienced journeyperson; simultaneous and ap

propriately timed academic instruction of the necessary theory is pro

vided by the Vocational, Technical and Adult ·Education system. During 

the entire·work and related instruction process, the apprentice is paid 

by the employer at an increasing rate and in accordance with a contract 

signed by employer, apprentice, and the state. An apprenticeship covers 

a much broader and more intensive training than the usual on-the-job. 

training; the apprentice herself/himself is consequently competent to 

hold better and more varied positions on completion. 

In 1970 in Wisconsin, there were 8,500 male apprentices and 393 

females: 224 in cosmetology; 45 cooks, and 24 scattered in 8 other 

occupations. Given the stability of ·apprenticeship as a training mech

anism, and the existence of formal programs in 360 occupations, there 

were realistic expectations that significant integration of women could 

be achieved in many of the trades. Actually the total ntnnber of females 

involved in apprenticeships has not dramatically increased during the 

span of the project. But while male enrollments have dropped by 1,000, 

the ntnnber of women has been constant, and there has been an important 

5 
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shift from the two dominant occupations in which women were apprentices 

in _1970 -- cosmetology and cooking -- to involvement in some SO differ

ent trades. The shift represents an increase of 130 females from 69 

to. 199 -- outside of the f~eld of cosmetology. (See tabie 1). 

6 
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Table 1 ,....sconsin Active Women Apprelltices and Trainees 

:March 70 ~farch 71 March 72 March 73 
Cosmetology ..................... 324 282 173 183 
Barber . . . . . . . . . . . . . . . . . . . . . . . . . . 10 15 16 20 
Cook . . . . . . . . . . . . . . . . . . . . . . . . . . . . 45 26 6 8 
Lithographic Stripper........... 6 5 2 2 
Baker........................... 1 1 2 
Lithographic CP.merawoman 2 1 
Printer . . . . . . . . . . . . . . . . . . . . . . . . . 1 1 
Architectura1. Draftswoman . . . . . . . 1 
Florist . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Watchmaker . . . . . . . . . . . . . . . . . . . . . . 2 1 
Pharmacy Technician . . . . . . ... . . . . . . . . . . . . . . . . 4 2 1 
Rehabilitation Technician . . . . . . . . . . . . . . . . . 3 
Weekly News Printer ....................... 1 1 1 

*Policewoman . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 1 
Sign Painter .. , . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Day Care Teacher ..................... ; . . . . . . . . . . . . . 73 78" 
Homemaker Home Health Aide . . . . . . . . . . . . . . . . . . . . .. . . . . . 30 30 
Cook-Chef . . . . . . . . . . . . . . . . . . . . . . . . . ... . . . . . . . . . . . . . . . . 4 
Restaurant Cook ................................. •. . . . 10 9 
T.V. Repairwoman . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 1 
Health Facilities Cook.............................. 6 14 

"'Central Office Repail'W01113J1 • • • • • • • • • • • • • • • • • • • • • • • • • 1 1 
*Assistant Manager . . . . . . . . . . . . . . . . . . . . . . . . . ... . . . . . . . 1 
Medical Records Technician.......................... 1 1 
Physical Therapy Aide .............................. 1 1 
Newspaper Printer . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 2 
Surface Technician . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . 1 1 

*Police Detective . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 1 
*Nursing Assistant . . . . . . . . . . . . . . . . . . . . . ... . . . . . . . . . . . . 1 

Meat cutter . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 1 
*Comm. Dispatcher . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
*Rubber Engraver . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 1 
*Manager .. . . . . .. . ... .. .. . . . . . . ... . .. . . . . . .. ... . . . . .. 1 

Lithographic Artist ...........,.......·.............. 1 1 
Public Health Aide ...........1. • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 1 
Silk Screen Oltter . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 
Second Class Engineer . .. . . .. .. . . .. .. .. .. . . . . . . .. . . .. . . . . . . . • . .. 1 
Layout Stripper .......... : . . . .. . . . . . . . . . . . . . . . . . . . . . . ... . . . . . . . . l 
Draftswanan • • • • • .. • • • • • •. •.................. .. . . .. . .. . . . . . . . 2 

*Deputy County Treasurer . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Div. of Apprenticeship ~ee ................................ 1 
Die llfaker . . .. .. . . . . . . . . . . . . . . . . . . . . . . .. . .. . . . . . . . . . . . .. . .. . . . . 1 
Optician . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 

*Elect. Inspector . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
Case Aide ............. .- .. .. .. . .. .. .. .. . . . .. .. . . .. .. . . . . . . . .. .. 1 
Printer Operator . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 
C01111I1ercial Artist ...............................•............. 1 
Dental Lab Technician . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . 1 
Printer CCllilposition . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ... . . . 1 
?vfusical Instnmient Repair . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. 1 

TOfAL 393 340 341 382 
EXCLUS;IVE COSMETOLOGY 69 58 168 199 

* On-the-job training programs llllder the supervision of the Division 
of ApPrenticeship and Training. 
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II. WHY WOMEN? 

A. Reality and Myth 

The project confinned and confronted both attitudinal and institu

tional roadblocks as they impeded women, with detailed changes to be 

noted in this and other sections of the report. Probably the most telling 

result of the three year effort was the basic and essential sensitizing 

of a range of institutions and individuals to the existence of the prob~ 

lem: women need to work; women ·need the same training and employment 

conditions available to men; and women have capabilities to function sat

isfactorily across the gamut of skilled occupations. Until such concepts 

were clearly und~rstood and accepted by all those concenred, other bar

riers could not be moved. 

An underlying asslllllption of the project, that women can function 

productively in the skilled trades, is grounded in fact. Wisconsin's 

history is replete with the 19th century contribution of pioneer women 

and the 20th century involvement of women in industry. For example, 

the World War II experience showed significant gains toward full util

ization of women workers as they contributed heavily to the economic pro

duction of the state: women constituted 28% of the state's war production 

employees between 1943 and i946; over 109,000 w:omen worked for 593 non

agricultural Wisconsin firms. '"The manpower shortage and the tremendous 

increase in industrial capacity which necessitated the use of women in 
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such tasks, proved conclusively that there were few jobs in modern 

industry which women are iilcapable of handling." 1 It: is notable that 

women were easily absorbed into the technical tasks demanded by in~us

try, but none of the 109,000 was trained for a long range career through 

apprenticeship. Most wonien were quickly taught only one.mechanical task; 

some have continued in those same, entry. level jobs for 25 years with no 

advancement, while yotmg men, veterans, and only recently, minority 

males, have been expressly chosen to fill the higher paid apprenticeship 

positions in the same shops. 

It was this historical void in the apprenticeship tradition which 

the project addressed itself to filling. Many of the barriers to women 

in skilled occupations were initially well known and documented; others 

were discovered in the course of the research-demonstration. Among the 

damaging, long-perpetuated myths encolllltered were, ''Women are not serious 

about jobs; their absenteeism and turnover are disproportionately hfgh;· 

women don't have mechanical aptitudes; women require costly and elaborate 

restrooms;_ women are weak and over-emotional; and, the proverbial, 

women's place is in the home." 

The work perfonnance and capability myths were easiest to dispel 

with facts and examples. But some of the grim statements about the em

ployment potential of women are based in de facto situations where, for 

example, women do· double duty at home and on the job; where child care 

facilities are inadequate or llllreliable; and where reasonable maternity 

Ruth De Young Kohler, The Story of Wisconsin Women, The Committee on 
Wisconsin Women for theT948 Wisconsin Centennial, 1948. 
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leave has not been available. Therefore, in addition to attacking 

individual myths with a public information campaign, the project 'also 

assumed a wider ''women in employment" advocacy role as was antici

pated in the original proposal objectives. 

B. "Women's Work:" The Dictionary of Occupational Titles 

Among the commitments which evolved as the project unfolded was 

recognition that the employment of women held a two-pronged imperative. 

Not only must .women have completely open access to better paying posi

tions traditionally filled by arid reserved for men, but if significant· 

numbers of women are to benefit, so called ''women's work" where women 

now predominate, must be upgraded and given its. due. From the tradi

tional, assigned roles which place men in higher paying, technical em

ployment and women in low paying positions have emerged the false cat

egories of ''men's jobs" and ''women's jobs." Working women, in turn, have 

accepted both the low expectations of themselves and society's low pay-
2

ing employment. The rock bottom Dictionary of Occupational Titles 

skill complexity ratings in the categories of data-people-things in 

many of the so called ''women's jobs" highlight the :fallacies that work 

traditionaHy done by women reflects little or no skill, requires vir

tually no training, and commands little remuneration. 

Whether or not it was an original intent of its formulators, the 

Dictionary of Occupational Titles has been used to determine amounts 

Dictionary of Occupational Titles, Volume 1, 3rd Edition, U.S. 
Department or Labor, 1965. 
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of federal expenditures for reimbursed on-tp.e-job training programs. 

When the pro~ect attempted to introduce apprenticeship to the day care 

teacher and homemaker home health aide occupations, the deceptively 

low Dictionary of Occupational Titles code of_878 (the digit 8 repre

sents "no significant ftmction") ass~gned to such work served to con-

. firm the beliefs of apprenticeship arid employment service staffs that 

government ftmding of a training program was impossible because there 

~ere "obvio~ly" no skills to be learned in these ''women's jobs." 

Consequently, the project sought and gained temporary code re~ 

visions, and turned to an examination of the'OOT codes assigned to 

other female dominated occupations. A Wisconsin based study designed 

to analyze the jobs and to question the reliability of the system itself. 

is in the process of challenging and changing the distorted view of 

"women's work" which has been rigidly perpetuated in the Dictionary of 
3 

Occupational Titles. 

Among the other ramifications of the question, "Women in appren

ticeship -- why not?" were several key issues linked to working women 

in or out of apprenticeship -- the skill ratings. in the Dictionary of 

Occupational Titles; maternity leave; child care facilities; and 

career ladders for women employed in the state civil service -- each 

of which led the project to. either specific action or to proposing a 

separate study. 

3 Dictionary of Occup~tional Titles Research Project, 1971-1973, Wisconsin 
Department or Industry, Labor and Human Relations and University of 
Wisconsin Extension, Kathryn F. Clarenbach, ~irector. 
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III. WHAT WAS OONE 

This project was initially conceived as a two year demonstra

tion and re~earch effort to be conducted statewide by·one staff mem

ber employed in the Wisconsin Division of Apprenticeship and Training. 

After 8 months, an additional female staff member was assigned to· 

work _in a designated target area "to see what would happ¢n" if appren

t~ceship placements were secured. A third year extension for a part 

time staff person was granted specifically to investigate the question 

of why some women had dropped out of training programs during the first 

two year phase of the project. 

A. Public Education 

The methods and objectives included observation, analysis•, reconnnen

dation and action at all levels of the apprenticeship-empl~yment 

matrix. -- seeking always to expose and remove the obstacles. Through 

speeches, radio and television presentations, production and frequent 

showing of the film, Never Underestimate the Power of~ Woman, partici

pation in workshops, and preparation and distribution of printed mater

ials, the project lllldertook a-personal persuasion, public education 

campaign. Target groups w~re those directly engaged in the promotion 

and supervision of apprenticeship -- the staff of the Division of Appren

ticeship and Training, as well as the State Employment Service, employers, 

unions, vocational counselors and the general population of women themselves. 

13 
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B. Sunreys 

After selecting a geographical "target area" in which to con

centrate· demonstration attempts, the project devised a series of sur- ' 

veys to gather information which might point the way to recommendations 

and remedial action. 

1.) ·Four minor sunreys were designed to trace the enrollment 

patterns of women in the Vocational, Technical and Adult 

Education System, and to measure changes in apprenticeship 

employment patterns as perceived by members of the Division 

of Apprenticeship and Training. TI1ese periodic pollings 

showed: 

a.) Little.change :from 1970-1973 in the pre-apprentice

ship preparation of women in the vocational schools; 

b.) Marked increase in the promotional efforts on behalf 

of women in the Division of Apprentice?hip and Train

ing, and; 

c.) Concurrence of both the vocational system and appren

ticeship staffs that the employment advancement of .. 
women is restricted primarily by social custom and 

discriminatory practices. 

2.) Two major studies resulted from: 

a.) Comparative data gathered from personal interviews 

14 
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among 78 manufacturing employers in the target area in 

1970 and 1973. The results confinned that misunder

standings, ignorance, bias and discrimination in job 

posting procedures and hiring practices had to be ex

posed and changed before women could achieve equal ap

prenticeship opportunities. 

b.) Complementary surveys of the women apprentice and her 

employer -- specifically interviewing 159 of those women 

who had entered apprenticeship during the first two 

years of the project. These investigations provided 

a c_omplete employment profile of the continuing, gradu

ated and drop~out apprentice. Tuey showed a high level 

of employer satisfaction (78% believed women apprentices 

to be equal or better in r~liability and job·perforniance 

to other employees); and a relatively low, 24% drop-out 

rate anpng women apprentices. The drop-out rate, when 

compared with an estimated national average of 50% for 

the general apprenticeship population is positive encour

agement to employers, unions and to women themselves, who 

have been told that their presumed high work turnover 

makes them high risk employment liabilities. 

C. Background Studies 

A study of the relative cost and benefits of apprenticeship to 

15 
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women was not attempted, but through a review of some of the research 

on the system itself, the .project sought to llllderstand the merits and 

shortcomings of apprenticeship vis~ vis other employment or training 

processes. For example, the low drop-out rate for women might be ra

tionalized by concluding that women, lacking viable alternatives, read

ily accept low paying employment (represented by the early stages of 

train:i.ng), and that the apprenticeship should not necessarily be coveted. 

Both the national Farber.Report and the Purdue Study on .Appren

ticeship verified that the hiring practices, the terms of training, and 

in many cases, the content of training were in need of revision. In 

Wisconsin, a 1970 study of the drop-out specifically yielded recorninen

dations along the same line -- that the designated period of training 

may be too long, beginning salaries too low, and related instruction·not 

relevant. None of• the researchers, however, isolated women as a group 

to analyze their apprenticeship experiences, attitudes and expectations.4 

'Pterefore, while the Women in Apprenticeship study set out to 

reveal and challe~ge any factors in apprenticeship which preclude or 

disadvantage women, it was able to confirm or reject the findings of 

other research. The positive project.observations are: a.) that many 

women, particularly the non-college bolllld have economic security, job 

satisfaction, social mobility, and personal fulfillment to gain from 

the journeyperson sta:tus conferred by a completed apprenticeship; and, 

b.) that recommended clla1'g~s, especially in the stronger enforcement of 

See .Appendix.A~ .App;ent~ceship Backgrolllld Studies. 

16 

4 

https://train:i.ng


703 

equal opportunity legislation as it applies to apprenticeship, and the 

provision of waivers for access level restrictions, will only enhance 

apprenticeship and the economy by producing more.broadly trained skilled 

workers whose ranks will include women. 

D. Changes Made 

As the project defined problem areas, a series of institutional 

changes were reconunended, accepted, and applied in Wisconsin. Some 

were more quickly and easily achieved than others; some are short-range, 

and others represent long-range processes set in motion. All changes 

have been instituted and are a direct result of Women in Apprenticeship 

Project intervention. 

1.) APPRENTICESHIP RELATED CHANGES 

a.) Changing apprenticeship job titles in Wisconsin to 

eliminate sex designations and omitting sex refer

ences from promotional literature. 

b.) Including women in the affirmative. action pledge and 

in the State Plan for Equal l;lmployment Opportunity 

in Apprenticeship (Title 29 Part 30). 

c.) Inst~tuting the Day Care Teacher and Homemaker Home 

Health Aide Apprenticeship Programs, providing appren

ticeship opportunities for over 100 women. 

d.) Hiring women and utilizing the apprenticeship method 

of training women to become members of the once all-

11 
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male professional Division of Apprenticeship and 

Training staff. 

e.) Reconnnending waivers of collective bargaining agree

ments so that women could compete for carpentry, 

painting, and metal engraving apprenticeships. 

2.) PRE-APPRENTICESHIP RELATED CHANGES -- EMPLOYMENT AGENCIES AND 
EDUCATIONAL INSTITUTIONS 

a.) Creation of an apprenticeship liaison position in each 

Employment Service office in the state to.bridg; the 

apprenticeship information gap. 

b.) Work Incentive Program and Apprenticeship staff ex

changes to focus on eliminating sex stereotyping from' 
I 

their agency functions. 

c.) Removal of sex designations from job tities recog

nized by the State Department of Industry, Labor and 

Human Relations, and used by the Employment Service 

and the Work Incentive Program. 

d.) Adopting a State Maternity Leave ruling which defines 

child-birth related absences as any health related 

disability,_ thereby assuring leaves of absence and 

job reinstatement. 

e.) Opening of the former Milwaukee Boys' Technical High 

School to girls and changing the name to Miiwaukee 

Technical.High School~ 

18 
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f.J The State Department of Public Instruction eliminating 

all sex designations from the Wisconsin Instant.Infor

mation.on Education and Work vocational .guidance mater

ials, used in 90% of the state''s high schools. 

3.) Wc»IBN IN EMPLOYMENT 

a.) Supporting the convening of the .AFL-CIO State Women's 

Conference, 1970-1973. 

b.) Producing a nationally distributed film, Never Under

estimate the Power of~ Woman, aimed at dispelling the 

myths of women in employment. 

c.) Initiating the Dictionary of Occupational Titles review 

and revision of child care and health related occupations. 

d.) Initiating the amendment to federal legislation, via the 

Wisconsin Congressional delegation, permitting military 

widows and orphans to use educational benefits for appren

ticeship employment. 

e.) Designing the Intergovernmental Personnel Act Project, the 

Department of Industry, Labor and Ht.nnan Relations, to inves

tigate hiring and promoting women in the Wisconsin State 

Civil Service.5 

f.) Proposing the Maternity Leave Project, Department of Industry 

Labor and Human Rel~tions, to research costs and benefits 

5 fl Study to Determine ~ Patterns of Women in State Service and to 
Devise Methods for their Full Utilization, July 1-;I'972-June 30, 1973, 
IntergovernmentFPersonnel Act, Department of Indu~try, Labor and 
Human Relations, Norma Briggs, Director. 
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to employers of p~oviding insurance benefits for preg
6 

nancy and ~ldbirth to.wonien workers. 

g.. ) Advocating the creation of women's advocacy positions 

in the State Department of Personnel and in the Bureau 

of Cornrmmity Services, Division of Industry, Labor and 

Human Relations. 

6 
Wisconsin Maternity Leave and Fringe Benefits: Policies, Practices 
and Problems, October, 1972 - February, 1974, Wisconsin Department
~Industry, Labor and Human Relations, Jennifer Gerner, Project
Direct0r. 
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IV. WHAT MUST BE OONE 

The future implications of the Women in Apprenticeship Project 

for federal and state agencies, employers, 1.Ulions, and women converge 

on actions leading to greater legal and social sanctions for women to 

participate in the skilled trades, and thereby in apprenticeship. 

Some necessary next steps are: 

A. BY 1HE UNITED STATES DEPAR1MENT OF LABOR 

1.) Sponsoring of apprenticeship outreach programs for 

women designed to meet their pre-apprenticeship tech

nical and application skill needs. (Such programs 

as the Labor .Education Advancement Program exist in 

Wisconsin, but by priority and focus, serve only minor

ity males.) 

2.) Incorporating major revisions in the 1976 edition of 

the Dictionary of Occupational Titles _to a.) eliminate 

gender specific job titles, and b.) to recognize the 

substantiated changes in skill complexity codes of those 

child care and health related occupations which have been 

reanalyzed. 

3.) .Amending Title 29 (CFR, Part 30, as it governs appren

ticeship) to include women in apprenticeship affirmative 

action plans and also in the goals and timetables for 

compliance. 
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4.) Providing apprenticeship empioyers with a subsidy or 

tax credit to compensate for training costs. 

5.) Educating through a promotional campaign, both iruµ1age

ment and labor on discriminatory patterns which might 

exist in their collective bargaining agreements. 

6.) Reviewing the cr~teria for what constitutes an "appren

ticeable." trade nationally witjl a view to meeting the 

skilled labor shortage in, for example, middle level, 

technical medical occupations through.the apprenticeship 

system. 

B.. BY STATE AGENCIES: EDUCATION AND FMPLOYMENT 

•1.) Re-examining the effects of beginning age restrictions 

in apprenticeship standards, and advocating waivers 

when age limitations eliminate women from apprenticeship 

applicat.ion. 

4.) Producing and distributing an apprenticeship information 

film or video tape addressed to junior and senior high 

students, and aimed at countering notions of sex-stereo

typing in the world of work. 

3.) Making available with equal promotional efforts to boys 

and girls, technical-industrial classes and apprentice

ship occl!PationaT information in the public schools. 

22 
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4.) Eliminating sex designations from vocational guidance 

materials as in the Vocational Information on Educa-

tion and Work series, and from the promotional literature 

of the Vocational, Technical, Adult Education System. 

5.) Achieving a balance of males and females on state guid

ance, employment service, and apprenticeship staffs. 

C. BY WOMEN 

1.) Challenging through the Federal Equal Employment Op

portunity Connnission and State Equal Rights Divisions, 

existing discriminatory hiring and employment practices. 

2.) Organizing within existing iabor unions to bargain for 

equal access to training opportunities (including open 

job posting and eliminating preliminary, irrelevant, 

''bull-work"), and for management level awareness train

ing to help ease the transition of women into previously 

all male. shops. 

3.) Enrolling in pre-apprenticeship technical training courses 

and actively seeking apprenticeship information through 

vocational guidance, state employment or apprenticeship 

staffs. 

23 
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CHAPTER Z. PROJECT IN1ERVENTION TErnNIQUES 

IN 1HE DIVISION OF APPRENTICESHIP .AND TRAINING 

The project sought to have as broad an impact as possible. 

Initially, one female was selected to be the project co-ordinator. 

The personality and characteristics of this key individual proved 

to be one of the strongest forces in exposing resistance and dis

crimination where well meaning employers, union membe_rs and state 

employment staff had not recognized it. She assumed the Women in 

Apprenticeship assignment as the first female professional on a staff 

of male apprenticeship field representatives, many of whom themselves 

had served as apprentices, and therefore were well steeped in the 

apprenticeship facts of life. 

Her early analysis of the task at hand in eliciting the sup

port of the 16 industry and training representatives was, "There were 

varying shades of acceptance and skepticism which led·me to conclude 

that while I was learning the basics of apprenticeship, it was also 

part of my job to assemble and present the facts of women in employ

ment so that the representatives would not only know what they were 

now expected to accomplish because of Division fiat, but would them

selves be sufficiently convinced of the me~its of moving women into 
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skilled trades to be able to handle constructively the anticipated 

reluctance of employers to this new idea." Her dilennna is illus

trated by her early attempts to refer a strong woman, in good health, 

to fill a business machine repair apprenticeship. The employer re

jected the idea of a woman because the job was "too heavy." The DAT 

representative on the spot was not prepared to counter the employer's 

arguments. A few days later another field representative placed a 

male apprentice in a business repair position because he had medical 

problems and was only able to do "light work." 

It was with a high level of enthusiasm and determination that 

she set out to learn the theory and practice of apprenticeship and 

to conduct continual consciousness raising among staff colleagues. 

Male assumptions, for instance, about putting-more "fellows" on pro

grams, about male only occupations, or about the inability of women 

to endure long arduous years of training and schoolilJ_g, were encoun

tered daily. Where living examples of successful female models in 

the trades did not exist, and when challenged with the questions, "Why 

would a woman ever want to become a plumber?", her simple response 

was, "Why not?" Or more directly, ''Why would a man want to become 

a plumber?", until many of her adversaries were gradually converted 

to also question, "Why not?" 

Her main intervention tool was personal persuasion, coupled 

with facts with which to dispel the victimizing myths. Sensitizing 
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the DAT staff appeared to be the most immediate step in tmearthing 

obstacles. It was the most obvious institutionalized, yet tminten

tional detriment to including females in apprenticeship. The task 

was continual, with a fine line necessarily maintained between pro

fessional challenges and petty gadflying which might cause negative 

personal repercussions. The risk of losing vital co-operation while 

exposing misconceptions and thereby stepping on some toes was very 

real. 

The subject of women's equality has been a popular news item 

during the life of the project, and has had a full range of both 

positive and negative reaction. The arguments of equal pay for equal 

work or of females having equal training potential often have been 

discredited with jokes about bra burning, rampant sexual freedoms or 

mothers abandoning their children to become steeple jacks. Dislodging 

the hidden prejudices among co-workers so that they could seriously 

accept the prospect of women in the trades was a major project chal

lenge, not to be igno~ed in its importance in the total project eval

uation. 

PUBLIC INFORMATION 

The need for public information materials extended from DAT 

staff to employers, unions, and to women themselves. A film, Never 

lindercstirnate the Power of!!_ Woman, was produced and completed in 
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early 1971 to show women successfully participating in the labor 

force in Wisconsin. The females driving trucks,. operating a crane, 

drafting and working on the assembly line dramatize the capabili-

ties of women while a researched narrative provides skeptical employ

ers with the reality of female work and production statistics. 

The film has been one of the most effective concrete promo

tional tools developed by the project? Employer and union confer

ences initially provided the greatest demand for the film. Women's 

groups throughout the country currently request the film from the 

University of Wisconsin Bureau of .Audio Visual Instruction 4 to 5 

months in advance, since even with four copies in circulation, re

quests and use are continual. The film, for its purpose, is an 

adequate first of its kind. However, high school girls are almost 

universally reluctant to identify with the majority of middle aged 

women depicted. Another film or video tape which is equally per

suasive and non-didactic, yet which ainis specifically at J.U1.doing the 

unique sex-stereotyping which many high school girls experience and 

internalize should be produced. Such a visual instrument for increas

ing the numbers·of potential apprenticeship applicants before their 

career· or non-career plans are solidified would assuredly receive 

' wide distribution since the project itself has helped create a demand 

through sensitizing vocational counselors .to the need for unbiased 

occupational reference materials. The 1971 Women in Apprenticeship 

See Appendix B - Partial List .of Film.Distribution. 
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proposals to develop a second film for use in the project were re

grettably denied by both the United States Department of Labor and 

the Department of Health, Education and Welfare. 

TARGET AREA ACTIVITIES 

The project's investigative ftmction included ruialyzing em

ployer attitudes and practices to discover any misconceptions which 

could be dealt with forthrightly, and to capitalize on any situations 

where women might be employed as apprentices. A target area, the Fox 

River Valley, presented the greatest potential for an initial employ

er survey in 1970 and for a continued demonstration effort linked to 

the proje.ct goals. 

The area includes the cities of Appleton, Neenah, Menasha and 

Oshkosh. The existence of a range of small and large employers in 

both urban and rural settings was part of the criteria used for se

lection of the target area. A well established vocational ~ystem 

which had served apprenticeship needs exists in Appleton, the geo

graphic center of the region. The high concentration of industry 

and the relative absence of formal employment projects added to'the 

desirability of the area as a project location. There also was a 

higher proportion of apprentices per capita than in any other area 

of the state. The only adult women's prison in W:isconsin in nearby 

Taycheedah might allow for apprenticeship program expansion. Other 
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WOMEN IN WISCONSIN APPRENTICESHIP 

TARGET AE.EA 

CITIES 

l Appleton 
2 Fond du Lac 
3 Menasha 
4 Neenah 
5 Oshkosh 
6 Taycheedah 
7 Waupaca 
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urban centers were systematically eliminated for reasons of distance, 

or in the case of Milwaukee, because there was a multiplicity of pro

grams and organizations which would require complex management and 

co-ordination with a new program. 

Nevertheless, concentration of the project effort in the 

chosen geographical area predictably was difficult to co-ordinate 

because of the distance between the project co-ordinator, located 

in Madison, and the project field representative situated 120 miles 

away in Appleton. The field representative was selected to begin 

her varied tasks eight months after the project began. She was not 

involved in the 1970 survey of manufacturers and other employers of 

apprentices which was designed to provide useful base information 

for her work. She did, however, conduct the identical survey in 

1973. Because the formal interviews were frequently followed by 

open'discussions, she believes the process should have been an in

itial as well as concluding point of exposure to potential employers 

for her. 

EMPLOYER ATIITUDES IN 1HE TARGET .ARPA: (X)MJ?ARATIVE SURVEYS 

Survey of Prospective Employers: 1970 

The 1970 Fox River Valley survey yielded information on em

ployer attitudes which pointed the way to recommendations for init-
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iating social change. The recommendations were 1.) that both man

agement and labor needed to be made aware of what practices are dis

criminatory in effect and specifically what the federal and state 

guidelines for equal· employment are, and 2.) that employed and 

unionized women in the surveyed plants should provide the impetus 

for change in attitudes toward training opportunities for females. 

Survey Group and Method 

The survey population included 78 service and manufacturing 
8 

£inns which had registered apprentices. Not included were service 

trades where women already were apprenticed as cooks, cosmetologists 

and barbers -- as well as the construction trades where lay-offs in 

1970 were up to 18%, ruling out prospects for :inrrnediate female em

ployment. Five male representatives of the Division of Apprentice

ship and Trainin_g conducted the interviews. While their exposure 

td employers throughout the state might have prepared them to be 

diplomatic, appropriate and acceptable interviewers, a few revealed 

that some of their own misgivings about women in the trades could 

have been projected to employers, who might have been inadvertantly 

reinforced in their prejudices. It is not possible to speculate 

on the degree of bias either a male or female interviewer would in

ject into the conduct of the survey. A female staff member assoc

iated with the Women in .Apprenticeship Project interviewed the iden-

See Appendix C - Women in the· Trades: Fox River Valley Survey. 
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tical employers in 1973 and reported that many were co-operative, 

if not cautious and guarded, lest they give an offensive response. 

Reconnnendati-0ns: 1970 

The 1970 survey findings indicated that, contrary to popular 

myth, the absence of women in skilled trades has little to do with 

their inability or unwillingness .to work under conditions which are 

dirty, messy, noisy and so on -- since an average of 40% -of the em

ployers had women working under these conditions, but in an tu1skilled 

capacity. Sexual bias was less evident in those shops where women 

were already employed. A larger proportion of those who did· (62% of 

those which employed females) than those who did not (45% of those 

who had no female employees) thought that women and men made equally 

good employees in production work. None employed female apprentices. 

The project concluded that those shops where females were already 

empioyed, small paper mills and other small manufacturers, would be 

the .best "starters" for female apprentices. The second conclusion 

was that to hasten the recruitment of females, employers needed to 

be informed of the specifications of state and federal equal opporttu1-

ity legislation. Given a declining economy, apprenticeship advance

ments for women could not be innnediately secured. The dissemination 

of information, ultimately aiming at a saturation of the employment 

comnnmity with the facts of women's work potential became the real-
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istic approach to the longer range goal of achieving actual appren

ticeship positions for w01nen. 

Comparative Survey: 1973 

Again in 1973, the project sought to assess changes in at

titude among owners, managers or personnel officials, as well as 

to compare actual employment patterns in the target area. The iden

tical questionnaire used in 1970 was administered in 55 of the origi

nal 78 apprenticeship establishments. Three key variables should 

be mentioned as possibly affecting the slight differences in atti~ 

tudes reflected by responses. Twenty-seven percent (15) of the 

respondents had not personally participated in the 1970 polling; the 

15 new training directors, with the exception of one female_personnel 

official, were generally under 30 years of age, and were not alarmed 

at .the' suggestion that women might enter the trades. (The only female 

respondent was negative because she presumed child rearing and hOJJ1e 

responsibilities to be major interferences with serious employment.) 

.Another previously mentioned variable was the identity of the inter

viewer as the target area female staff member. She concludes that 

because some respondents perceived her role as one of exerting outside 

pressure as· a female posing legally threatening questions, they gave 

evasive responses.. The third, and most significant variable, was the 

combined influence of the Equal Empl?yment Opportunity COJ1111Q.ssion, 
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the State Equal Rights Division and the state apprenticeship affinru:i.

tive action pledge. Alttough not a part· 6£ the fonnal questionnaire, 

at least ~0% of ·the respondents volunteered either direct ·(three 

were currently involved in sex discrimination suits against them) or 

indirect knowledge of government activitie!i iri behal~ of equal employ

ment or affirmative action £or women. 

Similarities in Data 

The. second survey in.itself reflects no substantial cliange in 

attitude regarding willingness to train a female through apprentice

ship. There continues to be a high proportion (45% in 1973; 66% in 

1970) of employers who claim that there are apprenticeship positions 

for which women are unsuited. Those apprenticeships, as stated, 

include: 

Maintenance Machine repair TV business - service calls 

Pressmen Tool-die Farm equipment mechanic 

Foundry~ Welding Erection of signs 

Millwright Patternmaker Pipefitters 

Mechanic Machinist All of them 

Auto mechanic 

37 



722 

And the main reasons offered for the blanket exclusion were: 

Heavy lifting involved No female restrooms 

Physical requirements Too dirty 

Hard, grinding work Too dang~rous 

The other reasons were either of a judgmental nature such as, "Women 

should be on repetitive work where they donit have to 1=hink nruch;" 

''They are not dependable -- want maternity leave, time off;"· ·or of 

a ''protectiye" nature, "This shop is no place for women;" "Language 

in service department is too rough;" and ''We do not want women to 

put up with (dirty, messy) conditions." Even-while making such as

sertions, 65% of the employers acknowledged that they knew of women 

who did work which was dirty:, messy, involved heavy lifting and re

quired technical abilities. 

Differences in Data 

While their e~ressed attitudes had not shifted in two years, 

the internal shop practices of apprenticeship recruitment have changed 

slightly, to the extent that 5 females had applied for., and three were 

being considered for apprenticeships in printing and machine shops. 

As in 1970, there were no female apprentices employed by respondents. 

The total ratio of males to females employed in skilled work was 123 

males to each female in 1970; in 1973 the-proportion is 90 males to 

each· female. 
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Among the shops which are large enough to fall under "open 

posting" procedures for apprenticeship training positions, 76% (com

pared with only 56% in 1970) _said that they advertised in the plant 

where both production (mainiy male) and office (mainly female) em

ployees could learn of the openings. Because the m.nnbers of women 

who have access to such open posting is still relatively insignificant, 

some plants, in order to comply with EEOC regulations, are seeking wai

vers to that procedure so that specific recruitment of females outside 

of the plant is possible. Only two employers ever used the newspapers 

to acquire apprenticeship applicants. With such "closed circuit" (yet 

liberalized over the 1970 conditions) recruitment procedures, it is 

not surprising that 20% (27% in 1~70) of the employers claimed to have 

difficulty in getting qualified apprenticeship candidates. 

Another liberalized trend was in the qecreased use of maxinn.nn 

age limits for apprenticeship positions. The effects of the Wiscon-

sin Fair Employment Practices and federal Age Discrimination in Employ

ment Acts obviously have been interpreted by the manufacturing and 

printing trades to include apprenticeship. Sixty-five percent of those 

interviewed (59% in 1970) stated they had no maxinn.nn age limits for 

apprentices. 

Target Area Survey Conclusions 

The project concludes that the expressed knowledge of equal 
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rights laws is an important employer pr~requisite to the active re

cruitment and training of female apprentices. But, since as with 
. . 

the dispelling of other social prejudices, changes in attitudes and 

practices appear to lag behind knowledge or laws and facts·, the pro-

_j ect recOJIDilends further education of employers and tmions to coincide 

with a proposed outreach, recruitment effort directed at prospective 

women apprentices. Such a practical outreach approach to achieving 

social change, if it involved employers and tmions as well as inter

ested women, could insure that a supply of qualified female candidates 

would have acc~ss to employment-training opporttmities •in the trades., 
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TOWARD TARGET AREA PLACEMENT 

The one-woman efforts to demonstrate possible ways to inte-

grate women in the trades in the Fox Valley were dramatically affected 

by massive lay-offs in industry in 1970-1971. Many employers in tool 

and die maki~g, machine shops, wire works and paper mills when initi

ally contacted, expressed.a theoretical willingness to employ female 

apprentices, but expecting compliance and the active recruitment of 

females was tmrealistic when once-active apprentices and journeyp!;!rsons 
) 

had already been laid off. The Farber Report hypothesis that appren-

ticeship enrollment and drop-out rates decrease with recession econo

mies, apart from tmion or employer practices, is totally verified by 

the project experience in the Fox Valley. 9 

After publicizing the project goals to all civic and social 

organizations through an introductory letter, the project represen

tative responded widely to speaking and film showing invitations. 

While for 18 months, she contacted all high schools in the area, met 

with individual students, sociology classes, counselors, and partici

pated in career days, there was a simultaneous dearth of employment 

opportunity related to apprenticeship. Her discussions focused on 

the historical absence of women in the skilled apprenticeable trades 

and, idealistically, on the demands of a modern society for the full 

utilization of·a11 of its workers. All of the personal contacts 

David Farber, "Apprenticeship in the U.S.: Labor Market Forces and 
Social Policy," Research in Apprenticeship Training, Proceedings of 
a Conference, (Madison, Wisconsin: The Center for Studies in Voca
tional and Technical Education, University of Wisconsin, 1967.) Passim. 
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served the long range purpose of broad public education, but could 

not lead to :immediate apprenticeship placements for women where· no 

jobs existed. 

When job opportunities were scarce, verbal commitments and 

theoretical endorsement of the recruitment and placement of women 

in apprenticeship by the Work Incentive Program (WIN) and the Wis

consin State Pmployment Service (WSES) were easily secured. But, 

as the economy gradually regained momentwn in late 1972, in tenns 

of production and manpower needs, WIN and WSES placed applicants 

indiscriminately, while the Veteran's Administration urged prefer

ential hiring of Viet Nam era veterans. Each of these agencies, in 

its poiicies, practices and general attitudes, is treated in chapter 

3, where the institutional obstacles are discussed. 

TAYCHEEDAH: INTRODUCING APPRENTICESHIP IN.1HE ''WISCONSIN HOME FOR WOMEN" 

Rationale 

Observing that a full range of apprenticeship programs were 

offered to inmates at both the Green Bay Reformatory for Boys and 

Waupun .Men's Prison, the target area staff person explored the train

ing possibilities for female inmates at the Women's Prison in Taychee

dah. With a population ranging from 70 to 120 females, Taycheedah, 

as a training site, was subject to the same -rationale used for justi-
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fication of apprenticeship programs in male institutions. Paroied 

or released females also had to make a living in the out?ide ~orld. 

Their prospects for reassimilation and rehabilitation would be en

hanced if they acquired trade skills, or were engaged in a trans

ferable training program that could be completed through work and 

related classes in other parts of the state. 

Process 

Although the prison officials fully agreed, establishing trade 

training shops such as exist in male institutions was ruled 9ut be

cause of lack of funds and personnel. Iriste~d, it was pointed out, 

the day to day maintenance of the prison population required cooks 

and bakers. Both of these occupations are apprenticeable, and both 

had on-going related instruction classes established jn the local vo

cational school. The prison agreed to function as employer, providing 

a minimum salary and released time for related instruction for fourteen 

females who began in 1971 as cooks and baker trainees. Seven of the 

original group have left the prison: two continued their apprentice

ships after securing ·employment in Milwaukee; two others ·were_ employed 

as cooks, but the employers were unwilling to enter ii.to an apprentice

ship agreement; three others had their indentures cancelled by mutual 

agreement before they finished their tenns at Taycheedah; and the re

maining 7 continue in· training. As a pilot program, the training sys-
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tern showed promise for expansion, but while the existence of the insti

tution itself is currently challenged by the Governor's CollDilission on 

the Status of Women, and it is undergoing severe budget cuts, the pos

sibility of extending the apprenticeship system to other occupations is 

not great. 

Observations 

Perpetuating the ongoing cook/baker programs will require a 

more precise-plan on the release of women for their·successful trans

fer of credit and employment in an apprenticeship situation. Con

sequently~ parole officer~ need apprenticeship information and DAT 

staff need to fill an outreach function which they are presently not 

funded or authorized to do. 

The project staff member had responded monthly to requests 

from the institution for advice and consultation on conducting the 

apprenticeship training, helping to mediate scheduling conflicts for 

related instruction and serving to maintain motivation among the 

trainees. The small scale apprenticeship and employment guidance 

service provided by the project to the women at Taycheedah demonstra

ted a greater need for such an apprenticeship-counseling function to 

be situated where groups of women needing employment could be isolated 

for attention -- as in the WIN programs or in large urban centers. 

The advantage of such a comprehensive outreach program focusing on 

the preparation for apprenticeship employment for women is a contin

ing project observation. 
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CHAPTER 3. OBSTACLES ENCOUNTERED: WHY Wo.IBN HAVEN'T BECCME APPRENT:J;CES 

APPRENTICESHIP SYSTEM 

The apprenticeship system, having its roots in the medieval 

Western European and modern American manpower needs, has traditionally 

acconnnodated the male employer and the male apprentice, either infor

mally or·on a fonnal, legal basis. In Wisconsin the feeder systems to 

apprenticeship roles have been: families where one or more sons were 

groomed to practice the craft of the father; the public school system, 

where non-college botllld males have been channeled into those technical, 

industrial courses such as drafting, woodshop, auto mechanics and 

graphics, which give a broad orientation to apprenticeable occupations; 

the vocational system, which has developed technical courses, as well 

as high school equivalency courses, leading to favorable consideration 

in application for apprenticeship; the employment agencies such as 

Wisconsin State Employment Service, where aptitude tests are adminis

tered and referrals to employers take place; the Work Incentive Pro

gram, where individuals in the recent past have been cotlllselled to 

seek and train for gainful employment which_ occasionally has included 

apprenticeship; and the Conmnmity Outreach Programs, such as the 

¥1hor Education Advancement Program (LEAP), which were designed spe-
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cifically to compensate for the lack of preapprehticeship skill and 

knowledge among minorities. 

The percentage of a sample of the apprenticeship population 

(including female cosmetologists) and their referral sources to ap

prenticeship are estimated as follows: 10 

Table 2 
Relative/friends 183 (39. 7%) 

Employer/unions 30 ( 6 .5%) 

High school/voe. school 28 ( 6.1%) 

Personal decision 210 (45:6%) 

Other 10 ( 2.2%) 

Women who became apprentices during the project years 1970-72 

reported the following as their first source of apprenticeship infer-

• niation:11 

Table 3 
Relative/friends 15 (12.5%) 

Employer/unions 107 (67 .3%) 

Wis. State Employment/ 
WIN/DAT 8 ( 5.0%) 

Other 22 (15.2%) 

Employers in the project target area, when surveyed in 197i 

gave their main sources of apprentices as indicated uelow: 

• lO Thomas A. Barocci, The Drop-out and the Wisconsin Apprenticeship Pro
gram: A Descriptive and Econometric Analysis, the Industrial Relations 
Research Institute, tiie University of Wisconsin, Madison, "Wisconsin, 
1972, p. 115. 

11 Wisconsin Women in Apprenticeship Survey of Female Apprentices, 1972 
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Table 4 Where do you get your apprentice applicants? (Asked of 78 
industrial trade employers. Multiple responses allowed) 12 

No. of mentions. %who mentioned source 

From within the plant 32 (41%) 

Vocational/high schools 38 (48%) 

Employment Service/WSES. 17 (21%) 

Word of mouth referrals 17 (21%) 

Other 16 (19%) 

Although the family and social sources of infonnation could 

not be traced, the project systematically has been able to isolate 

each institution or agency, _including employer and union practices, 

as representing to some degree a barrier to the apprenticeship ap

plication and employment of females. The apprenticeship law itself 

is not discriminatory, and up until 1965, when minority groups 

blacks, chicanes and Indians -- pressed for equality of access to ap

prenticeship, the DAT did not view itself as an advocate of any group, 

except those already incorporated, ei~er as employers or apprentices, 

under its jurisdiction. It was a system tightly designed to perpetu

ate the status quo, even to the point of deriving most state adminis

trative staff members from skilled tradesmen who had personally exper

ienced apprenticeship training. It is unfortunate t}J.at the analogies 

between minorities and females vis a vis their exclusion from appren-

Women in the Trades: Fox River Valley Employer Survey, 1970 
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ticeship were not seen more clearly in the design of the Women in 

.Apprenticeship Project. 

Outreach Programs 

The DAT had helped to fund and administer, since 1967, com

pensatory connnunity outreach programs located in Green Bay, Milwau

kee, Racine, Madison and Beloit which would recruit and train can

didates in appr·enticeship application skills. Following the dictates 

of Title 29, Part 30, requiring the apprenticeship agency to inter

vene in the recruitment and appJication process, the Division was 

able to alter its former posture of aloofness to recruitment and to 

take on direc~, affirmative intervention before filing of the inden

ture. It is, however, contradictory with the Women in Apprenticeship 

goals of minimizing obstacles and placing women in apprenticeship 

that, with the support of the appr1:mticeship agency, the LEAP outreach 

programs focused on mip.orities, yet in practice and priorities, ex

cluded females. The positive advocacy for females in the fo1m of 

Women in Apprenticeship Project sponsorship does indeed represent a 

divergence from traditional DAT function, yet it does not extend to 

the referral and placement process, as specified in the LEAP goals. 

Age Limitations 

The exfra~legal status of apprenticeship with respect to age 
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iimitations placed on prospective apprentices in itself defines the 

'apprenticeship ·system as a barrier to females applying. The median 

age of the females who became apprentices from 1970-72 was 31. 

Therefore, the project experience has been that many of those females 

who have sought apprenticeship training are over the age limits set 

by the higher paid trades, particularly those in the construction 

industry. Carpentry, with the most liberal upper limit, for example, 

. has a maxlllD.llll cut off age for apprenticeship applicants of 27. During 

the·project, the only female accepted by a Joint Apprenticeship Com

mittee (JAC) for carpentry was ·31 when she _applied, and an exception 

to the rule was made. 

Another female with previous work experience in drafting was 

denied an opportunity to apply for a drafting apprenticeship with a 

prominant machine tool making finn because • she was in her mid 40 's. 
I 

The training director (also in his mid 40's) refused to consider an 

ap~renticeship for anyone over 35 even though he expressed specific 

willingness to ·hire a female. The· two -DAT field representatives who 

made the recmmnendations did not have the force of law behind them, 

and, facing certain rejection, the female did not choose to apply. 

The project has publicized the injustices of the age limita-

tions , as well as the inconsistencies in priorities Wl.thin the De

parbnent of Industry·, Labor and Human Relations and the Federal De

partment of Labor -- both of which theoretically encourage the entrance 
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of women into apprenticeship programs -- yet, both j1,15tify the excep

tion of apprentice~hip .to age discrimination laws because apprentice.

ship implies an educational training program. 

Internal Changes 

In response to project awareness campaigns, symbolic changes 

have occured in the DAT, such as changing the male-only references 

in job codes and in employment literature, as well as abandoning 

the motto, ''Today's Apprentices: Torrunorrow's Key Men," in favor of 

''Wisconsin's Apprenticeship System: Geared to Progress." The Divi

sion itself is also moving toward more visible employment of females 

outside of the cle~ical domain on-a permanent basis. One female is 

employed as an apprentice field representative; another as a field 

representative and a third as a veteran's-specialist. To a great 

degree, the project director was able to raise the level of language 

and attitude conscio~sness among male Division staff members on the 

subject of sex stereotyping, but few of them claim to be ready to 

act as pr~motional agents, except as decreed by Division policy OT 

law. Currently the allocation of time does not rank ''promotion" of 

apprenticeship a high priority activity, nor is it wi~:tin the legal 

charge of the Division to perform outreach and placement functions. 

-One positive area of agency staff jurisdiction, however, is in the 

enforcement of federal and state equal opportunity in apprenticeship 
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Jaws. It is in that realm of authority that the project sought to 

insure the inclusion of women. 

State Plan for Equal Oppo~tunity in Apprenticeship 

The project director, backed by the project goals, served as 

a catalyst to the recognition of women in the design of the State 

Plan for Equal Opportunity in Apprenticeship adopted in 1972. With

in limitations of law, apprenticeship employers and joint apprentice

ship corrnnittees, made up of emp1oyers and union representatives, 

have been free to develop any selection procedure for apprentices 

which meets their specified needs and requirements. 

The Federal Equal Employment Act of 1972 which eliminates sex 

as a determining factor for employment is also central in the state 

mininrum compliance expectations. In addition, Revised Order #4, 

applying to employers who hold federal contracts, states that the 

employer nrust demonstrate the active recruitment and employment of 

minorities. Specifically, where apprenticeship employment by the 

government contractor is practiced, Federal Title 29, Part 30 as it 

is incorporated into the State Plan for Equal Opportunity in Appren

ticeship in Wisconsin does further specify that the active recruit

ment of minorities and women is required by employers of five or 

more apprentices. The Wisconsin provisions mandating explicit af

firmative action for women and minorities alter the passive, non-
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discrimination impli~ations of Federal Title 29, Part 30. 

The project efforts to have even stronger measures on behalf 

of women in the State Plan for Equal Opportunity in Apprenticeship 

have not been adopted, ·in that the employer goals and timetables 

for compliance in the actual hiring of minorities do not specify 

women. A blanket pledge of intent (all too often signed after a 

training agreement is reached) stands as the strongest enforceable 

measure on behalf of women in·the State Plan for Equal Opportunity 

in Apprenticeship. Each bona fide apprenticeship employer signs 

the following statement: 

This firm will recruit, select, employ and train ap
prentices during their apprenticeship without discrim
ination because-of race, color, religion, national 
origin or s?x· 

This firm will take affirmative action to provide equal 
opportunity in apprenticeship program (s) as required 
under Title 29 of the Code of Federal Regulations, Part 
30 and the equal employment regulations of the State of 
Wisconsin. 

The Wisconsin Apprenticeship Administration emphasizes the sig

nificance of the pledge, since .no other state apprenticeship plan 

does explicitly prohibit discrimination because of sex. Enforcement 

of the regulation since April, 1972, has resulted in no direct place

ment of women. The documented, fruitless attempts at recruitment 

of female applicants in Wisconsin by major industrial employers as 

they seek to comply with existing regulations highlights the need for 

women to take advantage of a favorable hiring situation, especially 
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where government contracts obtain. 

But the project cannot logically thrust the burden for their 

·apparent non-availability on women alone. Concerted social, edu

cational and occupationally oriented outreach measures are called 
I . 

for to insure a.) that women will have access to knowledge about 

apprenticeshtp opportunities and b.) that they have the necessary 

application and pre-apprenticeship skills. 

Further, the project emphasizes that a.) the Wisconsin ap

prenticeship pledge should not be viewed as an after the fact for

mality, but should be rigorously enforced by the Division of Appren

ticeship and Training, and b.) that goals and timetables for employ

ment of women should become a part of the existing Wisconsin State 

Plan for Equal P.mployment Opportunity in Apprenticeship. 

[No page 56] 
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LABOR UNIONS INFORMED 

Apprenticeship has been subject to both industry and organ

ized labor influence with apprenticeship application and training 

often being included in the tenns of union bargaining agreements. 

In the industrial trades, where a union exists, "in-plant only" post

ing of training opportunities is conman, a practice which automatic

ally excludes women from application simply.because they lack access 

to the job posting .. A clear case of access discrimination (not neces

sarily related to the union bargaining agreement) existed in a fac

tory employing women where the apprenticeship openings were routinely 

placed in the men's washroom. 

Labor contracts also routinely specify that union members are 

to be given first choice for training positions, with seniority rights 

being a distinct advantage. In addition, some paper 1111.lls in the target 

area have height requirements and designate physically demanding ''bull 

work" as the first job assigned a new employee. 'The injustice of such 

a practice is dramatized in the case of the instnnnent repair appren

ticeship positions which demand no significant strength, but are re

cruited from among those employees who have survived the hazing of 

lifting ari.d.hammering into shape heavy and unwieldy cartons. 

AFL-CIO Women's Conference 

As such practices and their ~ffects on women became evident, 
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the project turned directly to lllli?n women and men, urging remedial 

actions. ·The target area survey recommendations to turn over to 

women alrea~y employed in: industry the responsibility for their own 

advancement to equal opportunity through apprenticeship training 

was reiterated when the project offered concerted support to union 

women as they organized a women's coalition within the AFL-CIO. 

The first state AFL-CIO Women's· Conference in 1970 emphasized 

the challenges to the union membership in promoting the apprenticeship 

training of feinales. The Women in Apprenticeship Project sponsor was 

a featured speaker, delineating steps to be taken by interested females. 

Concrete re?ults of constant project corrnnunication and publicity among 

union women in tenns. of increased ntu11.bers of females apprenticed do 

not yet exist. What does exist is an expressed formalized receptive 

attitude among male and female union leadership for the active recruit

ment of female apprentices. The height and rigorous physical work 

prerequisites are gradually being challenged and eliminated bY. both 

male and femaie union members. Since the inception of the Women ·in 

Appren~iceship Project, the St-ate Council of AFL-CIO unions has con

sistently supported the general policies leading to improved employ

ment conditions for females -- equal pay for equal work; maternity 

leave directives; and the National Equal Rights Amendment. .And the 

AFL-CIO Women's Organization will again focus on apprenticeship pos

sibilities and strategies for action at its 1973 autumn conference. 
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The female leaders within the Wisconsin United Steel Workers 

and Conmrunication Workers of .America unions are spokeswomen of record 

who see their roles as motivating women already in plants to move 

into trainee positions, as. well as to bargain for management train-

ing which will sensitize those in supervisory positions, including 

journeypersons, to accept and provide support for those females who 

do take on apprenticeship training. The existence of the apprentice

ship project has given the DAT and the University of Wiscons:µi Exten

sion access to union conferences and strategy sessions for the expressed 

purpose of promotion of the donnant .concept that women have economic 

and personal rewards to gain from skilled trade training. 

Some Progress 

By 1973 the union bargaining agreements which at the beginning 

of the project had limited the apprenticeship training announcement 

to in-plant posting·had changed enough so that in at least two exam

ples, women who fonnerly would not have had access to the apprentice

ship posting were able to compete equally for training positions. 

In an automotive parts plant, the job posting which had not 

been viewed by women workers previously was shifted tG a central lo

cation at the directive of the DAT field representative. A 23 year 

old female machine sweeper who saw the posting successfully applied 

59 



742 

for a tool-~ie making apprenticeship and subsequently raised her 

salary from $3.00 to $4.30 an hour, to be increased to $6-7/hr. during 

the course of training. 

In the target area specifically, a metal products company with 

all male employees in the shop felt pressure to avoid an EEOC suit 

and ·was compelled, with tmion blessings, to waive its in-plant posting 

procedures to recruit a female engraving apprentice from the open labor 

market. The direct impact of the project on such actions is felt only 

through the greater force of federal affirmative action regulations 

and enforcement. Concerted efforts in. the future toward maximizing 

opporttmities for advancement of females in the labor market via ap

prenticeship must be backed by the force of laws which can override 

any accomodations, such as honoring age limits and in-plant posting 

procedures, whichstate apprenticeship law has previously made. 

Project recommendations for necessary future data gathering: 

1.) An analysis of a large ntnnber of labor contracts and plant 

rules for overt instances of sex discrimination and clauses 

specifically prohibiting sex discrimination. 

2.) A review of federal and state equal rights case files on 

sex discrimination. 

3.) A questionnaire administered to labor and management repre

sentatives in selected plants to detennine patterns of con

tract administration and possible sex discriminatibn in 
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company procedures. The questionnaire should be sup-· 

plemented by an in-depth interview concerning attitudes 

toward sex discrimination and any means used by union 

or management to eliminate it. 

4.) A comparison·of practices in plants covered by Revised 

Order 4 and those not, to determine possible differences 

in patterns and practices in non-unionized plants. 

The findings from such studies would ideally be conmnmicated to 

employer groups and unions via labor-management teams sponsored by the 

United States Department of Labor. 

[No page 62] 
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1HE PUBLIC Sa-IOOL SYSTEM 

Inadequacy of Vocational Materials 

The widest opportunity to reach potential ·apprenticeship ap

plicants was found within the public school system. However, the 

curriculum tracking pattern5 which have reinforced and perpetuated 

the mother-homemaker and secondary financial responsibility of females 

appeared to be at their most restrictive in 1970. The project direc-

tor discovered that a recently developed (1970) vocational counseling 

tool, Vocational Information on Education and Work - VIEW (known in 

Wisconsin as Wisconsin Instant Information System for Students and 

counselors - WISC), was blatantly sexist in categorizing jobs as open 

only to males, females or occasionally both. lvbst technical, industrial 

trades such as welder, tool and die maker·, plumber, carpenter or elec

trician were indicated on the face of each information card as being 

open only to men, while detailed microfilm descriptions of the occupa

tions and training processes assumed a male participant. The Governor's 

Connnissiort on the Status of Women, with the gu~dance of the Women in 

Apprenticeship Project co-ordinator made formal protest of this viola

tion of the sp'irit of the Equal Opportunity Law to th" State Department 

of Public Instruction. The response acknowledging the deficiency was 

immediate. Further investigation of the cards revealed that apprentice

ship as an avenue fqr training had been omitted from the system. 

63 



745 

Two changes in the WISC system were in process by 1972, one to 

eliminate sex designations in job descriptions and the second to alert 

students to apprenticeable bpportlillities where applicable. Such visual 

career infonnation is used in an estimated 40 states, with each state 

developing its own job definitions and descriptions. In Wisconsin the 

cards are the major source of career infonnation for 90% of the state's 

high schools. It is likely that most states have not yet removed the 

sexist references, and it would seem timely that each should review the 

contents of such literature. The individual charged with instituting 

the changes in Wisconsin, on being interviewed, connnented, "Our two year 

connnitment to change the tenninology of the WISC system started with 

questions raised by the-Women in Apprenticeship Project." 

The project's attempt to challenge set cultural mores reflected 

in the public school curriculum offerings included developing and dis

tributing a career newsletter focusing on non-traditional career choices 

women have made, .and inviting further inquiry. Useful, widely distribu

ted publications from the Women's Bureau were pamphlets /152, Why Not 

Become An Apprentice? and /154, Changing Patterns_ in Women's Lives. The 

infonnation vacuum further-prompted the project director to prepare a 

brochure, How to Become an Apprentice,13 and How Abc'-tt Women?14 One 

of the state's prominent newspapers, the ~lilwaukee Sentinel, published 

13 . 
_14 See Appendix D: How to Become an Apprentice. 

See Appendix E: How Aoout Women? 
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a series of articles, "Women in Apprenticeship," highiighting the per.:.· 

sonal experiences of women who entered apprenticeship tra~ning: "A 

formal pamphlet, Earning and Learnin&.:_ Wisconsin Women in Apprentice-· 

ship, containing brief, journalistic -vignettes is being reproduced for 

distribution to all. high schools in the state, thus providing y9tmg 

women with apprenticeship success stories replete with psychological 

satisfaction and fulfillment -- realistic and appealing enough to·em-
1:S

ulate. 

Beyond investigating the vocational guidance sources .used through

out the state, the two project staff members regularly visited public 

high sc;llools, seeking to motivate yotmg women through presenting the 

facts vs. the myths of women's changing role in society. It was during 

such sessions that the 'project film, Never Underestimate the Power of~ 

Woman, and raw economic statistics frequently met with flat, tminterested 

responses from most teenage girls. Their resistance to counter what they 

perceived to be society's expectations seemed to have been cultivated and 

reinforced to an :impenetrable degree by the time they were seniors. Guid

ance counselors had virtµally no printed material which would have led 

them to propose that girls seek careers in the trades. .Girls had not 

had the same exposure to the industrial arts in jtmior high or middle 

school as boys who routinely were required to take them, and who without 

question would take them again in high school. 

15 See Appendix F: Earning and Learning: Wisconsin Women in Apprentice
ship Excerpts. 
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The Department of Public Instruction. has released the follow

ing statistics, reflecting greater state and federal financial sup

port for vocational training and indicating the degree of participa

tion of female students. General technical, industrial enrollments 

of young women in 103 high schools in the state have increased six,

fold during the life of the project, compared with an also dramatic 

threefold increase of male enrollments. However, the continuing dis

parities between male and female enrollments are still dramatic when 

the participation is-compared by percentages: in 1973; 98.5 %of the 

enrollees are males; 1.5%, females. 
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Table 5 
* Wisconsin Trade and Industrial Education Enrollment -- Grades 9-12 

1969-70 

Male Female 

Drafting 1060 (98.1%) 20 (1.9%) 

Electricity 692 (99.9%) 1 (0.1%) 

Graphics 746 (98.0%) 15 (2.0%) 

Woods 914 (99.1%) 8 (0.9%) 

Metals· 2166 (99.6%) 8 (0.4%) 

Power Mechanics 1932 (99 .6%) 7 (0.4%) 

Aviation 15 (100.0%) D (0.0%) 

Total 7525' (99. 2%) 59 (0.8%) 

1972--73 

Male Female 

Drafting '2415 (95.9%) 102 (4.1%) 

Electricity 2377 (99.8%) 5 ,(0.2%) 

Graphics 3075 (96.1%) 125 (3.9%) 

Woods 4089 (98.4%) 68 (1.6%) 

Metals 6948 (99.4%) 42 (0.6%) 

Power Mechanics 4870 (99 .5%) 23 (0.5%) 

Aviation so (92.6%) 4 (7.4%) 

Total 369 (1.5%) 
23,754 (98.5%) 

Q 

* 103 of 429 Wisconsin high schools 
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Breaking the Boy's Tech Barrier 

The project ident.ified a major anachronism in the public schools. 

where one entire high school was dedicated to providing technical train

ing for boys only_. The prestigious Milwaukee Boy's Technical High 

School in its total focus on male students -- in name, practice and in

tent -- excluding female participation, stood out as a glaring barrier 

to apprenticeship opportunities for young women in the state's most popu

lous urban area. A personal inquiry on behalf of pre-apprenticeship 

training for girls by the project yielded an institutional resistance 

defending the status quo because a.) there were no washrooms for girls; 

b.) faculty could not teach mixed groups effectively; and c.) the.boys' 
* motivation and learning abilities would suffer. 

Through alliance with a co-operative guidance counselor, the 

prpject recommended testing the resistance with a qualified 8th grade 

female applicant who was primarily interested in pre-plwnbing classes 

in mechanical.drawing and welding. The school held true to its name 

by refusing to send an application to a female. The young woman and 

her family, members of the Mexican American conmn.mity were readily 

discouraged and chose not to pursue the interest. However, women's 

groups, the National Organization of Women, AFL-CIO Women's Organiza

tion, the Governor's Commission on the Status of Women, the American 

Civil Liberties Union and a female counselor in the Milwaukee Spanish 

* Informal survey conducted by Milwaukee NOW chapter. 
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Center acted in behalf of other potential applicants and 0eir parents 

by filing a complaint with the Milwaukee School Board. The net effect 

of persistent demands in the face of obvious discrimination in a public 

facility was the "desexigration" and changing of the name of the school 

in September, 1972. Twelve young women·were enrolled in the first year, 

tal<ing advantage of the broad range _of technical classes available only 

at that school. The school·reports an anticipated 1~73-74 enrollment 

of 150 females. 

The Guidance Conmn.mity 

The project sponsors and staff believe they have gained a few 

connnitted allies among the state's guidance counselors, but their at

tempts at penetrating the fixed tracking assl.llIIptions of organized 

guidance counselors have been futile. Both state and national con

ferences (1970-1973) of organized guidance counselors have invited 

project speal<ers, yet have done little to promote interest or connnit

ment among participants. "Symptomatic" of complacency or malaise in 

the guidance conmnmity is the diagnosis of the project in observing 

the sparce attendance at guidance workshop sessions labeled, ''Women 

in Apprenticeship - A Way Out of the Job Ghetto." Social change with

in the public schools which would motivate females to prepare for 

changing economic roles must be supported and reinforced by the voca

tional guidance staffs. The options for females must be intentionally 
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expanded beyond the traditional alternatives of either a college pre

paratory curricultm1 or home economics-secretarial preparation which 

lock young women into roles not always reflecting their interests and 

aptitudes. and certainly not representing their best economic intere$ts. 

Project Suggestions 

The project has submitted re~onunendations to the effect: 

1.) That changes be made in the standardized WISC cards, 

eliminating any sex designations for occupations. The 

change, requiring concentrated Wisconsin Department of 

Public Instruction attention, has been macie. 

2.) That public schools post apprenticeship information for 

both boys and girls. This has been done to the degree 

that the project itself has been the source of the ma

terials. 

3.) That a femate be included among the all male guidance 

counseling staff of the State Department of Public In

struction. The Governor's Conunission on the Status of 

Women has undertaken a close study of the policies and 

practices of that staff. 

4.) That teachers and counselors be required to participate 

in htm1an relations courses, which would include facts on 

the damaging effect of sex stereotyping, as well as prac-
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tical .suggest~ons for building positive self images. 

Such a human relations course has been developed in Madi

son as a pilot program. .A state wide course offered by 

the University of Wisconsin Extension, "Sex Stereotyping 

in the Public Schools," was attended by 50 teachers in 

its first semester. 

5.) That promotion of apprenticeship to both boys and girls 

at the high school level be a high priority within the 

DAT. Because of budge~ restrictions, the allocation of 

staff time during the project has pennitted only token 

promotional efforts and_participation in annual "Career 

Day" conferences in the high schools . In the Green Bay 

area a university student doing an independent project on 

affirmative action is co-operating with the DAT field 

representative in leading a series cif workshops in the 

public schools to promote the greater tmderstanding of 

apprenticeship training possibilities among females, their 

teachers· and vocational cotmselors. The motivation of such 

a comnitted feminist is an ideal complement to the techni

cal apprenticeship knowledge represented by most DAT staff 

members. 

6.) That a project be conducted to train several open minded 

.young women who know (or will learn) something about the 
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real world of work; have them explore in further d~pth 

high school myths; give them ft.mds to d!3sign and com

plete a professional survey of what (1) students, girls 

and boys, (2) teachers, and (3) cotmselors do and do not 

know about labor market limitations and opporttmities. Use 

this infonnation to design a film and accompanying course 

curriculum (or a series of videotapes that can be widely 
.. 

used on educational television) that can accurately dispel 

high school myths, fill infonnation gaps, and portray at

tractive role-models for non-college botmd girls. 

7.) That a research and demonstration project be designed to 

place a researcher-observer in a cooperating school system 

to isolate, analyze and minimize factors and practices op

erating in elementary, jtmior high-and high school that 

adversely affect the breadth of girls' vocational horizons 

and reaiization that the majority will need to prepare both 

for marriage and an extended period of Pl:!-id employment. 

72 



16 

754 

WISCONSIN VOCATIONAL, TECHNICAL, ADULT EDUCATION SYSTEM 

The state Vocational, Technical and Adui t Education System 

(VTAE) , a ·sister agency in fulfilling apprenticeship regulations, has 

been a vital contact throughout the state. Although providing appren

ticeship related instruction is an obligation, and there is very little 

opportunity for that_ provision to be discriminatory, the VT./1.E also of

fers technical courses apart from apprenticeship, but which often are 

interpreted as being ''pre-apprenticeship" in nature. It is through 

participation in such courses that individuals gain a competitive ad

vantage over those having had no previous exposure to requisite trade 

skills. 

Vocational System Surveys: 1970 and 1973 Enrollments of Women 

A 1970 Women in .Apprenticeship survey among vocational schools 

showed a low rate of female involvement in technical training, in that 

women were enrolled in graphic arts, mechanical design, mechanical draf

ting and other technical course at a rate of one female to each 7 males 

(296 females -to 2,148 males). In 1973 an identical poll revealed an 

enrollment of females at an even more unfavorable rate of one to 13 (205 

females to 2,695 males), indicated in the following table, with i9 schools 

16represented in 1970 and 20 in 1973. 

See Appendix G: VTAE Survey. 
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Table 6 Vocational School Enrollment: Technical and· industrial classes 

1970 

Male Female 
* Graphic Arts 142 (74 .3%) 49 cz5·_ 7%) 

Mechanical Design 317 (96 .9%) 10 ( 3.1%) 

Mechanical ]?rafting 132 (89.8%) 15 (10.2%) 

All Other 1557 (87.5%) 222 (12.5%) 

Total 2148 (87 .9%) 296 (12 .1%) 

1973 

Male Female 

Graphic Arts 121 (89.0%) 15 (11.0%) 

Mechanical Design ' 284 (98.6%) 4 ( 1.4%) 

Mechanical Drafting 270 (96.1%) 11 ( 3.9%) 

All Other 2020 (92.0%) 175 ( 8.0%)-
Total 2695 (93.0%) 205 ( 7 .0%) 

* Percent in courses 
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There is some indication in both surveys that females did com

plete courses and became employed because they picked fields in which 

there was little social or traditional resistance -- primarily in the 

graphic arts. About 25% of the technical, industrial directors who 

responded to both surveys claimed that the main reason women were not 

enrolled in greater numbers .is that they are 1maware of technical and 

industrial opporttmities anci programs. Another 25% claimed that it is 

society's traditional view of females which discourages them from en

tering the technical and industrial fields even when they know about 

them. 

The relationship to successful apprenticeship application and 

enrollment following·vocational school training is not statistically 

clear where females have been involved. However, both the female car

penter and painter who have been accepted on Wisconsin construction 

Joint Apprenticeship Committee waiting lists in 1972 had had technical, 

preparatory courses at vocational schools before they applied for ap

prenticeships. Fifty-one percent of the females who became apprentices 

from 1970 to 1972 had some vocational school training beyond high school. 

According to Division of Apprenticeship and Training staff, males can 

claim some direct advantage to vocational courses as they have completed 

full time study and have later been accepted in apprenticeship programs, 

especially ih the machinist and printing trades. However, the Barocci 

Study of the drop-out apprentice in Wisconsin revealed that only 5% of 
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17
sample had vocational training before entering apprenticeship. The 

project maintains that for women who have not had the same practical, 

prerequisit~ exposure ~o the trades in high school as males, the pub

licly supported vocational system provides the fullest range of oppor

tunity for '.'co~ensatory" pre-apprenticeship trade skill training. 

Attitudes and Practices 

The state vocational system has responded variously to the pro

ject goals, since the regional autonomy among the 16 district_s allows 

_for overruling a state reconnnendation. The greatest resistance the 

project experienced was in securing related instruction for the newlyI • 
apprenticeable occupations such as day care teacher, for which full 

time. classroom training programs already existed in the vocational sys~ 

tern. 

The project methodology in eliciting the co-operation of vocation

al system staff members in the target area and state wide could have been 

enhanced had an ally who shared the Women in Apprenticeship Project goals 

been employed by the vocational administration. A cross-agency focus de

signed to meet individual institutional challenges could have eliminated 

much of the conflict brought to other organizations -..;1rough single handed 

project intervention. One individual in the Division of Apprenticeship 

and Training who was to expose obstacles in an attempt to eliminate them 

17 Barocc1,• p. 123. 
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could not function effectively when she was outside of the respective 

systems where problems existed. Rather then co-operate, a network of 

defenses was mounted·~ for instance, in the ·case of the vocational _sys

tem and the Department of Health and Social Services, when the Women 

in Apprenticeship team of two sought to expand training possibilities 

through apprenticeship in the day care and health occupations. 

In spite of project attempts to promote awareness of sex stereo

typing through seminars and personal interviews with VTAE staff, there 

remains a stagnant reinforcement of traditional social-economic and 

sex roles in the promotional literature of the technical schools. The 

language and visual images in the publications of the Vocational, Tech

nical and Adult Education system should be reviewed for obvious assump

tions about male only participation in the apprenticeship trades. At 

the. 1973 Wisconsin AFL-CIO Apprenticeship Conference, a speech-demon

stration showing the range of apprenticeship activities available through 

the vocational system, made no reference to the participation of females 

outside of cosmetology. It is currently standard practice to portray, 

for example, auto mechanics, carpenters, small appliance repair personnel 

as males, thus, by suggestion, inhibiting female inquiry. 
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WISCONSIN STAIB EMPLOYMENT SERVICE 

Aptitude Tests 

As part of the application procedure in the construction and 

industrial trades, aptitude tests based on existing employee responses 

are routinely arlininistered by the Wisconsin State Fmployment Service 

(WSES).. Theoretically, the tests do not measure specific knowledge, 

but both minorities and women ~ho have not had pre-apprenticeship study 

or experience might interpret the tests as being biased in language and 

content. Because the test batteries are standardized, employers or 

Joint Apprenticeship Connnittees who use them as a screening device are 

reluctant to see them as discriminatory in effect. The periodic valida

tion of such tests based on responses of representative employees is 

the responsibi_lity of the WSES. 

Because some minorities have had difficulty in passing the tests, 

the LEAP (Labor Education Advancement Program) outreach centers have 

acted as intensive preparatory agencies which concentrate on pre-appren

ticeship skills, including specific preparation for aptitude tests. 

Women, as mentioned earlier, are not recruited by such outreach agen

cies, even though in many cases they experience the Sd.ffie deficiencies 

at the entry level as do minority males. The project did not attempt 

to alter the emphasis on, or use of the aptitude ·tests, but rather has 

focused on increasing job awareness and preparation in the high schools, 

79 



760 

and has, with little impact, insisted on the inclusion of females in 

the existing employment outreach_programs. 

Job Referrals 

Another primary function of WSES is job referral, or matching 

applicants to suitable openings. Apprenticeship, becaus~ it implies 

that a training element is included, has not in the past been included 

among the possible options which a cotmSelor could offer a client. 

The.recorded placement quota sy~tern, including the reporting forms of 

WSES, do not acknowledge a category for the apprenticeship referral. 

Therefore, the counselor and agency receive no "credit" for apprentice

ship placement. The project _diagnosed the need for publicity and pol

icy changes within this major conduit for the unemployed, so that women 

in the job market might routinely be infonned of the apprenticeship 

trades. The project co-ordinator observed that females were being 

channeled by the employment service to the notoriously low paid jobs 

as waitress, clerical help or household employment. Occupations were 

classified into employers requests for ''men's work" and ''women's work," 

limiting inquiries by non-professional females to a narrow range of· 

possibilities. 

An immediate reconunendation, which was fulfilled in 19"?1, was 

that a specialist in women's employment be hired to carry the staff 

development functions with respect to the employment needs and poten-
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tials of females to each regional office of WSES. Also, in an attempt 

to bridge the gap between agencies, the project representatives in 

Madison and Appleton made concerted efforts to build contacts and to 

establish harmony between DAT field staff and WSES district offices. 

A resulting focal point of co-operation throughout the state has been. 

in the preparation of MDTA-JOPS contracts, for which WSES determines 

the eligibility status of trainees for program ftmds. Also, official 

Department of Industry, Labor and Human Relations policy having recent

ly (January,. 1973) eliminated sex designations in job titles, WSES no 

longer accepts job requests classified according to sex. Representative 

changes include: 

Countergirl to counter helper 

'IV .repairman to 'IV repairperson 

Job Counselors 

With its major role as an employment placement agency, the com

mitment of WSES to nondiscrimination practices toward females is essen

tial. The Women's Specialist position which was created in 1971 no 

longer exists, although a Women's Affirmative Action officer position 

in the State Department.of Personnel oversees the sta~e•s commitment 

to affirmative action for women. In addition, a women's employment 

advocate position within the Bureau of Corrnnunity Services, Equal Rights 

Division of the Department of Industry, Labor and Human Relations pro-
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vides the state with a pennanent public infonnation source for appren

ticeship detail~, among other equal employment subjects of crucial 

interest tc women. The employment agency has also designated a staff 

position in each of its district offices to conc~ntrate on apprentice

ship infomation and referrals. 

The Women in Apprenticeship Project contributed to exposing the 

WSES deficiencies in apprenticeship infonnation and specifically the 

women's employment through apprenticeship inforniation. Although nom

inal adjustments are recognized, the attitudinal changes among employ

ment coimselors, which in turn could accelerate social change 

leading to freer job selection for women are gradually surfacing ·in 

some regional offices.. Such attitudes, although difficult to measure, 

will change even less rapidly without legal and social pressures brought 

to bear by individual and organized females in their own behalf. 

WSES Future 

There continues to be a need for an independent, systematic 

review of employment service office and program procedure which could 

result in accelerated changes necessary for delivery of services to 

clients with as little built-in bureaucratic sex bia~ as possible. Some 

questions which remain to be answered are: 1.) How nruch and in what 

ways do services to employers and requirements of WSES staff to show 

quantity of placements, affect quality, non-stereotyped service to women 
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applicants? 2.) What transferable technique, and training materials 

could be inexpensively developed for WSES interviewing counselors, 

employment relations and administrative staff that could educate them 

to the changing pattern in women's lives and participation in the 

work forcey Resulting reconnnendations and informatio~l training 

kits could be utilized nationwide after the project's completion. 

83 [No page 84] 



764 

WORK INCENTIVE PROGRAM 

The Wisconsin Work Incentive Program, administered variously 

as a unit within the Pmployment Service or as a counseling-.employment 

placement service for Afd to Dependent Children welfare recipients, in 

goals and theory, has a complementary role to the Women in Apprentice

ship Project. The advantages of WIN collaboration in the project goals 

are: a.) the specific placement function of WIN permits "job develop

ment" (which is not the apprenticeship agency's l~gal charge); b.) WIN 

programs are generally staffed to provide comprehensiv:e sci'cial services 

as well as close personal guidance to an enrollee; and c.) the WIN 

program is able to offer tax credits and financiai aid as incentives 

to prospective employers of enrollees. 

Signs of Co-operation 

The project staff members have shared apprenticeship informa

tion -- brochures, film and leads on employment and training oppor

tunities with the WIN staff, particularly in the target area and in 

Madison. The WIN staff in the Fox River Valley made over 25 employ

ment-training referrals to women resulting in apprenticeship place

ments. Given the natural relationship to the WIN proiram goals, the 

Wisconsin Women in Apprenticeship Project anticipated even greater 

mutual efforts than occurred in practice. WIN has be.en restricted 
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in its administrative regulations demanding statistics which show . 
. 

on-the-job employment placement; apprenticeship as a specific cate-

gory of employment training does not appear in the statistics. Also, 

since July, 1972, 1'1:IN has had a defined priority of placing unwed. 
fathers who are AFDC recipients, thereby de-emphasizing the services 

to female heads of families. 

Although the WIN offices in Madison and Appleton have been gen

erally responsive to project suggestions and make frequent use of pro

ject literature and th!:l film, Never Underestimate the Power of~ Woman, 

their staff turnover has weakened the continuity in operations. Where 

WIN placements have included apprenticeable occupations, the project 

regrets the absence of inquiry into potential apprenticeship programs. 

For example, an individual who might have been placed as a carpenter's 

helper, could have been.groomed to become a carpenter apprenticeship 

applicant. The July, 1972 Talmadge Amendments affecting WIN Program 

activities make such pre-apprenticeship preparation even more difficult, 

since WIN records must show monthly on-the-job training placements for 

1/3 of its enrollees. 

Toward Mutual Efforts 

As the fonnal Women in .Apprenticeship Project terminates, Wis

consin WIN and Division of .Apprenticeship and Training administrators 

are designing a plan to allow for staff exchanges among counselors and 
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field.representatives to specifically elinrlnate occupational stereo

typing by sex in either agency. The project reconnnends that a com- • 

rrnmication process be established between WIN and DAT offices through-· 

out. the state, whereby basic information could be exchanged monthly, 

with a mutual emphasis on the prospective apprenticeship placement of 

enrollees, whether male or female. It is inconceivable that should a 

proposed, female apprenticeship outreach project be created, that it 

be undertaken without close WIN Program collaboration in referring in

terested females. 
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EMPLOYERS NEED INCENTIVES 

Again challenging the basic provisions of apprenticeship, the 

Barocci study of the drop-out, as well as the more general Farber 

Report and Purdue Studies, cite the continual cost to employers as 
8 a major deficiency of present apprenticeship practice~ A conservative 

estimate of the cost to an employer of training an apprentice in Wis

consin in the first year is $3,350, taking into accollllt the salary 

paid while the apprentice is in class and the supervisory or journey-

* person time invested in the apprentice. It is clear that the appren-

ticeship employer asswnes a good deal of risk, especially since the 

general drop-out rate of 50% represents a comparable 50% loss of the 

training cost to the employer. 

The project interpreted its goals as being enhanced if appren

ticeship employers .could be motivated in a practical, financial way 

through a subsidy or tax credit. And lacking such incentive funds, 

the existence of Manpower Development and Training Fllllds (JOPS Options 

training program) was a carrot that the project quickly identified as 

being useful in the promotion of minority females. Even with its res

trictions that at least half of the employee participants qualify llllder 

the federal criteria for be~g disadvantaged, the percentage of female 

trainees covered by Wisconsin JOPS contracts has increased from 10% in 

1970 to 40% in 1973. Especially in the development of the two new ap-

18 • 25Barocci, p. 3 

Estimated at 1972 average apprenticeship wages. 
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prenticeship programs, the JOPS funds have been a vital motivating 

factor, averaging payments to employers of $800.00 per apprentice. 

Forty-six_percent of those employers who had hired female ap

prentices during the life of the project received supportive ftm.ds 

through the MDTA/JOPS sources. Twenty-seven percent of the employers 

of female apprentices said that the availability of such.ftm.ds was 

the direct enabling factor in their commitment to provide apprentice

ship training. The project must necessarily emphasi~e the crucial 

need, where other incentives for employers to train. females are lacking, 

for the continuation of the JOPS contract opportunity. 

Gtv:en the ongoing expense of training, however, the Division of 

Apprenticeship and Training and the project collaborated in providing 

infonnation to the State Legislature in support of tax credits for ap-

prenticeship employers. The 1971 proposed" legislation, which would_ _ 

have provided an income tax credit of $80.00 per month of approved ap

prenticeship training provided to the handicapped, minorities or women, 

failed to be introduced in the Wisconsin Legislature, and was also re

jected at the Congressional Committee level. It has. been demonstrated 

that some measure of training subsidy, whether in the form of JOPS mon-. . 
ies or tax credits, serves as an incentive to hesitan~, cost conscious 

employers to assume an increased utilization of skilled females, trained 

thrpugh apprenticeship. The project recommends continued efforts to 

gain additional sources of.financial support for apprenticeship employers. 
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VETERANS' PREFERRED STAWS 

The Viet Nam Era veterans, following publicity and special 

accornodations by the Veteran.'s Administration, became an unwitting 

obstacle to the acceptance of females in apprenticeship training 

positions. An analysis of th~ rationale for the existence of train

ing benefits, including some JAC's awarding veteran's 'preference 

points" in _competition for apprenticeship positions and routinely 

providing veterans with maximum age waivers, is not warranted at this 

juncture in the pr-0ject. However, the priorities set by government 

agencies and employers for the rapid reassimilation of veterans into 

the economy has, in documented instances, meant that higher paying 

apprenticeable positions are labeled "veterans only;" or that in com

petition for a single apprenticeship opening, a veteran talces easy 

preference over a non-veteran or female. It is true that such accorno

dations exist equally for female veterans, but their relatively insig

nificant percentage (2%) in society obviously translates into few, if 

any, apprenticeship applicants. 

The project viewed its realistic intervention as suggesting 

the need for extending apprenticeship training benefits to the widows 

and wives of veterans, hoping thereby to motivate another group of 

women to participate in apprenticeship. Again, the project served as 

an infonnational source for the Governor's Corrunission on the Status 
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of Women which made the specific reconmendation to Congress that the 

training benefits provided to veterans also accr:ue to widows and 

wives of deceased·or disabled veterans. The Conmission has also 

consistently publicized the decreased opportunities for females when 

veterans or any group in society are singled out for special employ

J!lent consideration. 

The 1972 Veteran's Readjustment Assistance Act does provide 

for equal apprenticeship training benefits for wives and widows of 

veterans. However, it is too soon to note an observable relationship 

between that act and increased numbers of female apprentices in Wis

consin. There are no female veterans who have become apprentices, al

though a few participated in on-the-job training programs supervised 

by the Division of Apprenticeship and Training to become nurses' aides, 

and one to become a telephone company central office repairwoman. 
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DECLINE IN 10TAL ECONOMY - INCREASE IN PROJECT SCOPE 

A pervasive, mforeseen barrier which affected the total pro

ject goals, activities and conclusions was the declining economy, 

which from 1970-1972 was at such a low level that apprenticeship 

enrollments dropped by 10% .-- from 8,781 to 7,885 during 1970. By 

1972, the decline was 15.4% of the 1970 enrollment. The grim ap

prenticeship market statistics contributed to an early project frus

tration with having little power to control or alter major economic 

:impediments while attempting to meet project goals. In the first 

year of the project, the construction industry alone reported a de

cline of 18%, including massive lay-offs which found skilled journey

persons sharing the bench with a few patient apprentices. In the 

targ7t area specifically, some apprenticeship waiting lists had as 

many as 100 individuals not yet placed. While the total state econ

omy was stagnant or declining, the graphic arts showed a consistent 

demand for services and a slight (4%) growth in use of apprenticeship. 

The project responded to the mfavorable hiring conditions with 

a realistic reordering of priorities and with a concentration of 

effort designed to yield some visible results. One tack was to ease 

up on goals for immediate employment of women in the less promising 

employment areas and to seek to·upgrade, via apprenticeship, women in 

occupations where they were already employed, as described in Chapter 5. 
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Furthennore, the total advocacy of improved conditions to en

hance the full utilization of female employees justifiably became 

a project priority. In.many industrial plants, women had been limit

ed in accruing job benefits, -such as insurance coverage or seniority 

rights because of forced maternity retirement. The presumption of 

short range employability of women of child bearing age had elimi

nated them from being considered a£ apprentices. Working hand-in-

hand with the Governor's Commission on the S~atus of Women, the pro

ject drafted a maternity leave resolution urging that pregnancy 

related absences, including childbirth, be interpreted as any other 

temporary disability and therefore have disability payments and job 

reinstatement guaranteed. The Department of Industry, Labor and Htnnan 

Relanions acted positively on the resolution in 1972 making it a part 

of the administration rules governing the State Fair Employment Prac

tices Act. 

The policy now has the effect of a departmental regulation, 

making a definite separation between ''maternity leave" and "leave 

for child-rearing purposes." Wisconsin thus became the first state 

·in the country to recognize maternity leave as a temporary disability 

of a medical nature, to be treated by emp~oyers as aLi other tempor

ary disability. A formal Maternity Leave Project proposal was de

signed by the Women in Apprenticeship staff to investigate the im

pact on employed women and the actual financial implications to em-
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players of enforcement of the policy. Funded in 1972 by the Man

power Administration, and conducted 1.Illder the direction of tl?-e 

former Women in Apprenticeship project director; the study will 

conclude in March, 1974, 

Other _spin off projects conceived through the direct exper-

ience of the project director in promoting Women in Apprenticeship 

goals have been: a.) the systematized reevaluation of the skill 

complexity codes for female. associated occupations in the Dictionary 

of Occupational Titles (1971-1972) and an Intergovernmental Per

sonnel Act sponsored study to analyze the 1.Illderut~lization.and career· 

patterns of women in the Wisconsin State Civil Service. Both studies 

share the premise of the apprenticeship project that the economic 

contribution and skills of women have been 1.Illacknowledged -- 1.Illderrated 

and 1.Illderpaid. 

While broadening the activities of the apprenticeship project 

to lay the grol.Illdwork for other studies, it was important to recog

nize that when aiming for equal apprenticeship openings and comple

tions, that "equality ·between the sexes cannot be achieved by pro

clamation or decree, but only through a multitude of concrete steps, 

each of which may seem insignificant by itself, but al~ of which add 

up to the social blueprint for attaining the g~neral goal." 19 While 

the project assumed a broader attack on the general employment pie-

19 . .
Allee S. Rossi, ''Equality Between the Sexes: An Innnodest Proposal," 
p. 646. 
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ture for females, it gained a vitality which carried it beyond the 

apprenticeship domain, ye_t at the same time- allowed it to affect 

apprenticeship issues. 
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CHAPTER 4. INTERNAL BARRIERS: PROJECT IMPRESSIONS OF 1HE .AMERICAN GIRL 

''But no women ever apply," 1s the most n~arly tmiyersal ex

planation for the absence of women in apprenticeship offered by 

empioyers, tmions, and the Division of Apprenticeship and Training 

staff. While systematically exploring and exposing the institutional 

resistances to apprenticeship opportunities for women in the educa

tional and employment systems, the project co-ordinator turned to 

the psychological barriers presented by women themselves, and st.nn
20

marized their state of mind while in high schooi. 

The Problem 

"At the bottom of the whole question of the employ
ment of women, we should always come upon their 
inefficiency through want of education. Until we 
can get technical training for women equal to the 
apprenticeship that boys get, we shall be defeated. 
The women's want of training is so generally called 
incapacity." 

So wrote Josephine Butler in her pamphlet, "Education and the Employ

ment of Women," 1875. The ready, superficial answer of today would 

be that girls do receive an education that is almost identical to that 

of boys; that in many schools, they can opt for th~ technical training 

20 
Norma Briggs, Excerpt from Women in .Apprenticeship Quarterly 
Report, December, 1971. 
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shop courses,_and if. they do not, it is a choice of their own 

making.. Such a response, however, ignores the fact that most of 

a child's school educ~tion is basic and general, and not of a tech~ 

nicai nature directly relevant to the world of work and that though 

the general curricultDII may, on paper, appear deceptively similar for 

boys and for girls, the emotional, attitudinal and expectational 

framework within which it is given is ftmdamentally dissimilar. 

Harriet Taylor Mili, in her essay on the erifranchisement of 

women, says, "We deny the ·right of any portion of the species to 

decide for another portion what is and what is not their proper 

sphere. The proper shpere for all htDllan beings is the largest and 

highest.which they are able to attain to. What this is cannot be 

ascertained, without complete liberty of choice .." Though we pay 

lip service to complete liberty of choice, it is evident that we do 

not, in fact, offer it. The growing girl learns through the media, 

family and peer expectations, school textbooks and procedures .as to 

what is her proper sphere. 

The Girls We Met 

The ideal all-American girl is groomed to equate fulfillment 

with a happy marriage. The ideal marriage produces children. The 

girl sees from her textbooks that· the ideal mother stays at home. 

If her own mother has paid employment, it is a cirCtD11Stance of 

necessity, a compromise or failure in the older generation to be 
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viewed as a falling away from the ideal in much the same manner as 

a divorce :in -the family. A wholesome girl starting out in life does 

not plan seriously for extended paid employment any more than she 

plans on a divorce. 

Many non-college bomd girls sit through project discussions 

on vocational choice in what they obviously hope are languorously 

sophisticated positions, stroking their hair or their light-colored, 

conspicuously consumable garments, trying hard, it seems, to appear 

as much like the beautiful people they see in advertisements as is 

possible. From conversations with them, one gathers that there is 

group pressure not to show enthusiasm or interest in-either their 

current academic studies or their choice of work, once they leave 

school. If they nrust work, it will only be for a short while until 

they marry Mr. Right, so between now and then they will do something 

that has glamor. Jobs with glamor are those in the entertainment 

world, cosmetologist, possibly that of nurse, and being an executive 

secretary to some distant high-powered male figure. 

A number of intelligent young women chafing in low-level 

clerical positions remember, with anger, that when they were in 

school, there seemed only two options open to them: college track 

or business. They chose business because their families could not 

afford college fees or because they were planning marriage. Business 

for girls seems t<? consist of typing and more typing, shorthand and 

more shorthand. It includes, also, such subjects as grooming, how 
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to pea good secretary, bookkeeping and even how to supervise other 

office girls. It does not include the kind of courses which are 

considered appropriate for-yotmg men entering business as a career, 

such·as administration and management. Technical and shop courses 

were offered in their schools, but they described them as being 

generally considered to be the preserve of boys, and any girl who 

entered them risked being considered et.centric and had to brave the 

smiles and snide remarks of her peers and teachers. Several have 

told of how they wanted to take teclu1ical courses and how they were 

discouraged or refused entry; many, now in their early twenties, feel 

they were led up the garden path; almost all say of the Women in 

Apprentic~ship Project, "Go to it. Somebody has to tell them." 

Some teachers, struggling with a bored and negative class of 

non-college botmd girls have eagerly sought help from project staff 

in widening their students' vocational horizons, some even joyfully 

anticipate the shock value of what we have to say. Student reactions 

are interesting; a few girls in each class are·obviously listening 

hard, and a few more seem to be digesting the information given, even 

though they pretend they are not affected. The majority are obviously 

astonished that apprenticeship could be suggested as a possible choice 

for women at all. They tend to deny that they personally will ever 

have to take seriously the·world of work, but what is most discon

certing is their firm belief that their legal right to equal oppor

ttmity In employment will not be protected. "If there is a job in 
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a gas station, you know the man will give it to a boy and not to 

one of us," and one session is not enough to sway them, even though 

we tell them of fair employment practice laws and the availability 

of the Equal Rights Division. 

How They View the Trades 

The majority of yol.lllg women have confused femininity with their 

idea of romance and glamor, and being at the age when they date and 

are looking for a husband, are particularly ill-equipped to give any 

kind of serious consideration to a very large proportion of the 

traditionally apprenticeable occupations. It is easier for a yol.lllg 

black man to defy tradition and see himself as becoming a skilled 

construction worker than for a yol.lllg woman of any race. Becoming a 

sheet metal worker or a carpenter in no way casts aspersions on either 

the male's blackness or his maleness; to enter either trade is still 

considered by many young women and many.blu~ collar workers to indi

cate that the woman is not truly feminine. Though a woman may not be 

less female because she does "man's work," she certainly incurs the 

risk of seeming less ladylike and less attractive and desirable, 

according to the stereotyped nonns. 

Being one of the first to cross the sex-barrier in employment 

takes the kind of courage with which not everyone - male or female -

is endowed. It is not simply a matter of finding out whether or 
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not you can do the job - being on trial in a highly visible and often 

publicized situation - but sometimes, as with the longshoregirl or 

a woman who enters a construction trade, it means being prepared to 

cope with an all-male work/social situation, where evolved customs, 

language and habJ.ts have been predicated on a single sex grouping and 

with the individual reactions (hostile, protective, derisive, ribald, 

gentlemanly, derogatory rare.ly neutral) of the men whose group has 

been "invaded." 

Various women have told us they would like to be a carpenter, 

cabinetmaker, painter-paperhanger, or electrician - - but they added· 

hastily, ·"not in. construction work." Most women are ignorant of what 

happens on a construction site, and most would haye trouble identify

ing the various construction trades, let alone describing their 

ftmctions. Construction sites, for good reasons of safety, are en

closed shielded areas which are entered only by those who have business 

there. The onlooker is kept at a distance and perceives little but 

generalized movement. Many young men who are recruited into the con

struction trades are, at the outset, scarcely more knowledgeable of 

the inner workings of construction than are most groups of ".lomen. It 

is a £air conjecture, at least, that ignorance is not the sole reason 

for women's reluctance to consider the idea of learning a trade on the 

construction site. The construction inc;[ustry is, at present, an all

male club or fraternity, initiating only men as new members; and the 
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barrier to women is not the difficult or dirty nature of some of the 

jobs, but the breaking of a taboo and • the treading onto a territory 

that is the preserve of its male initiates. The literature of the 

women's liberation movement often portrays the hardhatted construction 

worker, grinning and wolf-whistling at the passing girls, as the 

archetypical "sexist" -- but to the girl of eighteen, who l<nows no 

more of abstract feminism, perhaps, than she does of sheet metal work, 

the wolf whistle is not a symbol but a reality. 

Age and Information Gaps 

In most cases, because apprenticeship is exempt from age dis

crimination rules, girls pass beyond the normal apprentice applicant's 

age before they are psychologically prepared to cross the sex barrier 

in employment. The majority of the women who have been enthusiastic 

at the idea of becoming apprentice applicants in trades traditionally 

. filled by men have been in their 30's or college graduates in their 

late 20 's who have realized how little is available to them in the 

job market today with a liberal arts degree. Yet, construction trade 

Join} Apprenticeship Committees have set an upper age limit for appli

cants of 24-27. The 1970 survey in the Fox River Valley of industrial 

and service trade apprenticeship training establishments showed that 

almost 80% trained youths between the ages of 18 and 24. 

In recent years, colleges have acconnnodated to the changing 

patterns in women's lives and their need for education and employment 
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training after having children. .Apprenticeship trainers, on ~e 

other hand, tradition oriented, have yet to recognize that s'ignifi-, 

cant learning can occur beyond the age of 24 or 30. 

At the present time, the majority of women re-entering the work 

force after having children are automatically precluded from learning 

a skill through apprenticeship, though (if they have the money) they 

are welcome to learn through college and full time vocational school 

courses. At a time when this nation is so concerned about the rise 

in the number of AFDC mothers, and is passing iegis~ation propelling 

them into the labor market, it does not make sense to allow the con

tinuation of Ol.lt-moded rules that disqualify them from meaningful 

on-the-job apprenticeship opportunities. 

Females are .not only less likely than males to be told of 

apprenticeship when in school, to explore and practice skills lead

ing to apprenticeable trades (in shop courses), and to be steered 

to industries where apprenticeship is non-existent or a rarity, but 

almost all miss the one major direct apprenticeship infonnational 

and promotional mailing that a high proportion of yomig men receive 

in their early twenties. _Every yomig man leaving military service 

in Wisconsin -- just when he is wondering what he will settle on or 

train for -- is told about apprenticeship and on-the-job training 

agreements, and infonned that he is eligible for monthly educational 

benefits if he registers in an approved program, in addition to 

his trainee wages . The effect of this ir).centi ve in recruitmerit of 
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males to these programs is demonstrable: of the 7,560 total appren

tices (male and female) in Wisconsin, December, 1971, 2,043 were 

receiving veterans educational benefits. All but 10 of the 992 

registered on-the-job trainees for that month were veterans . .And, 

in mid-1973, one-half of the 7,600 registered apprentices are Viet 

Nam era veterans. 

There·i~ no easy answer to the resistance offered by society's 

pressures and by the female herself. Although the trends cited 

above are not totally reversed or neutralized in 1973, the numbers 

of female applicants for apprenticeship in the non-traditional fields 

during the last six months of the project (January-June, 1973) has 

accele,ated, (along with a generally favorable hiring economy) so 

that there are now pioneer·females in painting-decorating; plumbing; 

metal engraving; tool-die making; and knitter mechanic apprentice

ships .. As the oddity factor associated with.women in the trades 

diminishes, particularly in the attitudes of parents, teachers, and 

employers, we can reasonably expect that more young women will be 

prepared to ignore outdated stigmas and pursue apprenticeship voca

tional interests which previously have been outsi4e the sphere of 

social acceptance. 
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CHAPTER 5. NEW APPRENTICESHIPS IN DAY CARE AND IBE HEALTII OCCUPATIONS 

Criteria for New .Apprenticeships 

The decision to expand the project design to confer "apprentice

ability" on selected female dominated skilled occupations was a studied 

choice on the part of the Women in Apprenticeship staff and the DAT. In 

1970, with a dramatic decline in apprenticeship enrollment, an attempt 

by the project to inject a growth factor in the fonn of new programs was 

readily justified. Even more important to project goals, the question 

was posed as to whether establishing apprenticeships in "traditionally 

women's" occupations would more firmly link women and apprenticeship as 

acceptable and "normal" in the public mind. Hopefully, such an associa

tion would facilitate the eventual cros·sover of more women into apprentice

able occupations less familiar to them. 

A key consideration for the DAT in the expansion venture was in the 

selection of occupations where the pitfalls of earlier attempts, apart 

from the Women in Apprenticeship Project, at intrciducing the apprentice

ship system did not exist. For example, a conflict of interest with ap

prenticeship training is implied where a tmion might choose to prevent 

the influx of more workers via apprenticeship, or where professionals, hav

ing • invested time and money in their own training, protect the ''prestige" 

111 



787 

of their positions by excluding apprenticeship. The project had al

ready isolated inadequate child care fac~lities as a major obstacle 

to the wider integration of women into the work force. Therefore, the 

day care industry, providing a vital service to working women, and 

illeeting the criteria of not.having either an established professional 

organization or a labor union related to it, was chosen as an area of 

apprenticeship expansion. 

The health occupations -- homemaker home health aide, medical 

records technician, rehabilitation and X-ray technician -- although 

not totally free from interest groups, also presented realistic poten

tial for adopting apprenticeship training, where benefits accruing to 

women, both as workers and as constm1ers, complemented the project goals. 

The "upgrading" of these occupations, increasing the available training 

and consequently affecting increases in salary for trainees, were the 

reasonable expectations of the project. The underlying assumption that 

the apprenticeship system has been under-utilized in occupations where 

females dominate further motivated the project, with Division of Appren

ticeship and Training support, to engage in the day care and health oc

cupations ventures. 

Wisconsin's basic requirements for apprenticeship recognition 

are: a.) that the occupation have definable skills which can be trans

lated into a series of practical work processes to be mastered, and 

which are founded on a curricultm1 of related theoretical instruction, 
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and; b.) that those necessary skills must have industry wide accep

tance. It was easily ascertained through consultation with the day 

care licensing agency, the State Department of Health and Social Ser

vices, that, although there were several styles of early childhood 

programs being conducted in the state, enough connnon knowledge - both 

in theory and practice - existed in the day care industry to pennit 

collaboration on an apprenticeship training program. 

Backgrmmd 

Preliminary studies of day care in the state in 1970 showed 460 

licensed centers, employing 1,600 staff members, 99% of whom were 

women. National surveys of the day care .needs of working families 

projected an increase in demand for services at a rate far beyond the 

capacity of existing agencies to train additional staff. Women's Bur

eau statistics reveal that in 1971 one-third of all working mothers 

had preschool age chi~dren, and by 1980 the number of working mothers 

of preschool children is expected to increase by over 11/2 million. 
* 

If Federal Interagency Standards for day care centers were iollowed 

nationally, 35,000 more trained personnel would be required innnediately. 

The growth of day care services in Wisconsin showed a sevenfold increase 

in 10 years -- 460 centers in 1970 as compared with only 59 in 1960. 

* Used to detennine eligibility of a program for Title IV A (1968 Social 
Security .Amendments) funding. 
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Table 7 

600 m.JMBSR OF LICENSED DAY CARE CENTERS .n~ WISCOUSIN 
Selected Years 1949~-1972 
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o •. mm mm tilIJ I I 
YE.C\.R: 191~9 1956 1960 1963 1966 1967 1968 1969 1970 1971 1972 

CEi'i'l'ErtS: 20 45 59 122 191 257 356 369 460 531 597 

Among other child care advocates, the Women's Bureau of the 

Department of Labor and the Department of Health, Education and Wel

fare have publicized the facts dramatizing increased day care needs, 

while Congressional leaders have drafted proposed legislation de

signed to meet the requirements of middle and low income ~10rking fam

ilies for quality child care. In Wisconsin, the availability of 

Title IV A (1968 Social Security Amendments) :ftmds began in 1970 to 

inject supportive doilars into day care programs in Dane and Milwaukee 

21 
Wisconsin Department of Health and Social Services, Division of 
Family Services graph. 
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counties. Talcing these trends into consideration, the project co

ordinator made a positive assessment of the growth potential of the 

day care ir:dustry in Wisconsin. The practical <f.emands for day care, 

reflecting stabiiity in the industry, was an important consideration 

in the DAT decision to develop an apprenticeship program in that field. 

Dictionary of Occupational Titles Skill Codes Challenged 

The other essential analysis provided by the project was in jus

tifying among·apprenticeship officials the degree of training and 

skill required to asswne the day care teacher position, thus allowing 

the trade to be deemed "apprenticeable." The relatively minor value 

traditionally assigned to the skills associated with the education and 

care of the preschool children is reflected in the low Dictionary of 

Occupa~ional Tities '(OOT) skill-complexity code for child care related 

occupations (kindergartner; nursery school teacher). Confinning the 

disbelief of some apprenticeship and vocational system administrators 

that day care could ever be recognized as apprentiteable, the 00T skill 

complexity code assigned to day care was found to be 878. Each digit 

represents the degree of skill which the job requires in the areas of 

data, people, things, with.!!_ being equivalent to ''no significant ftmction." 

Because of her own previous experience as a director of a nursery school,., 
the project director was able to see beyond the implications of the nu

·merical code, and after acquiring basic t~ining in 00T theory, she devel-
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oped a convincing rationale, including current job infonnati9n, to 

warren1:_ a temporary change in the day care code to T 228. 

The widespread use of the 00T by governmental agencies in or

ganizing the world of.work and the consequent suspected injustices 

to nearly 40% of the state's work force -- females in the service 

occupations -- surfaced by chance when the project director examined 

the fol11lllla for detennining Manpower Development Training Act fund-

ing for apprenticeship and on-the-job training grants. Using the pre

scribed digits in the original 00T code to plan for day care appren

ticeship training ftmding, the fonnula reflected such a low skill COJ)l

plexity that training·ftmds could be offered for no more than 4 weeks. 

The changed code, giving a more realistic numerical rating, allows 

for 44 weeks of reimbursed training. A closer: look at the 00T skill 

quotiel}tS of "traditionally female" occupations created a major concern 

among project sponsors when there appeared to be a definite correlation 

between low skill codes and-other female dominated occupations. 

To attack the total issue at its roots, the project design,ed a 

proposal which would analyze the coding of those service occupations . 
associated with- health care; child care; and food preparation. Current-

ly sponsored by the U.S. Department of Labor, the Wisconsin based sur-: 

vey of 00T reclassifications is to report its observations and conclu-
• 

sions by September, 1973. It is not possible in this report to detail 
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the job analysis schedules which acknowledge those skills usually 

associated with the home, and consequently, with females, which the 

Dictionary of Occupational Titles has traditionally omitted. In 

si.nmnary, Day Care Teacher, once it had been assigned a m.nnericai des

cription which takes it beyond the equivalent skill level of ''parking 

lot or washroom attendant" (from 878 to T 228) can be viewed nation

ally as a skilled, and therefore, apprenticeable trade, qualifying it 

for Jobs Options training ftmds. 

Methodology for Stabilizing .Apprenticeship in Day Care 

Beyond the recognition by the DAT and the agreement of employ

ers to train skilled staff via apprenticeship, the ideal ftmctioning 

of a state-wide apprenticeship program in any occupation relies on: 

a.) the willingness of an industry to accept and utilize the concept 

of practical on-the-job training combined with theoretical related 

instruction as a major mode of maintaining a supply of skilled work

ers; b.) the acceptance ·and co-operation of related state agencies: 

in the case of day care, the licensing agency -- the Department of 

Health and Social Services, and the source of related instruction -

the Vocational System; c.) the organization of a StatP- Apprentice

ship Advisory Conmittee to guide in the development of standards for 

operation; and d.) the participation of local apprenticeship advisory 

committees wherever apprentices are trained. 
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Employers Subsidized and Organized 

A preliminary investig~tion of the staff training practices of 

day· care centers in the target area and in Madison indicated that sev

eral, inc:;luding both private and publicly sponsored employers, had a 

dual corrnnitment to providing quality child care and to developing 

career ladders for staff members. Therefore, the concept of appren

ticeship could be harmonized with the existing and continual in-service 

training corrnnitments. The project concentrated its persuasion efforts 

among key employers who could form a core of apprenticeship leadership 

for the industry. But more than persuasion of apprenticeship's merits 

and potential contribution to the day care industry was required to 

extract owner-P.rovider corrnnitments to a fonna1 apprenticeship program. 

As a service occupation trapped by society's conflicting values 

which sometimes espouse a deep concern for high quality, comprehensive 

child care, yet offer no more, and often less than, subsistance monetary 

rewards in exchange for that care, day care centers could not afford the 

apprenticeship financial obligations of periodic salary increments and 

payment of apprentice and substitute workers' wages during related in

struction. Even with beginning wages ranging from as low as $1.60 to 

$2.00 for an inexperienced worker, without a subsidy, day care providers 

simply could not be burdened with additional training costs. P-rogram 

start up flmds provided by the Manpower Development and Training Act 

118 



794 

(JOPS contracts in Wisconsin) averaging $800.00 for each apprentice, 

along with assurances of relevant, related instruction provided tmder 

apprenticeship _law by the Vocational, Technical and Adult :Education 

System, were strong motivating factors which project staff and indi-· 

vidual DAT field representatives conveyed to prospective employer par

ticipants. 

Rather than invite groups of interested individuals and agencies 

together for information disseminating sessions, project. staff, with 

the technical assistance of DAT field representatives, made personal 

and separate contacts with day care providers, State Health and Social 

Services representatives and Vocational School apprenticeship staff 

members across the state to lay the grotmdwork for a self-perpetuating 

apprenticeship program. Each contact predictably responded with a mea-

sure of doubt and skepticism, which in a group setting could have easily 

inhibited the emergence of enthusiasm for this ''new idea." Lack of 

familiarity with apprenticeship, including the tenninology of the system -

"indenture," "industry" -- and associatio:q in the public mind with mrion 

control and exclusivity, together created widely expressed anxieties 

among employers. 

However, the patterns of centers hiring and providing in-service 

training for individuals with demonstrated child care skills as opposed 

to four year academic degreed individuals, indicated tlJ_e industry's 

preference for a competency based style of training -- precisely what 
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apprenticeship claims to be. The appeal of an industry based and con

trolled training system combined with the immediate availability of 

JOPS training funds far outweighed any skepticism of several proviqers 

who eventually created the core of a sta.te apprenticeship advisory 

committee. TI1e first employer of apprentices fonnulated a list of on

the-job work processes to be learned· during a two year apprenticeship, 

an~ in five regions of the state, providers petitioned the Vocational 

School for apprenticeship related instruction classes to correspond 

with the·on-the-job training. The project contributed personal consul
22

tation·as well as promotional literature to help stabilize the program. 

Related Problems and Related Agencies 

Unforeseen resistances became a.) the incapacity of the voca

tional system to provide instruction for day care apprentices as they 

were indentured; b.) the priority of the State Department of Health 

and Social Services to be concerned first with licensing and secondly 

with consultation and ·;training in centers; and c.) the expressed opin

ion of the Dean of the University of Wisconsin Home Management School 

on behalf of unemployed Child Development baccalaureate degree gradu

ates that a new training program would be :unpractical. Underlying the 

resistances was the question of the "appropriateness" of apprenticeship 

(largely associated with male trade training) to the human product ori

entation :implied in day care staff training, and the view that appren-

22· 
Sec Appendix H: News in ~ Care Apprenticeship. 
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ticeship would be an 1.lllilecessary competitor in educating more child 

care personnel then the market could absorb. It was the industry - -

day care providers, including Headstart, Connnunity Action day care 

centers and private profit making and non-profit.agencies -- which 

prevailed because of apprenticeship's potential responsiveness to 

their day to day staff development concerns. 

The strength of the day care industry as expre·ssed through 

representative participation on local and state apprenticeship advi

sory connnittees resulted in co-operation and allocation of staff time 

and resources ·to the apprenticeship program by related agencies. With

in eight months, the Vocational System called together consultants to 

design a competency based curriculum of day care related instruction. 

The Department of Health and Social Services participated by a.) accep

ting the app~enticeship training as fulfilling staff training licen-

sing requirements for day care centers; and b.) providing consultants 

to local and state apprenticeship adv.isory connnittees. The University 

of Wisconsin Home Management School has taken no formal position (beyond 

initial fear of the job niarket diminishing for its graduates), but for-

mer and continuing University staff members have given support and con

sultation to apprenticeship committees and individual employers on request. 

Creating a Journeyperson Skill Level 

The DAT has acknowledged that in most of the day care centers where 
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apprentices were initially employed, a training gap was obvious be-

tween the designated journeypersons who ftmctioned as ''person 'in pri-

mary responsibility" in the classroom with children, yet who had never 

before had to convey their skills to another adult -- the day care ap

prentice. The DAT sponsored a pilot course, the "Journeyperson Upgrade," 

through which 16 individual journeypersons received an: orientation to 

the apprenticeship curricultnn, gained practice in observation and eval

uation methods to be used in the on-the-job portion of the apprenticeship, 

and generally became more confident in their training roles. 

The Conmnmity Co-ordinated Child Care (4C) organization in Dane 

Cm.m.ty developed the j ourneyperson upgrade curricultnn as a package which 

could be modified, individualized and provided elsewhere in the state. 

Having strengthened the "journeyperson" status of the 16 participants, 

the course ideally should be offered in the major day care apprentice

ship centers in the state -- Milwaukee, Appleton, Beloit-Janesville, 

Superior-Ashland, for the purpose of upgrading supervisory personnel, 

and thereby improving the quaiity of training for the current and future 

apprentices. 

To that end, the project designed a proposal for ftmding to train 

more journeypersons who could provide on-the-job instruction to appren

tices. A recent evaluation of the progress of the nearly 80 day care 

apprentices in the state by their vocational school instructor further 

re-emphasized the need for more co-ordination among the journeyperson, 
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the apprentice and the instructor -- a function which the journeyperson 

upgrade program helped to fulfill. The apprenticeship instructors and 

local advisory committees are manimous in their endorsement of "Jour

neyperson Upgrade" to improve the quality of the on-the-job training in 

their respective regions. 

The DAT Journeyperson Upgrade proposal should be resumbitted to 

the Manpower .Administration in light of a.) the obvio~ relationship 

between expanded quality day·care services and expanded, stable appren

ticeship (or other) employment of women; b.) the endorsement by the 

industry of the pilot Journeyperson Upgrade program and s~bsequent re

quest by advisory conmittees for its continuation throughout the state; 

c.) the innovative use of the apprenticeship mode of training represented 

in the program; and d.) national emphasis on training more day care 

personnel to meet the Child Development Associate criteria, as estab

lished by the Office of Child Development. 

Co-ordination with the National Child Development Associate 

The annomcement in 1971 by the Office of Child Development of 

its intent to design competency based training programs :for day care 

personnel -- the Child Development Associate -- came several months 

after the inception of the Wisconsin .Apprenticeship program for day 

care staff. There appear to be no conflicts in the required competen

cies of the Child Development Associate and the Wisconsin Day Care 
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Teacher Apprenticeship, although refinements of both statements are 

in process. The project and the DAT have supported attempts in Wis

consin to co-ordinate, through membership in a quasi child development 

consortitnn, the compatibility of the Child Development Associate con

cept with the Day Care Apprenticeship and other competency based pro

grams. 

Possible Expansion 

An additional project reconnnendation to meet the growing need 

for quality child care for working families is that in-home or family 

day care services be fonnally expanded by use of apprenticeship. The 

1973 Economic Report of the Pre~ident indicates that 78% of working 

women with pre-school children prefer and use .in-home child care ser

vices; the 1972 survey of women in Wisconsin Apprenticeship shows 

that 97% of those women who required child care in order to work relied 

on in-home or family day care facilities. Utilizing the existing day 

care teacher apprenticeship program to improve the quality of care of

fered and to elevate the employment status of the providers of care is 

a realistic goal. Such an expansion of the existing group care appren

ticeship program requires the endorsement of the DAT, t;he Vocational 

System and the day care center operators, who would act as employer

supervisors ~n systems of "satellite homes" related to larger training 

facilities. 
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Chronology 

A swmnary outline of the progress of the day care apprentice-· 

ship program to date 'follows: 

1. September, 1970. The idea to make day care teaching an 

apprenticeable occupation was expressed in the Wisconsin 

Women in Apprenticeship Project quarterly report. 

2. April, 1971. Official application through the Wisconsin 

Women in Apprenticeship Project led to a Dictionary of 

Occupational Titles change in ntnnerical rating for day 

care teacher from 878 to T 228. This change gave recog

nition to the skill level involved in teaching pre-school 

children, thus justifying an apprenticeship tenn and the 

use of MDTA-JOPS ftm.ds. 

3. July, 1971. Child Development, Inc., in Madison submittea 

''Work processes to be completed by apprentices," and inden

tured the first six apprentices. 

4. October, 1971. The Office of Child Development, through 

Director Edward Ziegler, anno1.ID.ced the concept of a com

petency based child care worker - - the Child Development 

Associate -- to be defined and translated into programs 

receiving federal ftm.ds in the future. 
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5. January, 1972. The state Vocational, Tec:linical and. Adult 

Education Board published the first edition of the~ 

care Teacher ApPrenticeship Curricultm1. 

6. February, 1972. The State Day care Teacher Advisory Com

mittee defined journeyperson status and the role of jour

neyperson for the day care industry. 

t. July, 1972. The first two apprentices, having begim with 

advanced credits, completed the apprenticeship program. 

8. September, 1972. Dane County Connnunity Co-ordinated Child 

care and the Division of Apprenticeship and Training began 

the first "Journeyperson Upgrade Program," wj,th the one 

training director and sixteen participants. 

9. November, 1972. "The Wisconsin Way - Training Day care 

Teachers through Apprenticeship," is presented at the Na

tional Association for the Education of Young Children Con

vention in Atlanta, Georgia. 

10. June. 1973. The State Day care Appreriticeship Advisory Com

mittee and the Division of Apprenticeship and Training agree 

on statewide standards regulating the program. 

11. June, 1973. Over 100 individuals have been indentured as 

day care apprentices. Since July, 1971, 10 have completed 

the program; 80 are continuing. 
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HEALTI-1 OCCUPATIONS 

Simultaneous with the development of the training program in 

day care, a second, relatively new concept in the health service oc

cupations -- the homemaker home health aide -- was introduced and 

met the DAT criteria to become an apprenticeable occupation. Through 

preliminary studies, the project determined that the occupation pro

vides an avenue for skill upgrading for women and that the apprentice

ship mode of training could mesh with the proposed "career ladder" con

cept of the National Homemaker Council. In addition, there were rea

sonabl~ expectations that the service would grow, especially in relation 

to home health care for fonner hospital patients. The project co-ordin

ator designed a three year training program by translating the homemaker 

home health aide training -- practical work assignments supported by 

theoretical related instruction -- as defined by the National Homemaker 

Council, into apprenticeship's ''Work processes to be Iearp.ed" (an inte

gral part of every indenture). 

The need to develop a Dictionary of Occupational Titles ·skill 

complexity code for the homemaker home health aide position was also 

assumed by the project co-Ordinator. Since the occupation is a rela

tively recent concept, designed to function as part of a home health 

care team, the 1965 edition of the DOT did not include it. The tem

porary assigned code of T 228 pennitted expenditures of JOPS (MDTA) 
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ftmds for each homemaker home health aide apprentice. 

In the target area, a private hom~er home health service 

agency developed a complementary course of related instruction to be 

provided by its own staff or by consultants. A Milwaukee agency deal-

ing primarily with the needs of the handicapped similarly designed a 

course to comply with its training needs for the homemaker home health 

aide apprenticeship. Thirty women, 90% of whom qualify mder federal 

criteria as being disadvantaged, have become homemaker home health 

aide apprentices in the target area and in Milwaukee.. Since the occu

pation itself is not yet established statewide, the need for project 

and DAT promotion aiming at industry wide acceptance, creation of state 

and local advisory conunittees, and co-ordination with licensing agencies 

has been minimal. With employers able to provide both on-the-job train

ing and related instruction, established related training through the 

Vocational. System has not been necessary. 

The target area staff representative also visited health industry 

administrators to introduce the fonnalized concept of on-the-job train

ing combined with theoretical related instruction for dietetic cooks. 

She successfully indentured 14 health facilities cooks and 8 medical 

records, rehabilitation and phannacy technicians. T!1e DAT administrator 

and the social service employers of apprentices expressed optimism that 

apprenticeship possibilities in these occupations, where there is a 
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need for fonnalizing training and upgrading, were limitless.. The 

apprenticeship system could be especially useful in those health 

industry occupations where federal staff training requirements for 

reimbursement of the cost of ca:re are of increasing importance. 
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Cl-IAPTER 6. 1HE FEMALE APPRENTICE 

I. RATIONALE: WOMEN IN APPRENTICESHIP SURVEY 

The most extensive survey effort of the project has been of 

the females who entered apprenticeship programs during the first two 

years of the project (July 1, 1970--Jtme 30, 1972). The study was 

designed to reveal an employment profile of both the continuing or 

graduate apprentice and the drop-out~3 We expected to find that the 

continuing apprentice had favorable work-training conditions, such 

as adequate salary as perceived by the apprentice; satisfactory 

related instruction; good employer-apprentice relationship; higher 

motivation, as measured by initial expectations, and conmitment to 

achieve trade skills and certification. 

For the ~op-out, the questions of quality of the work

training experience; salary; health; compatibility with the. employer 

and co-workers; child care and transportation problems were the key 

areas where we expected to find insights into the reasons why women 

have left apprenticeship training. The questionnaire was designed 

to extract the total participant perceptions of their employment and 

training experience in apprenticeship .as well as to htghlight any 

differences between drop-outs and those who were continuing or 

graduate apprentices. 

23 
Sec Appendix I: Wisconsin Women in Apprenticeship Survey, 1972. 
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II. SURVEY POPULATION 

The intent of the study was to survey all women who.had 

entered a?prenticeships during the first two years of the project 

(July 1, 1970--Jtme 3.0, 1972). A state of flux in the Division of 

Apprenticeship and Training recordkeeping system caused some dif

ficulty·ip. determining the final sample for the survey. Some 

apprentices who had enrolled before Jtme 30, 1972 were not yet 

recorded on the computer tenninal by August 1972, when we began to 

foTIID.Jlate the survey sample. Although the pretest and actual sur

vey were completed by December 1972, a check of women listed on the 

computer records as having entered apprenticeship in the period in 

question yielded 54 new names. Of those additional names, we se

lected as additions to the sample only the women who represented 

employment in non-tr~tional female occupations as opposed to the 

already well-represented day care teacher and homemaker home health· 

aide apprenticeships. With a total sample of 187, including 12 

cosmetologists, we acquired data from 159, representing a response 

rate of 85%. The cosmetology apprentices represent 10% of the 

women who were indentured in that field during the project. Those 

who were not reached could not be traced·through several changes in 

address, lack of telephone facilities, or an inability to trace the 

employer. 

The Wisconsin Women in Apprenticeship PrQject in no way con

centrated on particular economic or racial groups, either in isolating 
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obstacles_, or in carryfog out demonstration aspects. It may be of 

interest, however, to note the following et~ic- breakdown of the 

survey population: 

Table 8 
Wisconsin Women in Apprenticeship 

Participants - 1970 - 1972 
Wisconsin Total Population 

Census - 1970 

.American Indian 4 ( 2%) 18,872 ( 0.4%) 

Black 24 (13%) 125,772 ( 2.9%) 

Hispano-.American 2 ( 1%) 41,065 ( 0.9%) 

White 15.7 (84%) 4,162,860 (95 .5%) 

Other non-white 0 ( 0%) ( 0.3%) 

Total 187 (100%) 4,359,680 (100.0%) 

The 25 occupations represented in the Women in Apprenticeship 

survey are: 

Public Health Aide Layout Stripper 

Manager Lithographic Stripper 

Day Care Teacher Printer Operator 

Homemaker Home Health Aide Process Artist 

Police Detective Rubber Engraver 

Cosmetology Weekly Newsprinter 

Central Office Repairwoman Phannacy Technician 

Draftswoman Medical Records Technician 

Radio 1V Mechanic Surface Technician 

Barber Second Class Engineer 
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Health Care Facilities Cook Meat Cutter 

Silk Screen Cutter 

The 15 occupations of the drop-outs were: 

Publ:i.c Health Aide Barber 

Manager Cook 

Day Care Teacher Health Care Facilities Cook 

Homemaker Home Health Aide Layout Stripper 

Cosmetology Lithographic Stripper 

Draftswoman Process Artist 

Radio 1V Mechanic Second Class Engineer 

Nursing Assistant 

III. DATA (X)LLECTION 

Under the direction of the project coordinator, a team of 

interviewers from the University of Wisconsin Survey Research Lab

oratory gathered the data during October-November 1972. In December 

when a computer check on the validity of the sample was nm, 16 

additional females were added to the sample giving a possible total 

of 187 respondents, 159 of whom completed interviews. Tne resulting 

response rate was 85%. 

The questionnaire responses were coded and keypunched by the 

end of January 1973, also under the direction of the project 

coordinator. Further cross tabulations of infonnation to detennine 
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the specific characteristics of the drop-out were 
0 

progrannned using 

the University of Wisconsin 1108 Computer Facility and the University 

of Wisconsin data analysis computer .program, STATJOB. Other pro

grannning concerns the isolated responses of those females who were 

employed in the newly-apprenticeable occupations as day care teacher 

or homemaker home health aide apprentices, cross tabulated with 

variables such as age, reasons for beginning apprenticeship, reasons 

given for dropping, if appropriate, as well as all questions on the 

quality of training and relationship with the DAT. All tables are 

designed to show the responses of the day care-homemaker home health 

aide apprentices separate from the total respondent figures. 

IV. DROP-OUT RATES 

Of the 187 sample population, 11 participants graduated, with 

38 showing cancellation or suspension. The female drop-out rate is 

calculated at 24%. According to a recent Wisconsin-based study of the 

apprenticeship drop-out by Thomas Barocci, 50% constitutes the drop-
24 

out rate in general for all apprenticeships. His sample included a 

90% male and 10% female (40 of 42 of whom were cosmetologists) break

down and he was able to make a clear comparison ben.r0~n drop-out and 

graduate apprentices. 

24 
~omas A. Barocc~, ~e Drop-out and~ Wisconsin Apprenticeship 
Program: ~ Descrcl?ive and Econometric Analysis, the Industrial 
Relations Resear Institute, the University of Wisconsin, Madison,
Wisconsin, 1972, p. 113. 
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The Barocci statistic does not include apprentices who were continuing. 

That is, he studied only drop-outs compared with graduates, whereas 

the Wo!Ilen in .Apprenticeship sample shows 76% to be continuing or 

graduate female apprentices, and 24% to.. be drop-outs. 

Because the samples and their time spans in apprenticeships 

are not comparable, we admittedly could not make a precise comparison 

with his study. However, another calculation of the male drop-out . 

rate, based on Wisconsl.!1 cons~ruction and manufacturing trade figures 

for 1970-1972, shows the percentage of drop-outs to be 44%, as opposed 
25 

to 56% continuing or graduate apprentices. Therefore, using both 

methods of calculation, (male drop-out vs. completers and male drop

out~- continuing or graduate) we found the figure to be about double 

that of the 24% drop-out-rate determined in the Wisconsin Women in 

Apprenticeship study. 

All but two of the 42 women apprentices in the Baroc;:ci study 

represent the cosmetology trade where there have been both notably 

high drop-out rates and .a dramatic decrease in total enrollments 

during the Women in Apprenticeship study. Because apprenticeship in 

cosmetology was an already well-established training program, the 

25 
See Appendix J: Method of Calculation of Male Drop-out Rate. 
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project had not focused either on moving more women into the program 

or on investigating the reasons for the shift of trainees from 

apprenticr,ship to private beauty school training.* For purposes 

of presenting the full range of occupations in which females have 

become apprentices, we attempted to reach 10% of the cosmetol9gists. 

Of the 12 respondent cosmetology apprentices, 5 were drop-otits and 

7 were either graduate ,9r continuing apprentices. The small sample 

from the cosmetology program in itself represents a higher than 

average drop-out rate for women at 42%. 

V. OBSERVATIONS 

We are satisfied that with an 85% response rate, we have a 

valid reflection of the experience of the Wisconsin female apprentices 

during the first two years of the Wisconsin Women in Apprenticeship 

Project (1970-1972). For the purposes of reporting a general over

view of the work and related instruction experience of all female 

apprentices, we have combined the responses of completers, continuing 

apprentices and drop-outs. All tables indicate the raw number and 

percentage responses of the drop-out, the continuing or graduate, and 

the total of those two categories. A separate tabulation of the· 

* Before tenninating the project, we collaborated in a survey to 
detennine the reasons for the decreased enrollments and high 
drop-out rates in cosmetology apprenticeships. The fact finding 
interviews with employers and apprentices will continue beyond 
the project tenn. 
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responses of the newly apprenticeable occupations, day care teacher 

and homemaker home health aide is also included in each table. 

Although our original concern was to characterize the drop

out so that remedial action could.be set in motion, the explanation 

of why such a high percentage (76%) of participant apprentices con

tinued provides more evidence with which to dispel the myth of ''high 

female job turnover~" The survey, in effect, supports the original 

hypothesis of the project that women are no greater risksthan·males 

in terms of absenteeism, retention rates., pmctuality and attendance 

at work and related .instruction. And, if we can accept the Barocci 

50% drop-out figure for the total apprenticeship population, the 

female drop-out record is significantly lower at 24%. 

Although when measured by the quality of training (e.g., 27% 

.had no journeyperso_n working directly with them; 20% received no 

related instruction) and the reported wage rates, their apprentice

ship positions are not ideal, we find 99% (157)~of the total group 

answering that the apprenticeship position was personally rewarding 

to them. And a total of 84% said they believed that the ~ublic 

highly or somewhat respects apprenticeship training. This response, 

we believe, is based on what the apprentices believe to be traditional, 

or male . dominated programs. That their degree of satisfaction with 

the ~ork itself is high is significant, when contrasted with the 

general findings of the 1972 President's Task Force Study on Labor 

which reports most working people to be disenchanted with their jobs. 
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Motivation 

''Women are not serious about their jobs," hopefully is a myth 

of the past. National statistics reported by the U.S. Departmen~ 

of Labor, Women's Bureau, indicate that 50% of women who work do so 

for economic reasons . 'The Women in .Apprenticeship survey showed that 

59% (93) of the apprentices chose apprenticeship because it was an 

oppor~unity to lejlm trade skills and another 11% specifically sought 

a recognized certificate. 'The range of motivating faetors are 

relatively the same for all apprentices, whether they dropped out, 

continued or were associated with traditionally female occupations. 

'The satisfaction derived from the work obviously is another strong 

incentive in itself in that 99% (157) of all respondents $aid they 

fol.Ul.d the work to be personally rewarding. Personal fulfillment, 

combined with the acquisition of practical and theoretical training 

in trade skills, rather than temporary seeking after pin money, is 

the factual picture of women in apprenticeship. Anticipated finan

cial security did play the main part in leading to apprenticeship 

employment for 15% of the respondents, a point reflecting confidence 

in their employers, their chosen occupations, and in the benefits 

of the apprenticeship system. 

All categories of women apprentices polled reflected high 

initial expectations for completing their apprenticeships. Slightly 

fewer of the drop-outs (84%), as opposed to those still in, or 

having graduated from programs (95%) said they expected to complete. 
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It is in the response of the drop-outs who did not expect to finish 

that we find a few women (6 of the 159 respondents) whose personai 

lives were in a stat~ of flux, who were working in apprenticeship 

only until they moved ·or could find jobs which paid better wages. 

Table 9 - What was the one main factor that led you to become an 
apprentice? - • 

Homemaker Home 
Graduate or Health Aide and 

Drop-out Continuing Total Day Care 

Financial 
Security 

No. 
6 

r %1 

15.8 

No. 

17 
r % 
14.0 

No. 
24 

( % ) 

14.5 
No. 
13 .. 

( % l 

14.6 

Interest in 
Trade Skills 21 55.3 72 59~5 93 58.5 46 51.7 

Someone Else 
Though it 
Was Good 

1 2.6 6 5.0 7 4.4 5 5.6 

M:>bility 0 0 0 0 

Recognized 4 10.5 14 11.6 18 li.3 14 15.7Certificate 

Interest in 1 2.6 5 4.1 6 3.8 6 6.7Children 

Required for 2 5.3 2 1.7 4 2.5 3 3.4Occupation 

Sounded Like 1 2.6 2 1. 7 3 1.9 0Good Idea 

Other 2 5.3 0 2 1.3 1 1.1 

Not 0 3 2.5 3 1.9 1 1.1Ascertained 

Total 38 100.0 121 100.0 159 100.0 89 100.0 
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Table 10 - Did you consider the work personally rewarding or not? 

Yes No Not ascertained 
No. ( % ) No. ( % ) 

Drop-out 36 94.7 0 2. 5.3 

Graduate or 121 100.0 0 0Continuing 

Total 157 98.7 0 2 1.3 

Homemaker Horne 
Health Aide and 89 100.0 0 0 

Day Care 

Table 11 - When you began your apprenticeship; did you expect to complete 
the program? 

Yes 
No. (%) 

No 
No. (%) 

Don't 

No~0 Y%) 
Not ascertained 

No. (%) 

Drop-out 32 84.2 2 ~ 5.3 3 7.9 1 2.6 

Graduate or 
Continuing 115 95.0 0 6 5.0 0 

Total 147 92.5 2 1.3 9 5.7 1 .6 

Homemaker Horne 
Health Aide and 81 91.0 1 1.1 7 7.9 0 

Day Care 

143 



----

817 

Age - The Female Apprentice 

The median age of apprentices surveyed is 31 years, spanning 

a range from 18 to 61 years. The project has pointed out the social 

and educational barrier~ which have worked against motivating youriger, 

non-college bound high schoo.1 girls toward apprenticeship training. 

Their lack. of information and lack of direct experience with appren

ticeabl~ trades has precluded their applications at the age when most 

men apply (under 25)~~0nly thirty-two percent of the women apprentices 

interviewed were under age 25, According to the Wisconsin Apprentice

ship Administrator, removing age limitations from existing apprentice

ship standards would not necessarily bring more women into the trades, 

but would have the effect of compounding the competition. He thinks 

that the ideal resolution is to solicit more female applicants for 

high paying apprenticeships under the existing age ceilings· and to 

seek, and realistically expect, waivers for individual exceptions. 

Education of Female Apprentices 

The flexibility of the apprenticeship standards should be 

pointed out in relation to educational requirements. Virtually all 

programs require that a high school diploma or its equivalent be an 

apprenticeship prerequisite. But, for females, the exception was made 

in 33% of the applications and, for males, in 9% of the apprentices 
. 27 surveyedby Barocc1. 

26 Barocc1,• p. 91 . 
27 Ba • 88rocc1, p. . . 
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Our survey showed that two-thirds of the apprentices had 

completed high school. College or vocational training beyond hig~ 

school (other than apprenticeship classes) had been ~e experience 

of 46% of the group. Since nearly half had had course work beyond 

high school, their choice of pursuing apprenticeship training em

phasizes that both college and non-college women sh~d have access 

to apprenticeship infonnation and opportunities. 

A higher proportion of day care and homemaker home health 

aide apprentices (18 of the 22 with grade 12 education) had taken 

college courses beyond high school, indicating, perhaps, that 

apprenticeship--immediate employment combined with relevant related 

instruction--was the more economically feasible route to achieving 

their job goals. 

'!'.able 12 - Female Apprentices: Years of -Education 

0-8 9-11 12 12+ Voe. 
Training. 

No. (%) No. (%) No. (%) ·No. (%) No. (%) 

Drop-outs 3 7..9 6 15.8 22 57_9· 7 18.4 11 28.9 

Graduate or 
Continuing 12 9.9 21 17.4 73 oo.3 15 12.4 40 33.1 

Total 15 9.4 27 17.0 95 59.7 22 13.8 51 32.1 

Homemaker Home 
Health Aide 7 7.7 11 12.4 53 59.6 18 20.2 28 31.5 
and Day Care 
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Marital Status 

Sixty-three percent of the apprentices had been married at_ 

one time, with 52% having intact marriages when the suz:vey was con

ducted. The attitudes of husbands toward wives' employment and 

training are generally supportive, a factor which we believe plays 

an important role in the successful pursuit of a non-traditional 

training route. Forty-seven percent had working husbands who agreed 

with their wives' choice of training. We did not question the salary 

of the husband, but asked whether the female apprentice was the main 

support of her family and, in 59% of the cases, the response was yes. 

(See Table 14 ) . 

In contrast with the Barocci study which showed that only 34% 

of the male apprentices were married when they began apprenticeship,. 

the higher percentage of married beginning female apprentices and their 

higher median age (31 as opposed to 25 for males) indicates that more 

women are likely to view marriage and child rearing as an interruption 
28of their education or· work outside of the home . 

28 Barocci, p. 97. 
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Table 13 - .Are you presently married, widowed, divorced, separated or 
have you never married? 

Never 
Married Widowed Divorced Separ. Married NA 

No. (%) No. (%) No. (%) No. (%) No. (%) 

Drop-out 23 60.S 1 2.6 2 5.3 1 2.6 11 28.9 0 

Graduate or 
Continuing 60 49.6 3 2.5 15 12.4 4 3.3 39 32.2 0 

Total 83 52.2 4 2.5 17 10.7 5 3.1 so 31.4 0 

Homemaker Home 
Health Aide 45 50.6 4 4.5 12 13.S 3 3.4 2s- 28.1 0 
and Day care 

Public Financial Assistance: Heads of Households 

One strong claim made by the Women in Apprenticeship Project has 

been that women should have the opportunity .to achieve economic inde

pendence through an apprenticeship position with its assurance of 

certification and employability. Thirty-seven percent of women inter

viewed were the sole supporters of their families. On entering appren

ticeship, those women who were receiving some form of public financial 

assistance, such as AFDC, were 26% (42) of the total sample. Over 

half of them (25) became financially independent of AFDC payments 

while they were employed in apprenticeship situations. We do not know 
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whether it is the employment in itself, or the employment through 

apprenticeship which is the key factor, but the statistic is a -

dramatic testimony to the willingness of AFDC recipients to become 

financially independent when opporttmities for employment-training 

exist. 

Table 14 - Are you the· main support of your innnediate family? 

NotYes No 
AscertainedNo. (%) No. (%) 

Drop-out 9 23.7 29 76.3 0 

Graduate or 
Continuing so 41.3 71 58.7 0 

Total 59 37.1 100 62.9 0 

Homemaker Horne 
Health Aide 38 42.7 51 57.3 0 
and Day Care 
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Table 15 - Have you ever received any public financial assistance 
such as AFDC, WIN Program Fund, or other government 
sponsored programs? 

NotYes No AscertainedNo. (%) No. (%) 

Drop-out 12 31.6 26 68.4 0 

Graduate or 
Continuing 30 24.8 91 75.2 0 

Total 42 26.4 117 73.6 0 

Homemaker Home 
Health Aide 31 34.8 58 65.2 0 
and Day Care 

On the whole, the beginning wages of female apprentices averaging 

$70 weekly, are comparable to those reported in the general apprentice

ship population in the Barocci study: $71 for drop-outs; $76 for 
29 

completers. We expected the disparaties between male and female be-

ginning wages to be minimal in the apprenticeable occupations (even 

29 Barocc1,• p. 147 . 
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though the Conference Board, a non-profit research organization, 

reports the overall difference between higher male and lower female 

median wages to have been 41% both in 1939 and in 1970!) 

The apparently .low wage for beginners (slightly more than 

the federal minimum wage at $64 a week) can be explained by factors 

which tend to keep the average beginning apprenticeship rate at . 

$1.80-~$2.00. In rural parts of the state, even plumbers and auto 

mechanics, as well as day care teachers, may start at a wage of $1. 60 

an hour, or one-half of the competitive journeyperson rate. The low 

average is also understood when we note that the beginning rate 

(exclusive of commissions) for a cosmetology apprentice (7% .of the 

Women in Apprenticeship sample) was legal at $.60 an hour before 

December 1972. 

The trainee status of the apprentice implies a relatively low 

beginning wage, with salary increments insured every six months until 

the journeyperson rate is reached. The average journeyperson wage in 

the state is $4.50 an hour. We estimate the journeyperson average of 

the occupations represented in the Women in Apprenticeship study to 

be $4 an hour. It is reasonable to assume that this differential will 

disappear as there is more overlap of men and women into trades that 

traditionally were the preserve of the other sex. 

With respect to their judgements about the wages received, we 

observed that some females in the work force, even when they are 

1S0 
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apprentices, are resigned to the fact of receiving low wages. 

Presenting their beginning wage as an apprentice in either hourly, 

weekly, or monthly rates, 26% (41) of the women reported receiving 

a beginning salary of less than $1. 60 an hour, the current federal 

minimum wage. Contrary to expectation, fully 61% (97) of the 

respondents indicated that they were satisfied with the beginning 

rate. An additional 10% (16) claimed that they were satisfied only 

in that they realized that their wage category was a temporary rung 

on the progressive ladder of apprenticeship. 

Those who started at the lowest range ($1.60--$2.00) para

doxically were those same respondents who were satisfied with their 

salary. Generally speaking, those who started apprenticeships at 

$2.50--$3.50 an hour were more dissatisfied with their salary, a 

characteristic perhaps more readily identified with individuals who 

have greater expectations because they are in better paying trades 

(graphic arts, industrial trades, as opposed to the service trades) 

where it is realistic to expect a high joumeyperson rate. 

Drop-outs, graduates, or continuing apprentices show an even 

distribution of attitudes toward salary. However, six of the 38 (16%) 

drop-out apprentices indicated that they left apprenticeship because 

the salary was not high enough ..All six report that they are re

ceiving a higher wage in their present employment, although not in 

the same trade. Whether their reason fo! dropping apprenticeship was 
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sa~ary related or not,. fully 70% of the drop-outs were receiving a 

higher salary than the apprenticeship rat~ in their new positions, 

a factor which was immediately true for the general drop-out, as 
30 

reported by Barocci. 

Table 16 - Weekly Beginning Income of Female Apprentices 

Homemaker.HomeGraduate orDrop-out Total Health Aide and 

No. (%) 
Continuing 
No. (%) No. (%) 

Day Care 
No. (%) 

Less than 
$50 5 13 ..2 10 8.3 15 9.4 4 4.5 

$50 - $69 17 44.7 38 31.4 55 34.6 38 42.7 

$70 - $99 g 23.7 47 38.8 56 35.2 34 38.2 

$100"" $139 1 2.6 8 6.6 9 5.7 5 5.6 

$i40 - $300 0 6 5.0 6 3.8 3 3.4 

Commission 2 ~-3 3 2.5 5 4.1 0 

Not 
Ascertained 

4 10.5 9 7.4 13 8.2 5 5.6 

Quality of Training 

The evaluation of the quality of their training, as perceived by 

the female apprentices presents some points leading to direct recom

mendations to the Division of Apprenticeship and Training. In the 

context of the three-year study, our inclination is to interpret the 

30 Barocc1,• p. 152 . 
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current facts of low wages and incomplete related instruction as a 

verification of the desperate employment picture which women face 

and tolerate, even in apprenticeship, a presumed area of potential 

equalization of male and female earning power. 

For example, in Wisconsin, apprenticeship, by law, should 

always include a fonnal training component, apart from the on-the-job 

portion of the apprenticeship. At the time of the survey, 32 women 

(20%) reported that they received no related instruction. One-half 

of the apprentices represented in that figure were part of the day 

care teacher apprenticeship program which had been organized for only. 

sixteen months when the survey was made. The delayed response of the 

vocational system to meet the needs of the day care apprenticeship pro

gram is cited elsewhere in the project reports. At this writing, the 

related instruction is now a part of the training for 21 of those 32 

respondents, who, when contacted in a recent group interview, said 

their view of apprenticeship related instruction has improved signifi

cantly now that they have it. 
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Table 17 - Was classroom related instruction for apprenticeship 
pr?vided? 

NotYes No Ascertained 
No. (%) No. (%) No. (%) 

Drop-out. 23 60.5 11 28.9 4 10.5 

Graduate or 
Continuing 96 79:3 21 17.4 4 3.3 

Total 119 74.8 32 20.1 8 5.0 

Homemaker Home 
Health Aide and 70 78.7 16 18.0 3 3.4 

Day Care 

The ~rovision of paid related .instruction is apparently not 

always asstnned by the employer in the occupations where women are 

employed. Of those who did attend related instruction classes, 20% 

(25) did not get paid while they attended. Those who p·articipated ·in 

incomplete programs answered that they felt the sacrifice to be 

necessary for them to get the required training for advancement. 

Since the 1911 Wisconsin Apprenticeship Law clearly provides 

for paid related instruction, we believe that women are reluctant, or 

do not know about the procedure for filing a claim with the DAT. 

When one inquires·how males learn about filing a claim, the response 

is usually, ''They hear about it from a buddy." Since woinen have had 
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little or no tradition within the apprenticeship system, it is not 

unusual that they would not lmow of their legal recourses. We do 

observe, however, that 81.% of the respondents said they understood 

the legal provisions of their indentures, and 53% lmew how to con

tact the DAT for help or advice. The crucial role of the DAT in 

enforcing the legal benefits of apprenticeship training (work 

experience plus related instruction) is dramatized where both women 

and minorities are involved since until recent years neither group 

could claim participants who could pass on an inside lmowledge of the 

system to others. 

Table 18 - Do or did you lmow how or whom to contact in the Wisconsin 
Division of Apprenticeship and Training if you needed help 
or advice? 

NotYes No 
Ascertained 

No. (%) No. (%) No. (%) 

Drop-out 18 47.4 17 44.7 3 7.9 

Graduate or 
Continuing 66 54.5 54 44.6 1 .5 

Total 84 52.8 71 44.7 4 2.5 

Homemaker Home 
Health Aide and 41 46.1 47 52.8 1 1.1 

Day Care 
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Table 19 - Was a skilled person or one of joumeyperson rank working 
closely with you? 

NotYes No ; Ascertained 
No. (%) No. (%) No. (%) 

·Drop-out 24 63.2 12 31.6 2 5.3 

Graduate or 
Continuing_ 87 71.9 31 25.6 3 2.5 

Total 111 69.8 43 27.0 5 3.1 

Homemaker Home 
Health Aide and 55 61.8 32 36._0 2 i.2 

Day Ca,re 

Physical Aspects of Work 

As to their personal reactions to the physical tasks involved 

with their work, 19% (30) reported that there were physical aspects 

of the job which they fotm.d to be too difficult. Lifting for auto 

body reconditioning and long hours of standing and rigorous activity 

for a small percentage of day care teachers are representative of 

the hardships which respondents described. Although the degree of 

difficulty is not revealed in their responses, no wcr,nan left an 

·apprenticeship position with "the tasks. were too difficult" as the 

reason. It may be significant, however, that looking in retrospect 

at their apprenticeship positions, 32% of the drop-outs said they 

had to lllldertake physical tasks which they·believed to be "too difficult" 
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while only 15% (18) of the continuing or graduates mentioned it. The 

drop-out may have felt freer to emphasize the negative aSJlects of a 

past work experience where long hours of standing or heavy cleaning 

contributed to their present dim view of the apprenticeship experience. 

Table 20 - Were there any physical aspects of the job that you f01md 
too difficult...such as heavy lifting or standing for long
hours? 

NotYes No Ascertained 
No. (%) No. (%) No. (%) 

Drop-out 12 31.6 24 63.2 2 5.3 

Graduate or 
Continuing 18 14.9 103 85.1 0 

Total -30 18-9 127 79.9 2 1.3 

Homemaker Home 
Health Aide and 14 15.7 75 84."3 0 

Day Care 

Day Care Needs 

Since 37% of the apprentices are the sole support of families 

and 63% had children, we tried to detennine whether the availability 

of child care in any way related to the job perfonnance of apprentices. 

Of the 30% of the apprentices who required child care--both for pre

school and after school care for school age children, 92% felt they 

157 



831 

had satisfactory child care arrangements, 

We should not be surprised at the high rate of success "in 

obtaining child care, since our sample inc~udes only those who 

successfully entered apprenticeship training and does not account 

for those who could not enter because they did not have adequate 

child care arrangements. 

Table 21 - How many children do you have? 

Homemaker HomeGraduate or
Drop-out Total Health Aide and

Continuing Day care 
No. (%) No. {%) No. (%) No. (%) 

None 16 42.1 42 34.7 58 36.5 26 29.2 

One 4 10.5 18 14.9 22 13.8 12 13.5 

Two 8 21.1 18 14.9 26 16.4 14 15.7 

Three 4 10.5 13 10.7 17 10.7 15 16.9 

Four 1 2.6 11 9.1 12 7.5 6 6.7 

Five 3 7.9 10 8.3 13 8.2 9 10.0 

Six 2 5.3 3 2.5 5 3.1 4 4.5 

Seven or 
Over 0 6 5.0 6 3.8 3 3.4 
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Table 22 - Have you usually had satisfactory child care arrangements 
while- working? 

Yes No Inappro-
priate 

Not 
Ascertained 

No.· (%) No. (%) No. (%) No. • (%) 

Drop-out 5 13.2 1 2.6 32 84.2 0 

Graduate or 
Continuing 30 24.8 1 .5 90 74.4 0 

Total ,35 22.0 2 1.3 122 76.7 0 

Homemaker Home 
Health Aide 23 25.8 1 4.2 65 73.0 0 
and Day Care 

The Drop-Out: A Summary 

The drop-out appears to have had slightly more education (18% 

had completed grade 12+; 12% of graduate/continuing had completed 

grade 12+). Predictably, the drop-out experienced a greater degre~ 

of resistance to her entering apprenticeship than the graduate/ 

continuing apprentice (21% as opposed to only 12% of graduate or 

continuing). The source of the resistance varied; but generally 

was defined as that of expressed ne'gative opinions of close associates: 

parents and friends, rather than co-workers. As might also have been 

expected, a higher (albeit, a small raw number) percentage (8% 

compared to 2% oft.he graduate or continuing) of drop-outs said they 

did not have friendly daily relations with co-workers. 
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Of a practical nature, n.ice as many drop-outs experienced 

transportation difficulties in relationship to getting to and from 

work, as did continuing or graduate apprentices, and two specifically 

dropped out because transportation was a problem. 

A higher percentage (61% drop-out; 50% graduate/continuing) 

of drop-outs were married, having intact marriages at the tjme of 

the survey, a factor which, for some, might have allowed for greater 

variety in job choice and minimizing the risk of the family losing 

all earned income at least until another job was found. Only 24% 

of the drop-outs were the main source of income for their families, 

whereas 41% of the continuing 9r graduates headed their households 

financially. The degree of financial responsibility in tenns of 

dependents is also less for the drop-out since 42% reported having 

no children, while 35% of the graduate/continuing had no children. 

Only five percent of the drop-outs said they tennin_a.ted apprentice

ship because of leaving the state. However, 50% of the 34 non

respondent apprentices had moved at the time of the survey, and 

we do not know what the relationship between their mobility and the 

apprenticeship experience was. 

As to the quality of the training received, 29% of the drop

outs did not receive related.instruction for apprenticeship ·(compared 

with only 17% of those who graduated or continued); and 32% (26% of 
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graduate/continuing) did not have a skilled person of journeyperson 

rank working closely with them. 

None of the drop-out apprentices discontinued the training 

program for childbirth or pregnancy-related reasons, although 6 of 

the total survey group had been absent on a maternity leave basis, 

each having been reinstated in her apprenticeship position at the 

time of the survey. 

Table 23 - Why did you drop out of· training? 

No. (%) 

1. Salary -wasn't high enough for my needs 6 15.7 

2. MJved out of state 2 5.3 

3. I tenninated my employment 3 7.9 

4. Fmployer went out of business 3 7.9 

5; Job -was too far away (transportation) 2 5.3 

6. Someone else -was hired to fill my place 2 5.3 

7. Full program hadn't begi.m 3 7.9 

8. Health reasons 2 5.3 

9. Other .individual reasons 15 39.4 
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Table 24 - Did you meet any resistance; by that we mean criticism 
or tm.favorable connnents and lack of cooperation from 
your family, friends, or co-workers when you first 
decided to become.an apprentice? --

Y'es 
No. (%) 

No 
No. (.%) 

Not 
Ascerta

No .. 
ined 
(%) 

Drop-out 8 21.1 30 78.9 0 

Graduate or 
Continuing 1_5 12.4 106 87_.6 0 

Total 23 14.5 136 85.5 0 

Homemaker Home 
Health Aide and 9 10.1 80 89.9 0 

Day Care 

Table 25· - WhHe you were an apprentice, did you generally have 
friendly daily relationships with co-workers? 

Not 
Yes No Ascertained 

No. (%) No. (%) No. (%) 

Drop-out 32 84.2 3 7.9 3 7.9 

Graduate or 
Continuing 118 97.5 2 °1.7 1 .5 

Total 150 94.3 5 3.1 4 2.5 

Homemaker Home 
Health Aide and 18 20.2 71 79.8 0 

Day Care 
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Table 26 - During your apprenticeship, was transportation to and 
from work a problem for you? 

Yes 
No. (%) 

No 
No. (%) 

•• Not 
Ascertained 

No. (%) 

Drop-out 9 23.7 27 71.1 2 5.3 

Graduate or 
Continuing 15 12.4 106 87.6 0 

Total 24 15.1 133 83.6 2 '1.3 

Homemaker Home 
Health Aide and 18 20.2 71 79.8 0 

Day Care 

In most respects, the characteristics of the drop-out confinn 

the project hypothesis that specific steps could be taken to lower 

the apprenticeship drop-out rate even more if a.) the Division of 

Apprenticeship and Training were staffed more completely to insure 

that on-the-job training, related instruction and reasonable wages 

were provided in all programs; b.) if an outreach or employment 

guidance fnnction were at the disposal of apprentices who sense social 

resistance or who experience practical problems such as transportation, 

which an interested party might help resolve. Twenty-six percent of 

the drop-outs reported that they would have continued the apprentice

ship program if someone had encouraged them. Ideally, a proposed 

"female in apprenticeship" outreach project would not only motivate 

more women to begin apprenticeship training, but would also enable 

.more to complete. 
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EMPLOYERS OF WOMEN APPRENTICES SURVEY 

A survey of all those employers who took on female apprentices 

during the life of the project was intended tQ provide insights into 

the apprenticeship employability of women, and into the lillderlying 

reasons for females dropping out of programs. We also hoped to 

learn more about the motivations and attitudes of employers in general 

with respect to training women. 

A questionnaire, designed by the project coordinator with 

the cooperation of the University of Wisconsin Survey Research Lab

oratory director, and mailed to the 90 employers of women apprentices 
31

resulted in a 61% response rate. The survey was conducted between 

March and April,, 1973, with the project coordinator directing the 

mailings and making follow-up telephone calls to encourage employer 

responses. 

The Drop-out: Employer Responses 

Employers were divided on reasons for femaie drop-outs. 

Twenty-six percent of employers who had female apprentic~ship drop-outs 

31 
See Appendix K: Wisconsin Women in APPrenticeship Fmployer Survey, 
1973. 

\ 165 



838 

(representing 8 drop-outs) speculated that lack of interest or lack 

of desire to better themselves was the main factor. in non-completion. 

Twenty-three percent reported that their apprentices had left appren

tic~ship because they had moved to another area. Sixteen ·percent said 

apprentices had left their program to get married. It is interesting 

to note that no respondents among the female drop-outs gave marriage 

as a reason for tenninating the training, and two of the employers 

cited "they got married" as the most negative aspect of their ex

perience with female apprentices. The discrepancies in perceptions 

of reasons for dropping show even more when no employer cited "low 

salary" as the reason for an individual leaving training, whereas 16% 

of the drop-outs gave that as the main factor leading to their dropping 

the program. 

Table 27 - For any apprentices 'with your organization who dropped out 
of the program (cancelled or suspended), what do you believe 
to be the reasons for their not completing? (Asked of 
employers who had female apprenticeship drop-outs) 

No. (%) 

1. Apprentice _moved .to another area 7 22. 6 

2. Lack of interest, no motivation, laziness, 
lack of desire to better themselves 8 25.8 

3. Apprentice got married 5 16.1 

4. Apprentice quit program 2 ·6.5 

5. Personality clashes 3 9~7 

6. Distance -involved--too far to tr~vel 
for the related training 1 3.2 

7. Not ascertained 5 16.1 
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As the project speculated, some apprentices (26% of the 

drop-outs) did indicate that they would have continued the program 

if someor..e had encouraged them. The employer perception of whether 

someone was available to the apprentice for cotm.selling was extremely 

positive, with 93% claiming that skilled persons, br joumeypersons, 

were easiiy accessible to apprentices when consultation was necessary. 

The reluctance of apprentices to share work related problems with 

those supervisors points out the desirability for management training 

to include motivation and cotmselling for new apprentices, especially 

if they are among the first women in the shop. 

Employer perceptions of the working relationships of apprentices 

with co-workers are similar to those reported by apprentices themselves, 

with 97% of employers and 94% of apprentices stating that they be- • 

lieved that the apprentices had friendly relations with their 

colleagues. There continue to be employers who claim that females 

tend to disrupt work procedures, or solicit favored treatment by 

supervisors, but the great majority (78%) rate the on-the-job_ 

motivation of women as the same or higher than other employees. Of 

those employers in the Fox Valley who employ females in the shop, 
32

66% reported that females make equally good employees as males. 

32 
Women in Apprenticeship Target Area Employer Survey, 1973 
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Table 28 - For what reasons did your organization decide to train 
female a~rentices initially? • 

1. The lack of trained help available, shortage
of qualified personnel 

2. Females are better qualified in some areas, 
in certain cases they make better barbers, 
cooks, etc. 

3. To upgrade our staff 

4. We just_ wanted to help th,e individuals who 
desired training, NFS 

-5. Apprentices.hip is the best.way to learn a 
trade--to make them effectiye/competent in 
their field • 

6. This type of training wasn't available from 
any other source, wasn't offered in this area 

7. ·The organization was requested to train females 
by high school counselors, state department of 
industry, etc. 

8. Equal opportunities for women 

9. Financial benefit 

10. Other 

11. Not ascertained 
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No. (%) 

12 21.8 

1 1.8 

2 3.6 

!! 14.5 

8 14.5 

3 5.5 

4 7.3 

2 3.6 

6 10._9 

7 12.7 
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able 29 - Generally, did the apprentices have a good working
relationship with the other employees? 

No. (%) 

1. Yes 53 96.4 

2. No 0 

3. Don't know 2 3.6 

Table 30 - Have you ever reconnnended training female apprentices 
to another employer in your trade? 

No. (%) 

1. Yes 24 43.6 

2. No 29 52.7 

3. Not ascertained 2 3.6 

Table 31 - How do you rate the on-the-job motivation of the female 
apprentices as compared with other employees? 

No. (%) 

1. Higher 16 29.1 

2. The same 27 49.1 

3. Less 6 10.9 

4. Not ascertained 6 10.9 
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Another example of the credibility gap which exists among 

some employers is the response of one employer of printers and layout 

technicians who believed no woman could be employed as a surface tech

nician in the printing industry, y~t there have .been two such appren

ticeships filled by women in the last three years. Even among those 

employers who have·experienced the benefits of apprenticeship training, 

only 46% have definite plans to continue to train female employees 

through apprenticeship, while 40% are ''not sure". The availability 

of train:j.ng ftmds could be a decisive persuasive factor for those 

employers who are "on the fence" on this point, since 27% indicated 

that there_ was a direct relationship between their original decision 

to employ female apprentices and their receiving reimbursement for 

training costs. Forty-six percent of all employers of women appren

tices had received supplementary governmental ftmds related to their 

providing opportunities to training disadvantaged individuals. 
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Table 32 - Did you receive any ftmds (for example, Federal Manpower 
Development Training £mids) because you had (or have) 
apprentices? 

No. •(%) 

1. Yes 25 45.5 

2. No 29 52.7 

3. Not ascertained 1 1.8 

Table 33 - Was the availability of such ftmds a motivating factor in 
your participation in on-the-job training for female 
apprentices? 

No. (%) 

1. Yes 15 27.3 

2. No 9 16.4 

3. Inappropriate 29 52.7 

4. Not :ascertained 2 3.6 

Table 34 - Wouid you, in the future~ ever recommend training .female 
apprentices to another employer? 

No.. (%) 

1. Yes 35 63.6 

2. Depend$ 15 27.3 

3. No 3 5.5 

4. Not ascertained 2 3.6 
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Conclusions: Women Apprentices and Their Fmployers 

The employer-of female apprentices survey findings thus far 

have been useful in providing data: 

1.) To reinforce the project contention that employers are 

positively motivated to assume apprenticeship training 

roles if monetary compensation for the expense of pro

viding training is available; 

2.) To confirm the results of the Fox River Valley survey, 

that prejudice against females as apprentices is likely 

to be minimal in situations where women have already 

been employed; 

3.) To point out the range of motivating factors--most could 

be incorporated by the DAT in any future promotional 

attempts--which have led to apprenticeship employment 

of women. (See Table 28) :; 

4.) To encourage employers to train management-supervisory 

·personnel to be sensitive to the feelings and attitudes 

of individuals breaking employment barriers, whether they 

be females or raciai-ethnic minorities. 

The publicizing of the facts of a.) low fe;,mle apprentice 

drop-out rates; b.) high employer satisfaction with the work and 

training perfonnance of women now rests with women's advocates wherever 

theiy ·exist and with the Division of Apprenticeship and Training as it 

proceeds to pursue the project goals. 
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CHAPTER 7. CONCUJSIONS: WCl,IBN °IN APPRENTICESHIP--WHY NOT? 

The project conclusions are divided to report in Part One, where 

we fot.md resistance to the utilization of women in the system of formal 

apprenticeship employment, what steps have been taken to min:ilnize the 

barriers, and what our recommendations for future actions are. We 'have 

focused our discussions on: 

I. The Apprenticeship Complex, including: 

A. The State pivision of Apprenticeship and Training; 

B. Employers ; 

C. Unions; 

D. Realistically, approachable trades; and 

E. The Expansion of Apprenticeships; 

II. The Pr~-apprenticeship Complex, including: 

A. Public Employment Agencies; 

B. Public Educational Sys_tems; and 

III-. Women Themselves 

In Part Two, we have described the design, ideas, and methodology 

we fot.md to be most effective in carrying out the broad research and 

demonstration efforts to isolate,. analyze, and min:ilnize the barriers 

which exist to women participating in apprenticeship. Recommendations 

are included for the consideration of State Apprenticeship Agencies and 

women's advocacy groups which may wish to conduct similar or related 

projects. 
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PART ONE 

I. lliE APPRENTICESHIP CDMPLEX 

A. Apprenticeship: Supervisory Agency 

In brief, apprenticeships are training agreements contracted 

among an apprentice, an employer or joint apprenticeship committee 

(composed of employer and union representatives) and either the State 

Apprenticeship Agency or the Federal Bureau of Apprenticeship and 

Training. In Wisconsin, the 1911 Apprenticeship Law indicates that 

the state shall supervise the training agreement while the vocational 

system provides related instruction. The training agreement specifies: 

a.) On-the-job training: Component activities and paid hours 

of work; 

b.) Related theoretical instruction: Subject areas and paid 

hours; 

c.) Length of training period; and 

d.) Specified salary increments as the work and training 

progress. 

While observing the system at work, we found there were resis

tances in attitudes and practices at all levels of the apprenticeship 

system which historically had worked against the participation of women. 

Within the Division of Apprenticeship and Training itself, the project 

personnel overcame traditional, institutionalized sexism (reflected in 
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all male -references and male assumptions for apprenticeshi~s in the 

graphic arts, industrial and construction trades) to the degree that 

many of the permanent staff have assumed the project's public educa

tion activities t~ expose the facts vs. the myths of women.. in 

employment. 

The very existence of the Women in Apprenticeship Project' 

housed wit~in the Division of Apprenticeship and Training is signifi

cant testimony to the willingness of the Division's administration to 

incorporate women in the trades through app~enticeship. As the project 

formally concludes, a new 1.IDderstanding among DAT staff members is 

evident in their individual efforts at guiding women into apprenticeship 

and in persuading employers to consider women as apprentices. But 

most do not purport to be advocates of all that the women's movement 

:implies. More manifestly, their activities are tempered by the re

quirement to be acconnnodating to apprenticeship employers while 

attempting to infonn them of the dictates of equal rights laws and 

equal employment in apprenticeship guidelines. 

Therein lies a dilenuna for the Division of Apprenticeship and 

Training brought about.by its dual ftmction: to supervise a voll.llltary 

training arrangement (app~enticeship) and to regulate and enforce equal 

opportunity recruiting and hiring practices which might not be readily 

accepted by empioyers. The legal existence pf the apprenticeshi? agency 

itself relies on the voil.llltary use of the apprenticeship training system 

by employers and joint apprenticeship connnittees. A self preservation 
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factor in the Division might quite naturally inhibit its aggressive 

monitoring or enforcement of the apprenticeship pledge requiring 

employers to recruit from both sexes ~d from all racial groups. 

The clash of the two functions is illustrated in the case of a recent 

DAT reversal of the decision of a regional joint apprenticeship com

mittee in barbering denying a woman an apprenticeship position because, 

''Women are not suitable as barbers." The barbers in question have 

retaliated by supporting state legislators from their.area as they 

propose in the Wisconsin Legislature that training for barbering be 

removed from the jurisdiction of the Division of Apprenticeship and 

Training. 

A tension of dependency is established between employers who 

ultimately may or may not choose to train employees via apprenticeship 

and the DAT which seeks in all programs to insure that industry's 

training needs, as defined by employers and unions, can be met through 

apprenticeship. 

It has been the inclination of the project to insist on imme

diate, active enforcement and monitoring of the equal opportunity 

apprenticeship pledge, adopted in -April, 1972. It is the moderate 

policy of the DAT that more long-range progress occurs by laying a 

foundation among unions and employers through education and persuasion 

rather than through coercion. Having observed dramatic gains in the 

apprenticeship employment of minority males (a tenfold ·increase in 

4 years: from 30 to 300 apprentices), the DAT administrator believes 
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stq11ce of his agency in relation to the recruitment of female 

apprentices . 

Notaqle changes in the Division of Apprenticeship and Training 

have been: 

1. lncluding women in the affinnative action pledge in 

State Plan for :Equal P.mployment Opporttmity in·Appren

ticeship and strengthening the provisions of Federal 

Title 29 (as it applies to affirinative action in 

apprenticeship) to include women; 

2. Changing of apprenticeship job titles so they do not 

reflect sex designations. Examples: Foundry Man to 

Foundry Worker; Radio-1V Repairman to Radio-1V Repair 

Person; 

3. Sensitizing present apprenticeship employers to the 

potent~al contribution of women as apprentices; for 

example, suggesting that retiring plumbers and watch

makers consider passing their trades on to tjie family 

daughters; 

4. Hiring women and utilizing the apprenticeship method of 

training women to become members of the once all maie 
, 

professiona). staff. One W9Jllail is now an apprentice 

Training Representative; another is a Veteran's Specialist; 

mid a third is a Field Representative; 
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5. Omitting sex references from promotional literature; . 

6. Recruiting both high school girls and boys for ·partici

pation in high school career day conferences. 

Recomnendations for the State Division of Apprenticeship and 

Training 

1. That the State Apprenticeship Equal Opporttm.ity Pledge and 

Affirmative Action commitment be routinely and rigorously 

monitored among apprenticeship employers to encourage and 

insure compliance; 

2. That age restrictions in apprenticeship either be eliminated 

or waived to permit more women to.be eligible for training 

opporttm.ities; 

3. That the trend toward breaking down sex stereotyping in the 

hiring patterns of the Division be continued; 

4. That the presently all male, fourteen member State 

Apprenticeship Council, an advisory body to the DAT adminis

trator, include women as representatives of both muons 

and employers; 

5. That especially during years of transition of women into 

the trade: ' __:-0 -ite steps be taken by DAT staff to 

insure women'~ .awarenesj of the regulations and benefits 

governing their apprenticeship agreements; 
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6. That continued efforts be made to "desexigrate". the . 

language of apprenticeship literature; for example, the 

state standards for the carpentry trade as?erts: "A 

sound apprenticeship program for training qualified 

young men has proven to be the only means of attaining 

these (required) skills." 

Reconnnendations for the U.S. Department of Labor 

1. That action be taken to amend Title 29 Part.30 (federal 

regulations governing apprenticeship) to include women 

in apprenticeship affirmat~ve action plans and also in 

the goals and timetables for compliance. 

B. Apprenticeship: Employers 

'Employer acceptance in attitude and practice of the equal capacity 

of women to ftmction in apprenticeship relies on their Imowledge of facts, 

their actual experience, and their rmderstanding of equal employment 

opportunity laws. 

From the comparative· target area employer surveys conducted in 

1970 and in 1973, it is apparent that hiring and training practices are 

changing at a slower rate than attitudes or the expressed tmderstanding 

of federal Equal Employment Opportunity or State Fair Employment 

Practices regulations. Where women were already employed.in a shop, 

a lesser degree of prejudice against them was registered. 
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The 1973 survey of employers of women apprentices revealecl that 

78% thought women were equal (or better) in reliability and production 

when compared with other employees. The Fox River Valley comparative 

employer surveys of 1970 and 1973 showed that about 50% of the manu

facturing employers said there were apprenticeships for which women were 

tmsuited because the work was too dirty, involved heavy lifting, was 

too dangerous or simply involved hard, grinding tasks. Yet,- 65% of 

the employers acknowledged that they knew of women who did work which 

was dirty, messy, involved heavy lifting and required technical abilities. 

To close the information gap, the project aimed at saturating the 

employment conmn.mity with educational materials, having produced and 

distributed: 

1. How About Women?, a brief descriptive brochure which 

questions 11Have you been looking at sex rather than 

suitability?11 
; 

2. Working Women: Fact~- ~. a one page, hard-hitting 

list of myth vs'. fact, especially as they relate to women 

in technical employment; 

3. Never Underestimate the ·Power of~ Woman, a 15-minute 

color film, aimed particularly at employers, presenting 

women successfully at work in non-traditional jobs; 

4. How to Become an Apprentice, a simple guide to the 

apprenticeship occupations and procedures for application. 

183 



854 

Employers are always cautious to weigh the benefits of 

utilizing apprenticeship against the cost of training. During the 

three years (1970-1973) of project activity, Wisconsin MDTA-JOPS funds 

expended to employers of women in training rose from 10% to 40% o_f 

the total. Forty-six percent of the employers who employed women 

apprentices from 1970-1972 had received such funds, and 27% said that 

the availability of the training funds was a.motivating factor in their 

decision to train women apprentices. Since the financial risk is a 

reality, even with the lower than· averag~ dropout rate of women, the 

continued availability of the funds is vital to the employer whose 

participation in a training program is otherwise not feasible. 

Some large employers in the tool making and automotive industries 

for whom funding is not a major consideration, have expressed frustration 

with not finding women applicants in competitive numbers when they have 

sought candidates for trainee positions within their plants. The pro

ject has urged inplant campaigns to publicize apprenticeship openings 

and to sensitize management and supe_rvisor:y personnel tp the social and 

psychological pressures which might discourage qualified women from 

breaking out of lower paying, traditionally female job slots to compete 

for higher salaries and skilled training. 
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Reconnnendations for Pmployers 

1. That supervisory personnel be trained to help overcome the 

social and interpersonal resistances which may make the 

integration of women in the labor force a strain on the 

pioneering women ruid on their co-workers. 

Recbrnl11endations for the U.S. Department of Labor 

1. That legislation be designed which would result in financial 

support to employers to compensate for training costs. 11ie 

subsidy could talce the fonn of a tax rebate or of "redeemable 

tokens" to be assigned to the target population, "perhaps 

minority females, whose employers would qualify for training 

funds as the women were hired. 

2. That the U. S. Department of Labor carry out a promotional 

campaign aimed at educating labor and management on dis

criminatory patterns that might exist in their collective 

bargaining agreements. Such a procedtrre should be conducted 

to avoid costly, inevitable lawsuits. 

C. Apprenticeship: Unions 

Closely related to the hiring practi~es among employers are the 

apprenticeship stipulations within tmion bargaining agreements. 

Specifically, inplant posting, seniority regulations, and preference 

given to applicants who have survived heavy and demanding ''bull work" 

(which, in most cases, has no· bearing on the ability to assume an 
'\ 
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apprenticeship) .have all had the effect of perpetuating access 

discrimination. 

Regrettably, the project did not conduct extensive surveys or 

interviews with tmion members or leaders, but relied heavily on par

ticipation in trade tmion c~ferences and workshops sponsored by the 

University_. of Wisconsin School for Workers, to disseminate information 

and solicit support for the project goals. The prqject gained notable 

organized labor support when the State Cotmcil of .AFL-CIO tmions 

publicly supported: 

a.) the National Equal Rights .Amendment; 

b.) a tmiform state maternity leave policy; and 

c.) since 1970, the annual convening of a State AFL-cto 

Women's Conference. 

The AFL-CIO Wisconsin.Women's Conference reflects the concern of tmion 

women for addressing basic issues of equal pay -for equal work and for 

equalized training opporttmities where they are employed. This organi

zation is pledged to the goals of a more equitable integration of women 

into the work force. 

Reconunendations for Unions 

1. That teams of labor and management representatives assume 

an education function among bargaining agents to insure a 

knowledge of Equal Employment Opporttmity laws. The 

activities, if kept within an information disseniination 
\ 
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realm, would not be threatening in intent but, rather, 

would focus on eliminating. for unions and employers, the 

possibilities of incurring costly law suits. 

2. That coalitions of union women seek to expose and eliminate 

sex discrimination practices where they exist. 

3. That unions routinely grant waivers to the rigid inplant 

posting and seniority rules so that apprenticeship affirm

ative action pledges can be realized in•occupations and 

plants where no women have been previousiy employed. 

4. That age limitations for trainee positions be waived for 

qualified female candidates since it is still true that 

most women turn to apprenticeship opportunities after 

marriage and childbearing· and, consequently, are beyond 

the cut off .age for most higher paid, construction 

apprenticeships. 

D. Apprenticeship: Realistically Approachable Trades 

The project's demonstration efforts were concentrated in 

Wisconsin's Fox River Valley, a target area where there is a high con

centration of apprenticeship employers. Among possible "starter" 

employers for the integration of women apprentices, the construction 

industry was eliminated as a first choice early in the tenn of the 

project. The decision was based on: 
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a.) ·the high percentage of laid off cons~ruction workers-

an 18% decrease in employees in 1970; 

b.) the length of the joint apprenticeship committee waiting 

lists of those requiring placement--over 100 on the 

electricians' lists in many parts of the state; and 

c.) the simple fact of an anticipated higher degree of 

tradition-based bias among the construction contractors. 

and imions. 

Larger manufacturing plants, machine tool companies, paper mills, 

were not approached directly, other than through the Fox Valley Survey 

of employer attitudes. The inplant posting and seniority requirements 

for a~prenticeship application in those plants required some basic hiring 

changes , or changes in the union bargaining agreements . Therefore, the 

project selected smaller, non-unionized trades as "starters." Tire

retreading ::µid auto-body reconditioning were among the first trades in 

the target area to accept project suggestions that women be apprenticed. 

In both occupations, the two females who were referred by the project, 

although demonstrating on-the-job capabilities, had personal, psychological 

and social problems for which the project made referrals to social service 

agencies. The television repair industry and the graphic arts, including 

photographic processing and lithographic stripping were receptive to 

inden~uring female apprentices. 

As important as which trades could be "starters," is the con

sideration of the state of the economy. Ideally, a focus on placement 
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of women should coincide with at least a stable or acceierated period 

of economic growth. The project experience, in tenns of receptivity 

of employers and actual availability of positions was definitely 

affected by the lagging economy from 1970-1972. Citing an overall 

apprenticeship enrollment decline from 8,781 in 1970 to 7,433 in 1972, 

the project notes that women involved in formal training held relatively 

steady (393 in 1970; 382 in 1972), with a decline in cosmetology and 

a marked increase in the range of trades where women are apprentices. 

Recommendations 

1. Small shops in either the graphic arts or manufacturing trades 

preferrably non-tmion, may be most r.eceptive to training. .. ~ 

women apprentices. 

2. 'Tiu:!-t government agencies expect higher placements of women 

during periods of economic stability or growth. 

E. Apprenticeship: Expansion 

The project detennined that the apprenticeship system could be 
' applied to occupations where perfonning practicai tasks, combined with 

theoretical related instruction would lead to competency in a.skilled 

work process. From that assumption came the idea that not only were 

women l.lllder-utilized in the apprenticeship work force, but so, too, was 

the apprenticeship method of training l.lllder-utilized in the education 

and employment l.llliverse. While studying the feasibility of bringing 
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women into existing apprenticeships, the project also attempted to intro

duce the concept of fonnal on-the-job training to fields where women were 

already engaged in skilled work. 

One probable effect of the expansion. of the apprenticeship system 

to areas where women are traditionally employed wi11 be to more firmly 

fix apprenticeship and females together in the public mind and thereby 

facilitate a crossover to the male dominated traqes. Hence, were 

launched the day.care and health occupation experiments as well as the 

project investigation into the Dictionary of Occupational Titles skill 

code ratings for female dominated trades. 

The project concludes that the absence of females from the ranks 

of apprenticeship field representatives has implied a lack of familiarity 

by the totally male apprenticeship staff with primarily service occupa

tions which might be recognized as being apprenticeable. Although the 

day care apprenticeship, with 80 enrollees and 35 employers, is func

tioning on a statewide basis, the health occupations, with implied cre

dentialling complications, remain largely "beyond the pale." 

Recommendations to the U.S. Department of .Labor 

1. That apprenticeable occupations be expanded to reco~ize 

more trades where women have been traditionally employed-

the child care and health related occupations. 

2. That statewide model apprenticeship programs be created, 

perhaps in the nurses' aide, laboratory technician and 

medical records technician trades to compare the com

petency results with other existing modes of training. 
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II. nIB PRE-APPRENTICESHIP C(M>LEX 

A. Employment Agencies: Wisconsin State Employment Service and 

Work Incentive Program 

Both the Wisconsin State Employment Service and Work Incentive 

Program play crucial roles as referral and vocational guidance sources 

for women in the job market. In its first year, the project discover~d 

that both agencies categorized their job listings into ''men's jobs" and 

''women's jobs" and that employment cotmselors on the whole were tm

familiar with apprenticeship as an employment option. WIN Program staff 

in Madison and in, the target area expressed a willingness to harmonize 

project goals for information dissemination and placement of women in 

apprenticeship with their own agency priorities. However, high staff 

turnover and the urgency to make ntnnbers of placements without regard to 

training and earning potential has limited WIN cooperation throughout the 

state. 

Within the State Department of Industry, Labor and Htnnan Relations 

the questions of the validity of Dictionary of Occupational Title codes 

to fornrulate training funds; the absence of a tmifonn state maternity 

leave policy, and internal hiring and promotional practices of state 

government as they relate to women, were all challenged by the project. 

Marked changes which have taken into accotmt Women in Apprenticeship 

suggestions are: 

1. Removal of sex designations from job titles recognized by 

the State Department of Industry, Labor and Htnnan 
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Relations, ana used in the Employment Service; 

2. Creation of an apprenticeship liaison position in each 

Employment Service office in the state to bridge the 

apprenticeship infonnation gap; 

• 3. Staff training sessions held in all Employment Service 

districts, specifically aiming at sensitizing counselors 

to sex stereotyping attitudes anq. practices, as well as 

exposing the myths vs. the facts of women in employment; 

4. Cooperation with the WIN state administration to exchange 

apprenticeship and WIN personnel so that each agency can 

focus on eliminating sex stereotyping from its ftmctions; 

5. Funding by the U. S. Department of Labor of a Wisconsin

based project to study and recorrunend changes in the 

Dictionary of Occupational Titles skill complexity ratings 

for health and chil~ care related occupations; 

6. Sponsorship by the U. S. Department of Labor of a maternity 

leave study to research the benefits to women and costs to 

employers of insurance payments and job reinstatement for 

pregnancy or childbirth reasons to women workers; 

7. Initiation of an Intergovenunental Personnel Act project 

to study the career patterns of women in state service. 
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Reconmendations for State Agencies 

1. That apprenticeship placements be recorded on WIN and WSES 

records as bonafide employment referrals. 

2. That WSES and WIN administrators examine the effects of 

their striving for quantity of placements on the quality 

of non-stereotyped service to women applicants. 

3. That WSES continue serious monitoring of promotional literature 

to remove gender specific materials and references. 

Recommendations for U. S. Department of Labor 

1. That the Department of Labor focus on re-examining the skill 

complexity rating hierarchy as it has been applied in the 

Dictionary of Occupational Titles to jobs traditiorially 

filled by women and that sex specific job titles be removed 

from the 1976 edition of the Dictionary of Occupational Titles. 

2. That an extension of the present Dictionary of Occupational 

~project be ·sponsored to analyze thff clerical and 

nursing fields, and to provide technical assistance to the 

WIN program. 

B. Educational Systems: Public and Vocational Schools 

The far-reaching, pervasive influence of the public education 

system on the socialization and ultimate career choices of women is 

acknowledged. The project attempted to be a source of infonnational 

material for the schools and to broaden the mderstanding of guidance 
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coiJnselors of new and non-traditional options for women. Familiarity 

with several high schools through frequent showings and discussions of 

the project film, Never Underestimate the Power of-~ Woman, along with 

speeches and workshops have led the project to suggest changes so that 

pre-apprenticeship tracking and exposure to a wide variety of technical 

classes are not solely the option of male students. Even though their 

total participation in technical and industrial courses in Wisconsin 

is ten times as great in 1973 as it was in l:970, young women still con

stitute only 1.5% of the public school enrollment in pre-apprenticeship 

classes . Enlightened guidance cotmselbrs and teacher encouragement is 

an obvious prerequisite to enrollments of jtmior and senior high school 

girls in technical and industrial classes. Increased enrollments, alorig 

with an anticipated decreased social stigma, will tmquestionably result 

in the more ''natural" assimilation of yet.mg women into the apprenticeship 

trades. 

Likewise, the vocational system, both in the sense of providing 

pre-apprenticeship, technical classes and in offering the technical 

related instruction for the apprenticeship trades, has been contacted 

by the project to trace any trends toward enrollment of women and to 

aid in the development of a complete.related instruction for the newly 

apprenticeable day care teacher program. 

School system changes related to the Women in Apprenticeship 

Project have been: 
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1. Opening of the fonner Milwaukee Boys' Technical High 

Schoc:,l to girls and changing the name to Milwaukee 

Technical High School: 

2. Eliminating all sex· designations from the Wisconsin 

Instant Infonnation on Education and Work vocational 

guidance materials; 

3. Increased emphasis on presenting non-biased vocational 

career infonnation at high school career day conferences; 

4. Vocational system cooperating throughout the state in 

providing related instruction for newly apprenticeable 

occupations, particularly for "day care teacher" 

apprenticeships; 

5. Development, by the University of Wisconsin Extension, 

of a pilot teacher training course, "Sex Stereotyping 

in the Public Schools" attended by 50 teachers in its 

first semester. 

Recommendations for Educational Systems 

1. That all gender references in occupational guidance tools 

be eliminated. Nationally, the computerized vocational 

information system, known as Vocational Infonnation ~ 

Education and Work should be reviewed for sexist references. 

2. That teachers and counselors be «;mcouraged or required to 

participate in human relations courses which include 
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facts on the damaging effects of sex stereotyping. 

3. That public schools make pre-apprenticeship training and 

apprenticeship occupational infonnation available with 

equal promotional efforts to both boys and girls. 

4. That a study be done of what students, teachers and 

counselors do and do not lmow about labor market limi

tations and opportunities and that the•results be incor

porated into a guidance course curriculum and film aimed 

at dispelling high school myths and portraying attractive 

role-models for non-college bound girls. 

5. That the promotional literature of the state vocational 

system portray both male and female models in non

stereotyped occupations and that visible efforts be made 

to infonn women of opportunities to enroll in technical 

and industrial courses. 

6. That an apprenticeship film or video tape for use in 

junior and senior high schools be produced. Such a film 

focusing on affinning occupational options should be devoiq 

of stereotyped expectations which have limited male and 

female career choices in the past. 
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III • WOMEN 'IHEMSELVES 

The first two years of the Wisconsin project showed that women' 

seek skilled training, job satisfaction and security through their 

apprenticeships, with 76% of those who began apprenticeship since 1970 

reported as graduated or continuing at the conclusion of the first phase 

of the project. The low female dropout rate of 24% (compared with a 

male dropout rate in Wisconsin of 44%--50%) strengthens the project 

hypothesis that women do not represent a higher employment risk than 

males in skilled trade training programs. 

The attractiveness of apprenticeship to women who, of economic 

necessity, must work is pointed out by the 37% of the participants who 

are heads of households and the 59% of the 42 who were AFDC '!-"ecipients 

before becoming apprentices who were able to be free of welfare pay

ments· after they became apprentices. 

can the tendency toward women not applying for apprenticeship be 

reversed? This most pervasive of all the barriers encountered was 

attacked primarily through infonning union women; infonning the public 

schools; helping to open up to females the pre-apprenticeship training 
) 

facilities in Wisconsin's only technical high school; publicizing through 

news articles apprenticeships for women as a project goal; ·distributing 

quantities of apprenticeship and women in employment +iterature to indi~ 

viduals and women's groups; and encouraging and persuading high school 

girls to broaden their vocational choices. If the tendency has not been 

reversed, at least some changes are visible in the cases of females now 
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applying to become pltnnbeTs, electricians, carpenters, painter_s and 

tool makers. 

There is evidence of progress, but the socialization of women, 

we concede, is a "cradle to grave" process in which changes will occur 

\ gradually. In Wisconsin, the foundation for application and entry into 

the trades is laid, but producing numbers of qualified candidates re

\mains to be done. The burden of change cannot ·be thrust upon girls
\ 
and women alone. Recognizing the changing roles -within families, coming 

into contact with more enlightened teachers and gui~ce counselors, 

increasing exposure to more trade and craft skills, being received by 

employers as individuals with equal job options--all must contribute 

to a strengthening of the self image of women so.that they can be more 

readily and equitably utilized in the full work force. 

Women who are in the job market currently, or who are organized 

in unions or advocacy groups can, however, take measures to improve 

their own status and to help widen the job futures of others. 

Recommendations to·women 

1. That women themselves, with the assistance of public employ

ment agencies, challenge existing discriminatory hiring and 

employment practices. Both federal and state equal oppor

tunity laws, as well as specific apprenticeship rules, 

eliminate sex designation as a basis for hiring. Such 

suits, if valid, cari have significant social repercussions 
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as in the Fox River Valley where, for example, a manu

facturing company which was sued by EEOC in another state. 

for sex discrimination in hiring and promoting practice 

has actively recruited its first female apprentice in 

Wisconsin. 

2. That women organized within labor nnions, by encouraging 

women applicants and bargaining for management training 

to be receptive to the reality of women trainees, act as 

advocates for the integration of women into apprenticeship 

positions in the skilled trades. 

3. That national, state and local women's organizations con

tinue to emphasize the soci~l and economic need for 

recognition of women as individuals whose sex neither 

qualifies nor disqualifies them from deserving and demanding 

equal employment earning and training opporttmities. 

Recommendations to the U.S. Department of Labor 

1. The strongest recommendation derived from project observa

tions is that an apprenticeship outreach experimen,t should be 

structured to develop a technique of moving women in greater 

numbers toward job security--work skills and personal ful

fillment through apprenticeship in a trade. Such an out

reach project might have some key advantages that the 

Wisconsin Women in Apprenticeship Project did not: 
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a.) It could have a cross-agency identity of sponsorship-

for example, DAT--WIN--Vocational School--AFL-CIO 

Women's Organization. 

b.) It could concentrate oil one population of females; 

for example, WIN enrollees; high school students in 

a given area; American Indian women. 

c.) It could provide pre-apprenticeship coaching-training 

in necessary application skills. 

, d.) It could provide follow:-up cotmseling once placem~nts 

were made. 

In effect, it could fimction with nmch the same techniques and 

motivation through which the LEAP programs in Wisconsin have increased 

the minority male participation in apprenticeship training from 30 to 300 

in four years. 

The project sponsors and staff are in agreement that each of the 

concluding recommendations, if accepted, could contribute significantly 

to national efforts to remove layer upon layer of employment--economic 

inequities affecting women and specifically deterring women from freely 

participating in apprenticeship. 
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PART '!WO 

MEIBODOLOGY AND PROJECT OBSERVATIONS ABOUT OURSELVES 

1. We met less resistance when personal diplomacy was combined with 

observing and acting on th~ internal politics of an"institution. 

It was important to size up an agency, for example, the WIN 

Program,'to identify and cultivate the support of those who would 

be most receptive to the project goals. Where such personal, sup

portive contacts did not exist, the project's efforts were thwarted, 

as in the case ofexpanding apprenti<:=eships in the health occupations. 

Reconnnendation 

That future similar projects have a degree of cross-agency 

sponsorship and staff representation to enhance cooperation toward 

connnon goals. 

2. We were able to ·achieve public interest in the work of the project 

through having regular widespread news coverage for our activities. 

In addition, being personally available statewide for informational 

presentations to tmions, employer groups, women's groups (League of 
.. 

Women Voters; American Association of University Women; and the 

Wisconsin Women's Political Caucus) was a high project priority. 

Rccommcnclation 

That future similar projects also publicize their goals and 

\ 
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functions through keeping a few key reporters from major news media 

regularly infonned.. That the investment in staff time for such 

activities be acknowledged in the research expectatio~s and fundings. 

3. The more the project extended its activities· into already existing 

channels for dissemination of information, the more widespread be

came women's interest and participation. Serving as a consultant, 

for example, to tmion training programs conducted by the Wisconsin 

School for Workers for two years, has ailowed the project access to----- • . 
htmdreds of tmion rank and file men and women who are most receptive 

to new information and trends. Taking advantage of the newsletter 

of the University of Wisconsin Extension has periodically placed 

project-apprenticeship information in the hands of 3,500 women. 

Using the information dissemination network of the State_Department 

of Public In?truction, the project reached all 459 high schools in 

the state wi,th three editions of ''Women in Apprenticeship News 

Postings." 

Reconunendation 

That future projects consider and contact early those groups 

whose established networks of conuntmicatiori could be shared. 

4. When sources of information were non-available or incomplete, the 

project generated its own women in employment--apprenticeship 

related materials. The project film, Never Underestimate the 
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Power of~ Woman, is requested nationall~ far in excess of its 

availability. In Wisconsin, the film is regularly used in coun

seling enrollees by the Work Incentive Program, in training public 

school and parole officials by the University Extension Center for 

Connmmity Leadership Development; and in the Wisconsin State 

Employment Service ·staff development sessions provided by the 

Women's Employment Specialist in the Bureau of Corranunity Services, 

Division of :Equal Rights, Department of Industry, Labor and Human 

Relations. 

Recommendation 

The project reiterates .its contention that a similar high 

quality film depicting women performing trade skilled work should 

be made, aiming the style and narrative at young women whose early 

career choices could be affected by undoing the sex stereotyping 

in their view of the world of work. 

5. Wisconsin Women in Apprenticeship Project staff and sponsor member

ship of such committees as the Governor's Commission on the Status 

of Women, and the State Day Care Advisory Committee to the Depart

ment of Health and Social Services has served to extend the influence 

of the project beyond the sponsoring agencies, the Division of 

Apprenticeship and Training and the University of Wisconsin Extension. 

For example, visible gains over existing barriers in relationship to 

the vocational information available in the public schools, and the 
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issue of veteran's apprenticeship training benefits accruing to. 

wives , widows and orphans of veterans were J!llide through the dual 

intervention of the project and the Governor's Conunission on the 

Status of Women. Assignment of the project coordinator to repre

sent th~ Department of Industry, Labor and Human Rela:tions on the 

State Day Care Advisory OJmmittee to the Wisconsin Department of 

Health and Social Services has helped the day care apprenticeship 

program to achieve statewide recognition among parents, educators, 

and day care providers as an effective child care personnel train

ing program. 

Recommendation 

Similar projects which might be undertaken within apprenticeship 

agencies would increase their effectiveness and influence through 

collaboration with established women's advocacy groups such as the 

Governor's or Legislative Conunission on the Status of·Women in 

their respective states. The contact should be made early and should 

continue for the duration of the project. 

6. The geographic separation of the project sponsors and coordinator 

in Madison from the sole project field representative in the target 

area was a distinct disadvantage in concentrating on any single goal 

at any one time. The tendency of' the ·coordinator's scope of analysis 

and planning, taking into consideration :the whole state, while the 

isolated field representative was limited to a defined geographical 
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area is cited by both &s a deficiency they could not resolve. 

Occasional face to face contact and periodic phone conversations 
I 

were not sufficient to satisfy either that she was working as an 

infonned member of a team. Their frustration is reflected in 

their. frequent plaint, "It's a lot of work for two people." 

RecOJJDnendation 

That advantages of isolating a target area be carefully 

weighed in future projects; that, if ~here is more than one 

researcher, they be situated so as to offer·support and con

sultation to each other. 

7. The design of ·the project having a dual research-demonstration 

thrust provided an uneasy course for the staff of two, with a 

tension existing between the sometimes abstract (research) and 

sometimes direct (demonstration) goals of the project, and the 

on-going, practical functions and priorities of the DAT. We 

were provided every courtesy of full-time staff personnel, yet 

often because of our commitment to change, we assumed th~ role 

of devil's advocate, and in our criticisms, seemed to be ''biting 

the hand that feeds;" occasionally, in the minds of some per

manent staff, including female secretarial staff, we were rele

gated to the lunatic fringe of the women's liberation movement, 

concerned more about the formalities of language ("journeyman" 
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or "journeyperson"?) than with promoting women based on their equal 

abilities and potential.. We were never victims of maliciousness 

and, hopefully, we never behaved Jn?-liciously, but we knew where 

there had to be gentle clashes if we wanted apprenticeship's help 

whil~ we rocked apprenticeship's boat. It was relatively painless 

for a third staff (albeit part time) female to become integrated 

into the Division after so much pioneering effort among male 

Division staff by the original project coordinator. 

Recommendation 

That females sensitive to and knowledgeable of the facts ~-

the myths of women's past, present and potential employment con

tributions be engaged in apprenticeship projects which will serve 

to enhance the possibilities for females to gain a fair share of 

the apprenticeship/employment pie. Such females should expect and 

be prepared to be challenged in their motives and activities by both 

males and females in _or out of the sponsoring agency. 

It has not been our conscious purpose to highlight.our successes 

and to minimize our shortcomings in this report. We wanted to relate 

what we did and to convey a genuine fieµse of optimism as we pass the 

project question, ''Women in Apprenticeship--Why Not?" on to other 

states and to concerned women an~ men, whose responses may make a 

difference. 
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APPENDIX A 

BACKGROUND APPRENTICESHIP SitlDIES 

,• 

.1. Thomas A. Barocci, The Drop-out arid the Wisconsin Apprenticeship 

Program: ~ Descriptive and Econometric Analysis, the Industrial 

Relations Research Institute, the University of Wisconsin, Madison, 

Wisconsin, 1972. 

2.. Alfred S. Drew, Educational and Training Adjustments in Selected 

App~enticeable Trades, Vol. 1 (Lafayette, Indiana: Purdue Research 

Foundation), Purdue University, 1969. 

3. David Farber, ''Apprenticeship in the U.S.: Labor Market Forces 

and Social Policy," Research in Apprenticeship Training, Proceed

ings of a Conference, (Madison, Wisconsin: The Center for Studies 

in Vocational and Technical Education, University of .Wisconsin, 

1967. 
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APPENDlX 1· 

NEVER '!)NDERESTIMATE TI-IE POWER OF ~ WCMAN 

Partial List of Project Film Showings 

University of Hawaii - 1971 - to U.H. counselors, Employer Service 
Coimselors, High School counselors, U.H. Continuing Education; 
three purchased copies of the film for wider showing through
out the state. , 

Interstate Association of COI11111issions on Status of Women - 1971 annual 
conferen.ce m st-:-Louis. - --- - --

Middleton (Wisconsin) High School - 1971 - Students, teachers, counselors. 

AFL-CIO Women's Conference - 1972 (Wisconsin) 

Governor's Conference (Wisconsin) on Vocational Education - 1971 or 1972 
Milwaukee, Wisconsin. -

Great Plains Manpower Advisory Council - 1972 - Des M:Jines, Iowa (Five
-- state council) . 

NOW (National Organization of Women) - 1972 - Midwest Conference on 
- Employment Opportunities for Women, Chicago. (300 women from 

labor and professions). 

Urban Research~- - 1972 - National Affinnative Action Conference, 
-- chicago. 

Wisconsin High School Guidance Counselors State Convention - 1972. 

Drake University (Iowa) - 1971 - Continuing Education of Women Conference 

NOW - 1971 or 1972, Ames, Iowa 

NOW - Buffalo, New York 

NOW - 1972 - Seven State Midwest Conference, Chicago. 

National Vocational Guidance Association on Vocational Training for 
Girls and Women - July, 1973 - Boone, North carohna (people 
from 2Zstates). 

National Personnel and Guidance Association - 1973 - San Diego arui St. Louis 
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Wisconsin State Apprenticeship Conferences - 1971, 1972, 1973. 

Ball State Universit~ (Mtmcie, Indiana) - 1971 - Continuing Education 
• ~ Women Con erence. 

Wisconsin Power and Light Co. - 1973 - Affinnation Action for Service 
Trammg -=-several sessions. 

Center for Comnnmity Leadership Development - UW Extension; uses it 
often m human relations workshops. 

Copies for rental and purchase are available from: 

BAVI (Bureau of Audio-Visual Instruction), P.Q. Box 2093, 
Madison, Wisconsin 53701; (608) 262-1644 

Women's Bureau of U.S. Labor Department, Washington·, D.C. 
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APPENDIX C 

WOMEN Ia THE TRA!)J;s : 

FOX RIVER VALLEY SURVEY (SPRIHG 1973) 

l. How many non-office employees do you have now? 

2. How many of these are women? 

2.a. How many apprentices do you have? 

SKILLED 

'3) What skilled "blue collar" occupations are there in your plant and 
how many women and how many men employees do you have in each? 

Skilled "Blue Collar" Occupations No. of Men No. of Women 

SBrU-SKlLLED OR UHSKILLED 

4. Do you have any semi-skilled or unskilled "blue collar" 
oc~upations in which you employ? • 

Occupation No. of Nen No. of Women 

a. Men and Women 

b. Men Only 

' 

c. Women Only 
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i5. On the whole, clo you find that men and women make equally good 
employees in the shop, or is this not the case? 

Equally good Not the case Depends 
(to question 6) 

s.a. Why do you feel this way? 

6. With respect to the specific aspect of work that I will read, do 
you think that men are better, there is no di£fer-ence, or that 
women are better? 

Hen No Women 
Better Difference Better 

~• First, production ........... . 

6b. Absenteeism ............ , .... . 

6c. Turnover ..............•....... 

6d. Ability to get along with 
fellow workers .............. . 

6e. Wiilingness to accept 
supervision ................. . 

6f. Acceptance of various work 
conditions .................. . 

6g. Making constructive 
suggestions for production 
improvement ................. . 

(Write any further comments here) 
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MALE SUPERVISORS 

7. How many male supervisors ao you employ? 

8. How many of your male supervisors supervise men only? ___ 

9. How many of your male supervisors supervise women only? ___ 

Are there any sections or occupations for which you prefer men 
supervisors? 

Yes No 
(to question 11) 

l0a. What are these? 

Sections or Occupations 

l0b. Why do you prefer men supervisors for these occupations? 

WOMEN SUPERVISORS 

'.hr. How many women supervisors do you employ? 

None __(Number) 
(to question 12) 

lla. How many of your women supervisors supervise men only? ___ 

llb. How many of your women supervisors supervise women only?__ 

llc. Do your male workr:,rs accept women supervisors as well as 
they accept men s)·11pervisors? 

Yes Depends No 

213 



883 

-4-

lld. Do your female workers accept women 
they accept men supervisors? 

supervisors as well a

Yes Depends No 

lle. Are there any sections or occupations for which you prefer 
women supervisors? 

Yes No 
(to question 12) 

llf. What are these? 

Sections or Occupations 

llg. Why do you prefer women supervisors for these occupations? 

.1.:..• Have you had a woman applicant for an apprenticeship in the past
five years? 

Yes No 
(to question 13) 

12a. Was she already employed by you? 

Yes No 

l2b. Did she meet your qualifications? 

Yes No 

12c. In what trade? 

12d. If no, why not? _____________________ 

12e. What trade _________________________ 

l2f. Did you hire her as an apprentice? 

Yes No ___ 
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12g. Did she ~omplete her 
training? 

1211. Wny didn't. you hire her? 

Yes 
(to ques. 13) 

No 

Why not? 

tl.3,1 Are there any apprenticeable occupations in which you would 
hesitate to consider a woman? 

Yes No 
(to question 14) 

13a. Which occupations are these?_________________ 

13b. l'lhy?___________________________ 

l!.4~ Are there any jobs in your shop that no woman could possibly do? 

Yes No 
(to question 15) 

14a. Which jobs? 

14b. Why not? 

--1-_5 J) Why do you think there are so few women in the skilled trades? 
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lG. l,re there any skille<.l trades that you 'l.1ink women might be par
ticularly suited for? 

Yes Depends No 
(to questlonTI) 

16a. What would these skilled trades be? 

1Gb. Why do you think women would do well in these trades?____ 

Have you had any difficulty filling any apprenticeship openings 
with good quality candidates? 

Yes ____ No---~
(to_question 18) 

17a. In what occupations have you had difficulty? ________ 

17b. What do you feel are the reasons? ______________ 

lRJ Have you had any difficulty filling any skilled job openings? 

Yes No ____ 
(to question 19) 

18a. In what trades has this happened? 

18b. What are the reasons, as you see it? 
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Woulcl you c.:onsidei:- hii.-ing a :;killed ;10;:;--.n if she were available 
for a 6-hour day, 30-hour week? 

Yes No 

19a. Or par-.: time? 

Yes No 

20. Where do you get your apprentice applicants? .. (anywhere else?) 

·21i When you have an apprentice opening, do you first advertise it to 
inplant employees? 

Yes Depends No 

/2f Do you post apprenticeship .openings on company premises? 

Yes Depends No 
(to question 23) 

Do you post these openings where both production and office 
employees may see them? 

Yes No 

22hi Do you post them where both male and female employees may 
see .them? 

Yes No 

23. Approximately how old are your apprentices when they start? 

18 - 24 25 - 30 31 - 35 Over 36 

0.4J What is the maximum age for which you will accept apprenticeship 
applicants? 

___(age) 

25. Would you extend this age limit for ... 

25a. Veterans? Yes No 

25b. Women who have completed their families? Yes No 

25c. Employees? Yes No 

25d. - Anyone else? (who?) l~o 
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26\. a. Do you ha\',) any women doing jobs in your plant that: 

b. Do you know of any woman doing jobs elsewhere that: 

26a. 26b. 
IN YOUR PLANT ELSEWHERE 

Are "d:i.rty" ...........•..... 

Are "out in the-elements" .. . 

Are noisy ..........- ...... . 

Are '1mess:r•" ................ . 

Work with dangerously 
hot materials ............ . 

Involve lifting............ . 

Precision work ............ . 

Have irregular hours 
(or shifts) ............ . 

Require mechanical aptitude, 

Require mechanical skill 
and experience........... . 

Require technical ability .. 

·'-7i Did you (as an individual) respond to this survey in 1970? 

Yes No 

28. Do you have any further comments or suggestions? 
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APPENDIX D 

HOW TO BECOME Al~ APPRENTICE 

' 
An apprenticeship is a job with a built in formal training agreement 
involving both on-the-job training and related classroom instruction 
relevant to that job at the local vocational school. 

An apprentice earns while he/she learns. The term of apprenticeship may 
vary from 2 to 5 years but this is not unpaid time for an apprentice 
receives wages and regular raises. Wages in the various trades vary. 

STEPS 

1. The procedure varies from trade to trade, town to town. 

The first step is to select a trade. 

There are currently 370 apprenticeable occupations. A list of 
these may be obtained from the Division of Apprenticeship and 
Training, 201 East Washington Avenue, Madison, Wisconsin 53703 or 
from the Wisconsin State Employment Service. New occupations are regularly 
approved. The criteria for approval is ·the level of skill of 
the job and course work and the presence of a skilled worker (journeyman) 
to teach and supervise. 

2, Remember, looking for an app~enticeship is like looking for a job. 

The second step is to contact one of the following: 

JOINT APPRENTICESHIP CO!!MITTEE (JAC) 
If you want an apprenticeship in the construction trades, you 
would usually contact the JAC of the trade. This conunittee 
keeps a waiting list of those applicants who have passed the 
tests and interviews, Look in the Yellow Pages to find the 
appropriate craft union or labor temple and ask about the JAC. 

EMPLOYER 
You would usually apply directly to the employer or the personnel 
office. Apprenticeship openings are sometimes listed with the 
Employment Service, vocational school or the help wanted column 
in the newspaper. 

Large industrial plants often have a bargaining agreement with the 
union that makes apprenticeship open only to workers already 
employed in their unskilled labor pool. 

Often the best chance to obtain an apprenticeship is to find an 
employer willing to hire you and then persuade him afterward to 
eive more skilled training, 

Chances to become highly skilled workers in the various trades are a premium 
even in times of full employment--there are almost always more applicants than 
openings--and a young person may have to look hard to find an opportunity or 
have to wait for ·it, but it's worth it! 
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APPENTiiX E 

ARE YOU LOOKING AT SEX INSTEAD OF SUITABILITY? 
Oo11't risk your chance of success 

AS M; EMPLOYER ASA WORKER 
by limiting ... 

yo• - pool of training candidates your choicC of a career 

because of outmoded myths about 
"men's work" or "women's 
ability"... 

never underestimate the 
judge workers as individuals power of a woman 

cnntact 
Department of Industry, Labor 

and Human Relations 
Apprenticeship and Training 

Division 
P.O. Box 2209 

Madison, Wisconsin 53701 
(608) 266-3331 

how 
about 

221women? 
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DID YOU 
KNOW... 

31 million women are employed, yet 
two-thirds are in dead end, menial 
jobs? 

40% of all emplo.ved women have no 
husbands? 

Half of all employed women earn less 
than $4 ,450? 

10% of all families are headed by 
women? Half of these live in pov
erty? 

Women with college degrees earn 
about the same as men with• grade 
school educations? 

The wife's earnings often lift the 
familiy above the poverty level? 

The high cost of welfare, with the 
dramatic increase in families on 
AFDC, might be cut. if more 
women received skilled training? 

TODAY'S 
TRENDS 

The trend is toward greater sharing of 
work and leisure. 

MEN are entering the labor force later 
because of longer schooling and 
they also are retiring .earlier than in 
the past. 

The average work week is growing 
shorter.• 

WOMEN are working in larger num
bers and are a greater proportion of 
the work force than ever before. 
Nine out of ten young women will 
be employed some time in their 
lives. 

Employment of MEN has increased by 
7.8 million since 1947 -- and em
ployment of WOMEN by 13 mil
lion. 

Women are now more than one-third 
of the work force. 

"MEN'S JOBS" 
AND, "WOMEN'S 

JOBS" ARE 
GOING THE 

WAY OF THE 
DINOSAUR... 

Thnre are now MEN 
librarians 

social workers 
teachers 

nurses 
cosmetologists 

dental hygienists 
secretaries 

There are now WOMEN 
mechanics 

carpanters 
machinists 

operating engineers 
watchmakers 

barbers 
basketball coaches • 
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APF.Ei-i"Di.: ;· 

Learning and Earning: Wisconsin Women in Apprenticeship* 

INTRODUCTION 

Everyone needs to be able to make a good living. But you don't have to go to 
college to do it. One way to gain job security and an interesting life is 
through apprenticeship. 

As an apprentice you earn money while you learn a valuable skill. Your 
employer pays you for your work, and pays for your education too. You come 
out of your apprenticeship with a "ticket" to a good job almost anywhere, 
since the journeyperson rating which you receive after successfully completing 
your apprenticeship, is widely recognized as testimony to good job perform
ance and skill. 

More and more, young women of today are realizing life alllost always includes 
work, even though it may include 11111rriage. Most young WOiien, in fact, will 
work at least 25 years of their lives, according to Department of Labor fig
ures. 

If married, you may wish to earn a good salary to help supply some things 
American families need today--including a good education for the children you 
may have some day. If unmarried, you will find that a good job which requires 
skill and training and rewards that skill and training very well will give you 
not only economic independence but pride and satisfaction as a llellber of the 
busy and productive world of work. 

Here in this booklet you will see what some Wisconsin women are doing as 
apprentices. Wisconsin now hBS at lesst 23 apprenticeships available to 
young women BS well as to young men. 

Look them over. Some will strike you as especially interesting. You can find 
out more about them by asking your guidance counselor, by asking union people 
and employers who have apprenticeship programs in your own area, or by con
tacting the Wisconsin State Employment Service. 

Our society now needs more highly-skilled people than it haa. You can be one 
of them. Don't settle for too little in life, too late. 

Unskilled work gets duller BS the years go by, but skilled vork gets more 
interesting and wins for the worker a better life. 

Start now. Look through these pages. See which of these apprenticeahipa 
appeals to you, and follow through on this idea. See vhat an appranticeahip 
can do to help you build a happy and productive life. 

* Printed courtesy of the Milwaukee Sentinel and Dorothy Austin, 
feature writer. 
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UNCONVENTIONAL !i1!HER TUl!NED CABPENTER 

\ 
"If I could sit down snd make a list of everything I want, I've almost got 
it," said Pat Anthony. 

The Fond du Lac, Wisconsin woman, 32, was talking about her chosen field, car· 
pentry. She is on the waiting list for an apprenticeship and hopes to be 
accepted within a year or eighteen months. 

''When I am building something, I am completely happy," Ms. Anthony said in an 
interview. N011 she is on the way to achieving her abition to be a residen
tial carpenter and assist in the building of b0111es. Like many of us, she was 
not always so sure of what she wanted. She dropped out of high school at 
sixteen to aarry. Ten years later her husband was killed in au automobile 
accident and she was left with three children. 

She realized then that she would have to create a whole new future for beraelf 
and her family. And she would have to start by finishing high school. 

Under a new adult education program she obtained her high school dipl0118 at 
St. Mary's Springs High School. It was at the school, in an industrial arts 
class, that she discovered that she liked to build things with h-r and saw. 

"I like to build and do outdoor work," she said. It bas nothing to do with 
women's lib, she maintained. She added that she once tried office work for 
six months and 11al1110at died" of boredom and frustration. 

While aha entered the regular high school program during the day, she took 
night classes in drafting, advanced drafting and blueprint raading at the 
Moraine Park Technical School. 

Then she passed her carpentry apprenticeship test and appeared before the 
Fond du Lac Carpenters Joint Apprenticeship COllllllittee. N011 she is on the 
waiting list for an apprenticeship and the estimate is that she will be able 
to enter the program in the near future. 

So far, she has had "absolutely no static" from friends and neighbors, who 
find that it is helpful indeed to have a skillful woman in the neighborhood 
to help out occasionally with a household project. 

Ms. Anthony live■ and guides her family with very atrict .ulea. She buys the 
food and does 75% of the cooking, and the children, 14, 12 and 10, do the 
serving and cleaning up. She design■ the meals and does the laundry, but they 
put the clothes away. Her system works. 

And n011 that she is on the way to the kind of job she can thoroughly enjoy, 
she feels that "the best of all possible worlds" for her is in the exciting 
future that lies ahead. 
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NEW DRAFTING APPRENTICE 

A surprise career is opening up for Mary B. Cubjati, Milwaukee. Ms. Cubjati, 
22, is an apprentice in structaral drafting at Harnischfeger Corp.. , 
4400 w. National Ave. 

It was a surprise to her because she had never thought of the possibility in 
her years at Pius High School. She was graduated in 1968. 

"If I had thought of it, I would have prepared myself better," she said in 
an interview. 

She enjoyed her four years of ar~classes in high school, but nothing really 
prepared her for what she is doing now. She is learning on the job, and 
taking classes one day a week at Milwaukee Area Technical College, and is 
drawing the apprentice wage while she learns. 

Ms. Cubjati said that she heard that Harnischfeger Corp. was looking for a 
female apprentice. She called the personnel department and went in for an 
interview. "I knew absolutely nothing about it," she said, "but I vaa 
really interested." 

Three days later, she received a telephone call saying that the job and 
apprenticeship were hers. That was September 5, 1972. 

After a few months on the job, she still feels occasionally that she knows 
little or nothing about structural drafting, but at other times feels that 
she has been learning a great deal and is making good progress. 

"Right now I am doing mostly tracings and changes on some of the drawings, 
to get me familiar with working on drawings," she said. 

She must have had some latent talent all the time, she says, and ia happy to 
have the opportunity to develop it. "Some days I am proud of myself," she 
said. 

She is now the only apprentice in the department, and the others, all men and 
all professionally qualified, go out of their way to be helpful, 

She spends one day a week at Milwaukee Area Technical College in classes. 
Again she is the only woman. Here the atmosphere at time~ is a little 
"stiff" as she puts it. 

"There is a small group of men who may resent my being there," she said, 
"because I get the feeling now and then that I am intruding, somehow." 

But she is determined to do her best and to succeed. ''No way will I give 
up," she said. 

Her boss, Frank Noruk, Director of Apprenticeship and Training, declared he 
was pleased with her progress. 
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"In this job she will be required to help lay out new buildings, and even to 
help furnish them. She vill also help in laying out the remodeling of old 
buildings," Noruk said. 

He consulted with Milwaukee Area Technical College representatives in 
designing the special curriculum for then~ apprentice, so that she would 
take the coursea ahe needs and skip those she does not need. 

In addition, on her ovn, she is taking interior decorating courses at night 
to add to her background. She feels she is on her vay to a productive and 
satisfying career. 
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A NICHE IN PRINTING 

After ten years in the world of work, Ma. Lorraine Brinza feels that she has 
found her niche. An attractive, career oriented woman, she is an apprentice 
lithographic stripper. May it be said to the everlasting credit of the 
men with whom she works, there has been no chortling over the stripper title. 
After all, men ..re lithographic strippers, too, and nobody says "ho, ho, ho" 
about that. 

Ma. Brinza worked in the art department of Moebius Printing Co.• Milwaukee 
for two years, and then applied for the lithographic stripping job. She 
got the job, worked a probationary six months, and then was accepted by the 
union, Lithographers and Photoengravers International Union, Local No. 277. 

Ms. Brinza looks and sounds like everything that is called "feminine." But 
she does not like what she haa aeen happen to some of her friends. "They 
marry right out of high achool, have children right filly, and do not have a 
chance to develop a peraonality, likes and dislikes of their own. Their 
husbands grow and develop aldlls, but they stay the same," she said. 

She is proud of her newfound craft. "It has just enough of the artistic to 
auit 11e," she said. As a girl in Cudahy High School she enjoyed art courses, 
but felt ahe was not gifted enough to be an artist. She looked for a niche 
in one of the allied fields and found that she liked the printing industry. 

"I have enough flair for making things look the way you want them to," she 
aaid. 

Now she has finished two years of a five-year apprenticeship. She has 
attended classes at Milwaukee Area Technical College for three semesters, 
and hu one semester to go. After that, her training will continue on the 
job. 

Ms. Brinza recalled that she felt nervous when she went before the uni.on. 
"But when I went before the entire board, they were C011pletely courteoua," 
she said. ''They just wanted to know if it was really what I wanted to do," 
she said. It was. To her printing offers a lifetime calling. 

She considers that printing is a ''marvelous industry," with "•o uny open 
doors," and many pos ■ ibilities for the future. 

She is looking forward to the day when she can qualify for the journey
person's card. "With that, you can go anywhere you want and you will be 
accepted for your aldll rather than your gender," ahe said. 

At the beginning of her apprenticeahip, she made $3.32 an hour. By the end 
of the apprenticeship she will make a joumeyperson'a rate of over $7 an 
hour. 

She is married to Emil Brinza, who is self-employed as a custom automobile 
painter. ''Hy husband is satisfied with my working and I enjoy working," she 
said. 
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APPRENTICES BECOME DAY CARE TEACHERS 

If you like young children, you might like to make a career out of helping 
them in their vitally importBDt early years. 

Since more and more mothers are working, either as the partial or sole sup
port of their families and a.s the educational needs of preschool children 
are recognized day care centers are becoming 110re and more important. 

Skilled workers are very much needed in day care centers all over the 
country. Although there have been many avenues to such work, the two 
principal routes are either a degree in early childhood education or an 
apprenticeship. For many thousands of young men and women interested in the 
development of children, the apprenticeship route is the 110st satisfactory 
since it permits earning a living while learning the necessary theory and 
skills. 

In July 1972, two Madison mothers, both the sole support of their children, 
became the first to receive certificates testifying that they completed 
their two-year day care teacher apprenticeships. 

Because they had worked several years in day care centers, they received a 
year of credit for their work and thus required only one year to complete 
their apprenticeships. 

Ma. Mary Matthews is now lead teacher-director of the South Madison Day Care 
Center, and Ms. Doreen Morton is an associate teacher at the Bllllle center. 

Now about 85 women and a few men are enrolled in day care teacher apprentice
ship programs in many parts of the state, including Madison, Janesville, 
Oshkosh, Ashland, Milwaukee, and Superior. 

As a day care teacher apprentice you would learn on the job, with the 
guidance of experienced teachers and directors, and you would also receive 
288 hours of related instruction in classes specifically designed to help 
you with your work. 

Your beginning salary would vary from one part of the state to the other, 
depending on the pattern in the community, but would usually range from 
$1.60 to $2 per hour. Upon being awarded the apprenticeship certificate by 
the Division of Apprenticeship and Training, however, you~ aslary would 
compare favorably with that of other qualified teachers. 
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APPENDIX G
VTAE SURVEY - March 1973 

School District and Location ______________________________ 

l. How many women do you have enrolled in trade and industrial education courses in your 
district at the present? (Do~ include apprenticeship related instruction classes,) 

Number 
Which classes? Male~emale 

Graphic Arts ..................•.............................. 

Mechanical Design .....................•.........•...•.•....... 

Drafting Mechanical .....................•........•.......•.... 

Other: .............. , ..................•...................... 

2. Do you have any comments to make as to: 

A. Why so few women apply (if that i~ the case) in vocational school courses for 
skilled trades? 

B. How those women who have enrolled have succeeded? 

C. Suggestions for skilled occupations that you think women might take up successfully? 

D. What might be done to increase the numbers of women in trade and industrial courses 
in vocationlll. schools? 
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WISCONSIN 
DEPARTMENT OF INDUSTRY, 

LABOR AND HUMAN RELATIONS 

Division of 
Apprenticeship and Tralnlng 

P. 0. Box 2209 
Madison, Wisconsin 53701 

IN CHILDREN NEED YOU 
DAY CARE EMPLOYERS NEED YOU 

SOCIETY NEEDS YOU 

WHY? 
To begin with, there are more parents working than ever before. Their children 
require competent, kind and qualified individuals to provide day care:_ to offer 
a broad range of experiences to children and to understand and appreciate what 
makes them tick. 

Licensed day care centers are trying to provide this service. The providers 
are keenly aware that the work they do requires sensitivity and skill. They 
need men and women - day care teachers and teacher's assistants in whom children, 
parents and society can place their confidence. These individuals are not 
super-human, and they grow in skill from their daily· experiences with children 
and from continual exposure to ideas, facts, and concepts about children. 
ARE YOU INTERESTED IN BECOMING A DAY CARE TEACHER? 

HOW? 
This is where the Day Care Teacher Apprenticeship Program in Wisconsin is ready 
to help. Day care employers - agencies, boards and individual propriators -
are encouraged to employ men and women who can learn to be skilled day care 
teachers via apprenticeship. The apprentice works with an experienced teacher 
(journeyperson) and receives weekly related i~struction for a two year period. 
The apprentice earns a salary, and learns from both on-the-job training and 
from the related instruction. Application for apprenticeship is made by both 
the employer and employee. A local committee made up of day care propriators and 
teachers assists in n~termining who can have an apprentice as well as who can be 
one. Both the a plicant and the emplo er must mee:: minimum P.ntry .standards, ' 

231 



899 

WHO DOES WHAT? 
Once the application is ap~roved an agreement (indenture) is written between 
the Division of Apprenticeship and Training, the employer and the apprentice. 
Salary increases, on-the-job training and related instruction are provided 
according to the agreement, for a two year period. The employer provides salary 
and on-the-job training while the Vocational, Technical and Adult Education 
system is responsible for providing related instruction. 

WHERE DO FINANCIAL AIDS ORIGINATE? 
In many cases employers are eligible for reimbursements and for a tax credit of 
20% of wages paid in the first year of employment of the apprentice. The Work 
Incentive (WIN) and Jobs Optional Programs (JOPS) are the funding sources. WIN 
enrollees are encouraged to consider apprenticeship as a means of attaining their 
employment goals. 

AFTER APPRENTICESHIP? 
The graduate apprentice may be retained as a valuable, experienced staff member 
(joumeyperson) who has had broad training and exposure to the intricacies in
volved in providing day care services. 

WHO BENEFITS? 
The apprentice has recognition and a career. 

The employer has a built-in training program. 
The children thrive - leam and grow. 

And S!)Ciety can say "thanks". 

For more detailed information, write or call: 

Dept. Of Industry, Labor and Human Relations or contact any of the 
Division of Apprenticeship &Training following apprenticeship 
310 Price Place, Box 2209 offices: 
Madison, Wisconsin 53701 
(608) 266-3331 

APPLETON OFFICE KENOSHA OFFICE SHEBOYGAN OFFICE 
1825 N. Bluemound Dr. 3520 30th.. Avenue 843 Jefferson Ave. 
Appleton, WI 54911 Kenosha, WI 53140 Sheboygan, ·WI 53081 
(414) 739-1423 (414) 658-4371 (414) 458-4183 

EAU CLAIRE OFFICE LACROSSE OFFICE SUPERIOR OFFICE 
620 W. Clairemont, Ave. 6th St. Vine to Pine 805 Belknap St. 
Eau Claire, WI 54935 Lacrosse, WI 54601 Superior, WI 54880 
(715) 834-3171 (608) 782-6238 (715) 394-6556 

GREEN BAY OFFICE MILWAUKEE OFFICE WAUSAU OFFICE 
200 s. Broadway 819 N. Sixth Street 1000 Schofield Ave. 
Green Bay, WI 54303 Milwaukee, WI 53203 Wausau, WI 54401 
(414) 435-6343 (414) 224-4398 (715) 675-3331 

********* 
August 15, '.\.072 
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APPENDIX I 
Office Number University·of Wisconsin-Extension 

Project'ssi Wisconsin Survey Research Laboratory 
September,. 1972 

WOMEN IN APPRENTICESHIP 

1. We're interested in how people find out about apprenticeship training 
programs. Who first suggested apprenticeship training to you? 

NAME TITLE OR RELATIONSHIP 

2. Approximately what month and year was this? (MO.)__________ 19_ 

3. What was the .!!ill!. main factor that led you to become an apprentice? 

4. You may have already told me, but which .!!ill!. of the factors I'll read was 
strongest in helping you to decide to become an apprentice? (READ LIST;CHECK ONE) 

___A. Financial security 

___B. Interest in gaining trade skills 

___c. Someone else thought it was a good idea 

___D. To be able to move from one place to another 

___E. To get a recognized certificate 

__F. Other:(Specify)_____________________ 

5. Thinking back, how would you rate your initial expectations of the apprentice-
ship program . were they high, moderate, or low? 

/Moderate/ _/Didn't care/ 

6. Had you had any general work experience in the occup~tion before you became 
an apprentice? 

/Yes/ /No/ 

7. Had someone in your family or a friend been an apprentice? 

t 
/Yes/ /No/ 

(TOQB) 

7a. Who? ______________________(RELATIONSHIP) 

Interviewer:________________ Date:_____ Sample ff:____ 
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s. Lid you meet any resistance, by that we mean criticism or unfavorable comments 
and lack of cooperation from your family, friends, or co-workers when you first 
decided to become an apprentice? 

/No//Yr/ (TOQ9) 

Please explain whet the resistance was and who it came from? ______ 

9. While you ware an apprentice, did you generally have friendly daiiy relation
ships with co-workers? 

/Yes/ /No/ 
(TOQlO) T 

9a. In what way were they not friendly? 

10. At the time you began apprenticeship, could you financially have afforded full
time schooling? 

/Yes/ 

11. What was your beginning salary as an apprentice? $_____ per ____, or 

12. Were you satisfied with this salary? /Yes/ /Depends/ /No/ 

13. How did this beginning salary compare with any previous salary you had received ... 
was it higher, the same, or lower? 

/No previous work/ /Higher/ /Lower/ 

14. Were there periodic raises? 11£{/Yr/ (TO 'Q 15) 

14a. Were you satisfied with these raises? /Yes/ 
(TO Q 15) 1'

14b·. In what way were you dissatisfied? 

15. Was a skilled person or one of journeyman rank working closely with you? 

11£1/ls' (TO Q 16) 

15a. Wea the journeyman-apprentice relaLionship satisfactory? /Yes/ 
(TO Q 16) 

15b. In what way was it unsatisfactory? 
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~6. Other than a joumeyman, was there ever a shop manager or supervisor at the 
employment site who worked with you? 

/Yes/ /No/ 

17. Did you have satisfactory communication 'With your manager or supervisor? 

/Yes/ 
{TO Q 18) 

17a. Why not? _____________________________ 

18. Did you receive fair treatment from your employer as far as sick leave, fringe 
benefits, and so forth? 

/Yes/ ilf!l 
{TO Q 19) t 

18a. In what way did you not? _____________________ 

i9. Were other females employed on the job site? /No/ 
(TOQ20) 

19a. Were they employed in trade skilled work? /Yes/ /No/ 

t 
20. Were other apprentices present at the job site? /Yes/ IEE.I 

{TO Q 21) 

20a. About how many other apprentices? (If) 

20b. About how many were females? (fi). 

21. Had there been a female apprentice employed at your job aite previous to 
your employment? 

/Yes/ /Don't know/ 

22. Did you consider the work~ersonally rewarding or noc? 

/Yes/ 
{TO Q 23) 

22a. Why not? ____________________________ 

23. Were there any physical aspects of the job that you found too difficult 
such as heavy lifting or standing for long hours? 

/No//Yr/ (TOQ24) 
Could you explain? ________________________23a. 
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24. As an apprentice, do you feel you were given too many menial and distasteful jobs? 

!Yes/ /No/ 

t (TOQ25) 

24a. What were these jobs? ·------------------------

25, Were you satisfied that the "on-the-job training" portion of your apprentice
ship actually trained you in the required skills? 

/Yes/ 1J¥al 
(TO Q 26) . ♦ 

25a. What was lacking? __________________________ 

26. Did your employer fulfill the expectations you had for your progress in gaining 
skills? 

/Yes/ /No/ 
(TO Q 27) T 

26s. What was lacking? ________________________ 

27. Who encouraged you the most during your apprenticeship experience? 

________________________(TITLE OR RELATIONSHIP) 

28. Was classroom relsted instruction for apprenticeship provided? /Yes/ /No/ 
(TOQ 29)T 

28a. Did you attend this relsted instruction always, most of the time, only 
some of the time, or never? 

/Always/ /Most/ /Some/ /Never/ 

28b. Who provided the related instruction--your employer, vocational school, 
consultants, or others? 

/Employer/ ./Voe. School/ /Consultant/ Other:(Specify)________ 

28c. Were you paid while you attended related instruction classes? /Yes/ !Nol 

28d. Were you satisfied with the content of the related instruction? /Yes/ /No/ 

28e. What was the attitude of the instructor toward you as an apprentice ... 
was it favorable, neutral, or unfavorable? _____ 

/Favorable/ /Neutral/ /unfavorable/ 

28f. As you were studying, how would you rate your progress in related instruc
tion...was ft above average, average, or below average? 
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29. When you entered the apprenticeship program, did your contract or indenture 
give you credit for previous schooling? 

/Yes/ /No/ 

,~JO. for previous work experience? /Yes/ 

31. While you were in the apprenticeship program, were you aware of standards 
governing such things as the length of time spent on various·work processes, 
the obligations of employers, and so forth, as stated in your contract or 
i,ndenture? 

t 
/Yes/ /No/ 

(TOQ32) 

31a. While you were an apprentice, were you aware of apprenticeship committees 
which help to make or change apprenticeship rules or standards? 

/Yes/ /i;;;/ 

32. Do or did you know how or whom to contact in the Wisconsin Divis.ion of 
Apprenticeship Training if you needed help or advice? 

/Yes/ /No/ 

33. Did you ever participate in any activity such as local or state apprenticeship 
committees where you could voice your opinions about your apprenticeship 
experience? 

/Yes/ 
(TOQ34) 1' 

33a. Do you believe you should have participated in this way? 

34. Thinking of apprenticeship programs in general,. do you feel that the public 
highly respects them, somewhat respects, or has a low respect for them? 

/Highly/ /Somewhat/ /Nol opinion/ 

35. how about employers? /Highly/ /Somewhat/ /Low/ /No opinion/ 
I 

36. When you began your apprenticeship, did you expect to complete the 
program? 

/Yes/ ~/ /Don't know/ 

37. Have you terminated the apprenticeship program? /Yes/ /No/i- (TO Q 43) 

37a. Did you graduate, was your contract suspended canceled or what? 

/Graduated/ /Suslnded/ /Canceled/ Other:(Specify) 
(TO Q 38) l
37b. Would you explain? (ASK: WHY? PROBE FOR DETAILS) 
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J7c. Do you have plans to re-enter apprenticeship in the~ occupation 
within the next 5 years? 

37d. Are you considering re-entering but in another occupation? /Yes/ /No/ 

37e. Would you have continued the apprenticeship program if someone had 
encouraged you? 

/No/ 

38. Are you presently employed outside your home or are you a full-time homemaker? 

/Full-time homemaker//Empryed/ 

l38a. What is your occupation? (TITLE 38d. Are you satisfied with what you 
AND DUTIES) are doing? __ 

/Yes/ /No/ 
(GO TO Q 39) 

38b. What is the name of the company or agency? ______________ 

38c. Is your salary now higher, the same, or lower than when you were an 
apprentice? 

/Higher/ /Same/ /Lower/ 

39. Did the apprenticeship training help you to get a job? /No/ 

40. Did you ever become discouraged with the apprenticeship program? 

/No//Yer (TOQ 41) 

40a. Why? 

41. Do you still have scome contact with any of your apprenticeship 
co-workers? 

/Yes/ /No/ 

42. Do you still have some contact with your apprenticeship employer? /Yes/ /No/ 

43. While you were an apprentice, did or do you have off-the-job social contacts 
with co-workers? 
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44. During your apprenticeship, was transportation to and from work a problem 
for you? 

T
/Yes/ /No/ 

(TOQ45) 

Why'/ -------------------------------

45. Would you recommend the apprenticeship system to another woman? /Yea/ /Dep/ /No/ 

46. Now I have just a few background questions which will help us interpret the 
results of this survey--first, how old are you? 

___(AG]!) 

47. What ia the highest grade of regular school or year of college you completed? 

__(GRADE OF SCHOOL) OR __(YEAR OF COLLEGE) 

48. Beside the apprenticeship, what, if any, other vocational training do you have? 

/None/, or --~-~--------------------------

49. Are you the!!!!.!.!!. support of your immediate family? /Yea/ /No/ 

50. Are you presently married, widowed, divorced, separated, or have you never 
married? 

/Married/ /Widowed/ /Divorced/ /Separated/ /Never married/ 
(TO Q 51) (TO Q 51) (TO Q 51) (TO Q 51)T. 

50a. Is your husband employed now? /No/ 
(TOQ 50c) 

50b. What is his occupation? ___________________ 

50c. How did your husband react to your involvement in the apprenticeship 
program...was it favorable, unfavorable; or didn't he care one way or 
the other? ----~ .------ • 

/Favorable/ /Unfavorable/ /Didn't care/ 

51. How many children do you have and what are their ages? 

/None/, or (ii) (AGES) ___ _ 

(TOQ 52) T 
51a. In order to be employed outside the home, do you require child care for 

pre-school children? 
/Yea/ 

51b. Do you require child care for before or after school hours? /Yes/ /No/ 
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51c. l!ave you .,~ually had satisfactory child care arrangements while workir.g'' 

/Yes/ /No/ /Inap/ 
(TO Q 52)T l

What were they?··-----------------------

52. How would you rate your health and btamina during your apprenticeship term. 
was it excellent, good, fair, or poor? 

/Excellent/ 

53. Did you experience any unusual health related difficulties '\,lhen you were an 
apprentice? 

!' ~I 
(TO Q 54) 

What were they? ___________________________53a. 

54. While you were an apprentice, were you absent from work because of pregnancy 
related reasons? 

T
/Yes/ /No/ 

(TOQ55) 

54a. Did you receive any maternity leave benefits? /Yes/ ~I 

55. While you were an apprentice, were you absent from work frequently, occasionally 
seldom, or never? 

/Frequently/ /Occasionally/ ,.. /Seldom/ 

56 . . . . were you late to work frequently, occasionally, seldom, or never? 

/Frequently/ /Occasionally/ /Seldom/ 

57. Have you ever received any public financial assistance such as AFDC, WIN Program 
Fund, or other government sponsored programs? 

Ill ,~01 
(TERMINATE) 

57a. About when was this? FROM: (MO.)______, 19__ TO: (MO.)_____ 19_ 

Thank you. 

COMMENTS: 
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APPENDIX J 

ME1HOD OF CALCULATION OF MALE DROP-CXIT RATE 

WISCXJNSIN APPRENTICESHIP 

For the period 1970-72, the sample is the new admittance of 

2,700 males each year into appreniceship programs. The drop-out total 

from those enrollees is 900 per year (300 suspensions not included). 

This gives a drop-out rate of 1/3 = 33%. In this model, we assume that 

all those suspended eventually reapply and so graduate. 

Realistically, we nrust assume around 50% never reapply. About 

300 a year are suspended and we therefore assume 150 of those drop out. 

The drop-out rate becomes: 

900 + 150 = 1050 = 39% 
2700 2700 

or if they all drop out: 

900 + 300 = 1200 = 4 = 44.5 
2100 nmr -g-

NOTE: In arriving at the female apprenticeship drop-out rate of 24% 

for the same period, we necessarily defined all suspensions 

as drop-outs. 
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APPENDIX K 
Pr.ojec~ 580 University of Wisconsin-Extensio.n 
March, 1973 Wisconoin Survey Research Laboratory 

·nsCONSIN WOMEN IN A?PRE~"TICESHI? 

QUESTIONNAIRE FOR CURRENT OR FORMER EMPLOYERS OF APPRENTICES 

Name of Person Completing Form: 

Position: 

Relationship to Apprentice: 

Trade or Occupation: 

Date Questionnaire Completed: 

The following questions refer to your experience with the apprenticeship 
program during the period of July 1, 1970 to June 30, 1972, (See attached 
letter) 

1. In what month and yea~ did you first employ female apprentices? 

______(MONrH), 19 

·Between July 1, ·197.0 aµd June 30, 197.2, how many female apprentices 
began your apprenticeship program? ___(,fJ,) 

3. Of this number (Question 2), how many.completed the program? 

---~one, or ____(/1) 

4. How many of these (Question 2) are currently continuing'.in apprenticeship? 

___None, or __....:._(/1) 

5, How many of these (Question 2) have dropped (cancelled or suspended)·?· 

__None, or _ _,.__(#) 

(TO'QUESTION 6), t .. ·- . 
Sa. For any apprentices with your organization who dropped out of the 

program. (cancelled or suspende~), what___do, you believe to be_ the 
reasons for the'ir not completing? • • -

Do apprentices in yo.ur organization usually !rave• a orie-to-one working 
relationship with eicher a skilled person or one of journeyperson rank? 

___Yes ___No 
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2. Project 580 

7. Have apprent~ces expressed job-related needs which a counselor or 
close work associate could help solve? 

___Yes ___No 

8. Is either a skilled ~rson or journeyperson available to apprentices 
as needed for such counselling? ___Yes ___No 

9. Have you or anyone in your organization requested guidance for apprl!tl.tices 
from an outside agency (WIN, Division of Apprenticesh.ip and Training)? 

___Yes ___No· ___Don't know 

10. "If you need consultation or guidance in your apprenticeship program, do 
you know whom to contact in the Division of Apprenticeship and Training? 

___Yes ___No 

11. With reference to apprenticeship, have you received consultation from the 
Division of Apprenticeship and Training when you requested it? 

___Yes ___No ___Never requested 

12. Are you planning to continue to train female employees through apprenticeship? 

___Yes ___No ___Not sure 

13. If any, what are the most positive aspects of your experience with female 

apprentices? ___None, or-----------------------

4. If any, what are the most negative P.spects of your experience with female 

apprentices? ___None, or-----------------------

.5. Was related classroom instruction evailable ·for-your ~pprentices? 

T
Yes No 

(TO QUESTION 16) 

15a. Imo was responsible for providing related instruction? 

___Vocational system ___Consultants 

__Ocher (PLEASE S~CIFY): ___________________ 
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16. Did all, some, or none of the female apprentices attend related instruction 
classes? __All ___Some __None ___Classes not available 

17. \-!ere you satisfied with the results of the relat~d instruction! 

Yes 
(TO QUESTION 18) TNo 

17a. Phy not? ---'--'---------------------------

18. Generally, did the epprentices have a good working relationship with the 
other employees? Yes Don't know 

(TO QUESTION 19) TNo (TO QUES,TiciN 19) 

18a. Why riot? _____________________________ 

19. Did the female epprentices meet your expectations for on-the-job··performance? 

Yes No 
(TO QUESTION 20) T 

19a. In what way did they not? ____________________ 

20. Did you re~eive any funds (for exP.mple: Federal Manpower Development 
Training Funds) because y~u had (or have) apprentices? 

T Yes No 
(TO QUESTION 21) 

20a. Was the av8ilability of such funds a motivating factor in.your 
oarticipation in on-the-job training for female apprentices? 

___Yes ___No 

21. Would you hire a female with journeyperson standing who was an apprentice 
with another employer in your trade? ___Yes _.__Depends ____No 

22. Which of. the following describes the average monthly attendance record 
of the female apprentices? 90% atte;:(d-ance About About 

---or bet:ter ---60% • 80% ---SO% 

23. In general, were apprentices late to work frequently, occasionally, seldom, 

or never? ___Frequently ___Occ2sionaily ___Seldom ___Never 
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24. For what reasons. did your organization decide to train female apprentices 
initially? (Please be as specific as possible.) 

25. How often did the supervisor spend time in conference with the apprentices? 

__Weekly __Monthly __Bi-weekly ___As Not at 
necessary --all 

26. Did (or do) the apprentices socially participate with>the other employees? 

Don't know 
TYes TN~ (TO QUESTION 27) 

26a. In what activities? (For 26b. Why do you think they did (or 
example: bowling team, bridge) do) .. not socialize more? 

27. How do you rate the on-the-job motivation of the female apprentices as 
compared with other employees? __Higher The same __Less 

28. Did the apprentices receive salary increments at fixed intervals? 

___Yes ___No 

29. Have you ever recommended training female apprentices to another 
employer in your trade? ___Yes ___No 

30. Would you--in the future--ever recommend training female apprentices 
to another employer? 

___Yes ___Depends ___No 

31. Have more females applied for apprenticeship than your organization 
could employ as apprentices? 

T 
Yes No Don't know 

(TO QUESTION 32) (TO QUESTION 32) 

31a. If yes, about how many applied who could not be employed as 
apprentices? __(#) 
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32. Was (or is) your organization represented on any advisory committees 
which help to determine apprenticeship standards? (For example: Joint 
Apprenticeship Committee or Apprenticeship Advis~ry Committee) 

TYes 
TNo . 

32a. On which committee(s)? 32b. Do you believe your organization 
should participate on apprentice
ship advisory committees? 

___Yes ___No 

33. In general, are there any apprenticeships in your organization for which 
women would!!£! be suitable? 

33a. Which ones? __________________________ 

34. What is the beginning pay rate for apprentices in your org~nization? 

$______ per ______, or __.,____________________ 

35. What is the journeyman pay rate in apprenticeship positions? 
$______ per ______, or ___________________ 

Comments, if any. 

Thank you for your cooperation. 

DILHR-APr 4379 300 465-AA42623 

247 

* U. S. GOVERNMENT PRIDTrlG OFFICE: 1970 0 - 247-904 Vol. III 




