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To the President of the Senate and the
Speaker of the House of Representatives

This is our report on the effectiveness and administration
of the Atterbury Job Corps Center for Men at Edinburg, Indiana,
operated by the Westinghouse Learning Corporation under a con-
tract with the Office of Economic Opportunity pursuant to the
Economic Opportunity Act of 1964,

This report supplements our summary report to the Con-
gress on the "Review of Economic Opportunity Programs"
(B-130515, March 18, 1969), Our review was made pursuant to
title II of the Economic Opportunity Amendments of 1967
(81 Stat, 727).

Effective July 1, 1969, the Secretary of Labor was delegated
the authority for the operation of the Job Corps program, In view
of this delegation, the recommendations presented in this report
to the Director, Office of Economic Opportunity, are for consider-
ation by the Secretary of Labor,

Copies of this report are being sent to the Director, Bu~
reau of the Budget; the Secretary of Labor; and the Director,

QOffice of Economic Opportunity,

Comptroller General
of the United States
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COMPTROLLER GENERAL'S EFFECTIVENESS AND ADMINISTRATION OF THE

REPORT TO THE CONGRESS ATTERBURY JOB CORPS CENTER FOR MEN UNDER THE
ECONOMIC OPPORTUNITY ACT OF 1964--EDINBURG,
INDIANA--OFFICE OF ECONOMIC OPPORTUNITY
B-130515

DIGEST

WHY THE REVIEW WAS MADE

This is one of a series of reports prepared as the result of a 1967 law di-
recting the Comptroller General to review programs authorized by the Eco-
nomic Opportunity Act of 1964, as amended, to determine:

--the efficiency of the administration of the programs and

--the extent to which these programs achieve the objectives set forth in
the act. (See p. 6.)

The overall conclusions and recommendations of the General Accounting Of-
fice (GAD) in response to the above directive are contained in its summary
report to the Congress on the "Review of Economic Opportunity Programs"
(B-130515, March 18, 1969).

This report, which supplements the summary report, pertains to the Atter-
bury Job Corps. Center for Men at Edinburg, Indiana. The Center is Operated
for the Office of Economic Opportunity (OEO) by Westinghouse Learning Cor-
poration, under a cost-plus-fixed-fee contract.

FINDINGS AND CONCLUSIONS

In the area of effectiveness, GAO found that:

--for those terminees (those whose enroliment in Job Corps was termi-
nated) in GAQ's sample, it was questionable whether Job Corps experi-
ence at the Center had resuited in substantial economic benefit. Em-
ployment and earning power among those terminees were somewhat greater
after Job Corps experience than before; however, GAQ believes that im-
provements can be attributed, in substantial part, to the greater em-
ployability of youths due to process of growing up and to higher em-
ployment and wage levels. (See p. 15.)

some corpsmen were classified as graduates of the Center program ap-
parently without having completed all the steps considered necessary
by the Center to develop sufficient proficienc¥ to obtain and hold
jobs in chosen occupational fields, (See p. 21.)

--actions taken by the Center to determine and minimize causes of non-
graduate terminations, which during GAO's review
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exceeded 60 percent of all terminations, did not appear to have been
fully effective. (See p. 33.)

--the counseling program carried out at the Center was not conducive to
achieving the counseling objectives as set forth in the Economic Op-
portunity Act. (See p. 42.)

--many corpsmen at the Center who had reasonable chances of obtaining
high school equivalency certificates did not have the opportunity to
take the qualifying test. (See p. 51.)

--the Center did not have an adequate management information system with
complete historical and statistical data which would readily show the
progress of each corpsman. GAQ also found a substantial delay by Job
Corps in the development of a system to be used at men's urban cen-
ters, incorporating guidelines for the preparation, accumulation, and
use of such data. (See p. 54.)

--Center reports to Job Corps on job placements were not accurate be-
cause they were based on scheduled interviews, many of which did not
result in actual placements. (See p. 60.)

--the Center and Job Corps had tightened procedures which permitted 16
corpsmen to remain in the Job Corps longer than 2 years without ob-
taining approval although required to do so by law. (See p. 67.)

In the area of administrative efficiency, GAO found that:

--the Center's controls over inventories of supplies and equipment were
not adequate. (See p. 69.)

-~the Job Corps had not estabiished specifications on the quality of
clothing issued to corpsmen, nor had it conducted adequate studies to
determine whether clothing centrally stocked by the Defense Supply
Agency (DSA) was suitable. (See p. 76.)

-~the Center did not furnish adequate instructions to ensure that the
?orpsmen;g g]othing allowances were used as intended by Job Corps.
See p. /9.

-~instructional material costing about $66,000 was not declared excess
%o the Cente;‘s needs until GAO gquestioned the reason for retention.
See p. 82.

--the Center had not established adequate procedures to determine vehi-
cle needs and to evaluate vehicle use. (See p. 86.)

--the contractor purchased 21 motor vehicles from a local dealer at
prices that exceeded the price of the lowest bidder. Seventeen of
these vehicles had been purchased at prices in excess of the prices
that would have been applicable in the event of direct purchase by
the Government. (See p. 89.)



--questionable salaries were paid to certain Center employees. Those
salaries paid in excess of the $20,000 limitation, however, were sub-
sequently refunded to OEO in the amount of the excess. (See p. 93.)

RECOMMENDATIONS OR SUGGESTIONS

GAO is recommending that the Director, OEQ:

--establish realistic graduation criteria for all urban centers and de-
velop implementing policies and procedures whereby Job Corps, the cen-
ters, and prospective employers can be assured that Job Corps gradu-
ates have successfully met all the criteria deemed necessary by Job
Corps to enable them to obtain and hold jobs in their fields of train-
ing. (See p. 31.)

--review the counseling programs at all urban centers and, if necessary,
establish overall guidelines defining the content of, and the fre-
quency and methods of conducting, satisfactory counseling programs
for corpsmen. (See p. 48.)

-~instruct the Center to require all corpsmen who have a reasonable
chance of passing the high school equivalency test to sit for the
test during their stay at the Center. (See p. 52.)

--accelerate OEQ's efforts in assisting the Center to determine the
specific data needed and in developing and implementing the manage-
ment information system. (See p. 58.?

~--direct the Center to improve and expand its placement information.
(See p. 65.)

--require the Center to submit more specific written property management
operating procedures, review such procedures to determine their ade-
quacy, and conduct periodic reviews of the operations of the property
management system at the Center to determine whether it is effective
in maintaining adequate control over property. (See p. 74.)

~-~conduct a review and evaluation of corpsmen's clothing requirements
and develop definite and specific purchase specifications for such
clothing in order to establish whether the clothing furnished is best
suited to corpsmen's needs and to provide a valid basis for determin-
ing th? most economical method of procuring such clothing. (See
p. 78.

--instruct the Center to establish procedures to ensure that corpsmen's
clothing allowances are used properly and that reimbursements are
made for only authorized purchases. (See p. 81.)

--establish procedures to ensure adequate controls over the use of motor
vehicles. (See p. 88.)
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--assure himself that motor vehicles procured for Center use are pur-
chased within statutory limitations applicable to direct purchass by
the Government and from the most economical source. (See p. 1.

--direct the contracting officer to negotiate for a reduction in over-
payments in contractor salaries. (See p. 94.)

GAOQ had proposed that the Director, OEQ, with the assistance of center
managements, analyze information developed by the centers regarding rea-
sons for and circumstances under which corpsmen terminated prior to com-
pletion of the program, with a view toward further identifying conditions
and factors in the Job Corps program where improvements might be made to
favorably influence the graduation rate of corpsmen. Since QEQ has taken
action on this proposal and GAO has made a similar recommendation in its
report to the Congress on the Wellfleet Job Corps Center, GAD is not re-
neating the recommendation in this report. (See p. 41.)

AGENCY ACTIONS AND UNRESOLVED ISSUES

OEQ agreed in general with GAD's findings and recommendations relating
to Center operations and has either fully implemented or taken action
to implement most of the recommendations. However, GAO does not be-
lieve that the actions taken on other recommendations were adequate.
With reference to these matters, OEOQ stated:

--that Job Corps had eliminated its inaccurate reporting system and re-
1ied on other sources to determine the accuracy of placement data from
the Center. However, GAO believes that the other sources also result
in inaccurate placement information or information not meaningful for
specific centers. (See p. 63.)

--that the property management operating procedures were submitted to
0EO by the contractor and were found to be adequate. GAQ does not be-
lieve that these procedures were adequate. (See p. 73.)

--that DSA is not necessarily the best source for purchasing clothing
for corpsmen but that a number of factors should he considered prior
to purchasing clothing locally. OEQ, did not, however, comment on
the matter of clothing specifications which GAO believes need to be
established. (See p. 78.)

--that necessary action would be taken to ensure proper vehicle utiliza-
tion in the future. However, OEQ did not explain what action would be
taken. (See p. 88.)

--that action would be taken to ensure that motor vehicles procured for
center use are purchased within statutory limitations. GAO believes
that additional action is necessary to ensure the most economical
purchases. (See p. 92.)



MATTERS FOR CONSIDERATION BY THE CONGRESS

The matters presented in this report are for the consideration by the con-
gressional committees having oversight responsibilities for federally as-
sisted antipoverty programs. In view of the interest shown by members of
the Congress in antipoverty programs generally, GAO is bringing its find-
ings and observations to the attention of the Congress for general infor-
mation purposes.
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COMPTROLLER GENERAL'S EFFECTIVENESS AND ADMINISTRATION OF THE

REPORT TO THE CONGRESS ATTERBURY JOB CORPS CENTER FOR MEN UNDER THE
ECONOMIC OPPORTUNITY ACT OF 1964--EDINBURG,
INDIANA--OFFICE OF ECONOMIC OPPORTUNITY
B-130515

DIGEST

WHY THE REVIEW WAS MADE

This is one of a series of reports prepared as the result of a 1967 law di-
recting the Comptroller General to review programs agthor1zed by the Eco-
nomic Opportunity Act of 1964, as amended, to determine:

--the efficiency of the administration of the programs and

--the extent to which these programs achieve the objectives set forth in
the act. (See p. 6.)

The overall conclusions and recommendations of the General Accounting Of-
fice (GAD) in response to the above directive are contained in its summary
report to the Congress on the "Review of Economic Opportunity Programs”
(B-130515, March 18, 1969).

This report, which supplements the summary report, pertains to the Atter-
Rury_Job Corps. Cenfer for Men af Fdinburg, Indiana. The Center is operated
for the Office of Economic Opportunity (OEQ) by Westinghouse Learning Cor-
poration, under a cost-plus-fixed-fee contract. ——————
e———

FINDINGS AND CONCLUSIONS

In the area of effectiveness, GAO found that:

--for those terminees (those whose enrollment in Job Corps was termi-
nated) in GAO's sample, it was questionable whether Job Corps experi-
ence at the Center had resulted in substantial economic benefit. Em-
ployment and earning power among those terminees were somewhat greater
after Job Corps experience than before; however, GAO believes that im-
provements can be attributed, in substantial part, to the greater em-
ployability of youths due to process of growing up and to higher em-
ployment and wage levels. (See p. 15.)

--some corpsmen were classified as graduates of the Center program ap-
parently without having completed all the steps considered necessary
by the Center to develop sufficient proficienc¥ to obtain and hold
jobs in chosen occupational fields. (See p. 21.)

--actions taken by the Center to determine and minimize causes of non-
graduate terminations, which during GAO's review



exceeded 60 percent of all terminations, did not appear to have been
fully effective. (See p. 33.)

--the counseling program carried out at the Center was not conducive to
achieving the counseling objectives as set forth in the Economic Op-
portunity Act. (See p. 42.)

--many corpsmen at the Center who had reasonable chances of obtaining
high school equivalency certificates did not have the opportunity to
take the qualifying test. (See p. 51.)

--the Center did not have an adequate management information system with
complete historical and statistical data which would readily show the
progress of each corpsman. GAQ also found a substantial delay by Job
Corps in the development of a system to be used at men's urban cen-
ters, incorporating guidelines for the preparation, accumulation, and
use of such data. (See p. 54.)

--Center reports to Job Corps on job placements were not accurate be-
cause they were based on scheduled interviews, many of which did not
result in actual placements. (See p. 60.)

--the Center and Job Corps had tightened procedures which permitted 16
corpsmen to remain in the Job Corps longer than 2 years without ob-
taining approval although required to do so by law. (See p. 67.)

In the area of administrative efficiency, GAO found that:

--the Center's controls over inventories of supplies and equipment were
not adequate. (See p. 69.)

--the Job Corps had not established specifications on the quality of
clothing issued to corpsmen, nor had it conducted adequate studies to
determine whether clothing centrally stocked by the Defense Supply
Agency (DSA) was suitable. (See p. 76.)

--the Center did not furnish adequate instructions to ensure that the
%orpsmen;g glothing allowances were used as intended by Job Corps.
See p. /3.

--instructional material costing about $66,000 was not declared excess
%o the Cente;'s needs until GAO questioned the reason for retention.
See p. 82.

-~-the Center had not established adequate procedures to determine vehi-
cle needs and to evaluate vehicle use. (See p. 86.)

-~the contractor purchased 21 motor vehicles from a local dealer at
prices that exceeded the price of the lTowest b*dder. Seventeen of
these vehicles had been purchased at prices in excess of the prices
that would have been applicable in the event of direct purchase by
the Government. (See p. 89.)



--questionable salaries were paid to certain Center employees. Those
salaries paid in excess of the $20,000 Timitation, however, were sub-
sequently refunded to OED in the amount of the excess. (See p. 93.)

RECOMMENDATIONS OR SUGGESTIONS

GAQ is recommending that the Director, OEQ:

~-gstablish realistic graduation criteria for all urban centers and de-
velop implementing policies and procedures whereby Job Corps, the cen-
ters, and prospective employers can be assured that Job Corps gradu-
ates have successfully met all the criteria deemed necessary by Job
Corps to enable them to obtain and hold jobs in their fields of train-
ing. (See p. 31.)

--review the counseling programs at all urban centers and, if necessary,
establish overall guidelines defining the content of, and the fre-
quency and methods of conducting, satisfactory counseling programs
for corpsmen. (See p. 48.)

--instruct the Center to require all corpsmen who have a reasonable
chance of passing the high school equivalency test to sit for the
test during their stay at the Center. (See p. 52.)

--accelerate OEQ's efforts in assisting the Center to determine the
specific data needed and in developing and implementing the manage-
ment information system. (See p. 58.?

--direct the Center to improve and expand its placement information.
(See p. 65.)

--require the Center to submit more specific written property management
operating procedures, review such procedures to determine their ade-
quacy, and conduct periodic reviews of the operations of the property
management system at the Center to determine whether it is effective
in maintaining adequate control over property. (See p. 74.)

--conduct a review and evaluation of corpsmen's clothing requirements
and develop definite and specific purchase specifications for such
clothing in order to establish whether the clothing furnished is best
suited to corpsmen's needs and to provide a valid basis for determin-
ing th§ most economical method of procuring such clothing. (See
p. 78.

-~instruct the Center to establish procedures to ensure that corpsmen's
clothing allowances are used properly and that reimbursements are
made for only authorized purchases. (See p. 81.)

--establish procedures to ensure adequate controls over the use of motor
vehicles. (See p. 88.)



--assure himself that motor vehicles procured for Center use are pur-
chased within statutory lTimitations applicable to direct purchass by
the Government and from the most economical source. (See p. 91.

--direct the contracting officer to negotiate for a reduction in over-
payments in contractor salaries. (See p. 94.)

GAO had proposed that the Director, OEQ, with the assistance of center
managements, analyze information developed by the centers regarding rea-
sons for and circumstances under which corpsmen terminated prior to com-
pletion of the program, with a view toward further identifying conditions
and factors in the Job Corps program where improvements might be made to
favorably influence the graduation rate of corpsmen. Since OEQ has taken
action on this proposal and GAQ has made a similar recommendation in its
report to the Congress on the Wellfleet Job Corps Center, GAO is not re-
peating the recommendation in this report. (See p. 41.

AGENCY ACTIONS AND UNRESOLVED ISSUES

OEO agreed in general with GAQ's findings and recommendations relating
to Center operations and has either fully implemented or taken action
to implement most of the recommendations. However, GAO does not be-
lieve that the actions taken on other recommendations were adequate.
With reference to these matters, OEQ stated:

--that Job Corps had eliminated its inaccurate reporting system and re-
lied on other sources to determine the accuracy of placement data from
the Center. However, GAQ believes that the other sources also result
in inaccurate placement information or information not meaningful for
specific centers. ({See p. 63.)

--that the property management operating procedures were submitted to
OEO by the contractor and were found to be adequate. GAO does not be-
lieve that these procedures were adequate. (See p. 73.)

_--that DSA is not necessarily the best source for purchasing clothing
for corpsmen but that a number of factors should be considered prior
to purchasing clothing locally. OEO, did not, however, comment on
the matter of clothing specifications which GAO believes need to be
established. (See p. 78.)

--that necessary action would be taken to ensure proper vehicle utiliza-
tion in the future. However, OEQ did not explain what action would be
taken. (See p. 88.)

--that action would be taken to ensure that motor vehicles procured for
center use are purchased within statutory limitations. GAO believes
that additional action is necessary to ensure the most economical

purchases. (See p. 92.)



MATTERS FOR CONSIDERATION BY THE CONGRESS

The matters presented in this report are for the consideration by the con-
gressional committees having oversight responsibilities for federally as-
sisted antipoverty programs. In view of the interest shown by members of
the Congress in antipoverty programs generally, GAO is bringing its find-

ings and observations to the attention of the Congress for general infor-
mation purposes.



INTRODUCTION

The General Accounting Office has made a review of
the activities of the Atterbury Job Corps Center for Men
at Edinburg, Indiana. This Center was operated under
cost-plus-fixed-fee (CPFF) contracts awarded by OEO to
Midwest Education Foundation, Inc., from January 1965 to
June 1966, and to Westinghouse Management Service, Inc,,
from June 1966 to the present time.

1

Our fieldwork, which generally covered the period
January 1967 to August 1968, was performed for the pri-
mary purpose of complying with title II, section 201, of
the Economic Opportunity Amendments of 1967. Accordingly,
we directed our efforts toward evaluating (1) the effi-
ciency of the administration of the Center and (2) the
extent to which the Center achieved the objectives set
forth in the relevant parts of the Economic Opportunity
Act of 1964 authorizing Job Corps activities. The scope
of our review is described on page 93.

OEO's comments, which considered contractor comments
on our draft report and which were furnished on March 13,
1969, are included as appendix II. We have noted in the
appropriate sections of this report OEO comments that we
considered appropriate to a clear understanding of the
matters discussed therein.

The principalvofficials of OEO responsible for the
administration of activities discussed in this report are
listed in appendix III.

1Name subsequently changed to Westinghouse Learning Cor-
poration (Indiana). For convenience in this report we
use the term "Westinghouse Learning" in referring to
either of the Westinghouse subsidiaries that operated
the Center.



JOB CORPS PROGRAM

The Job Corps was established under title I, part A,
of the Economic Opportunity Act of 1964 (42 U.S.C. 2701),
which was amended each succeeding year--the most recent
amendments having been enacted in December 1967. The
purpose of the Job Corps is stated in title I, sec-
tion 101, of the act which provides:

"This part establishes a Job Corps for low-
income, disadvantaged young men and women, sets
forth standards and procedures for selecting
individuals as enrollees in the Job Corps, au-
thorizes the establishment of residential and/or
nonresidential centers in which enrollees will
participate in intensive programs of education,
vocational training, work experience, counseling,
and other activities, and prescribes various
other powers, duties, and responsibilities inci-
dent to the operation and continuing development
of the Job Corps. Its purpose is to assist
young persons who need and can benefit from an
unusually intensive program, operated in a

group setting, to become more responsible, em-
ployable, and productive citizens; and to do so
in a way that contributes, where feasible, to
the development of National, State, and com-
munity resources, and to the development and dis-
semination of techniques for working with the
disadvantaged that can be widely utilized by pub-
lic and private institutions and agencies."

Initially, youths aged 16 through 21 years were eli-
gible to participate in the Job Corps; however, the 1967
amendments to the act reduced the minimum age to 14 years.
The act authorizes training for a maximum period of
2 years, except as otherwise authorized by the Director,
OEO, in special cases.

The Job Corps centers are of three basic types--
men's urban centers, women's urban centers, and men's
rural conservation centers. The Director, Job Corps,
directs and supervises the Job Corps program and is res-
ponsible for the objectives, policies, standards,



requirements, and overall program design for the opera-
tion of the centers. The Federal and State agencies and
the industrial and nonprofit organizations under contract
with the Government are responsible for the operation and
the administration of the centers.

Job Corps enrollment is limited by law to 45,000 men
and women. The 1967 amendments to the act provide that
by June 30, 1968, at least 25 percent of the enrollment
be women and that, as soon as practicable, women consti-
tute 50 percent of the enrollment. As of December 1968,
the Job Corps enrollment was about 32,000, of which
9,600, or 30 percent, were women. Of the 22,400 males en-
rolled, 9,900, or 44 percent, were assigned to urban cen-
ters.

During the early part of 1968, OEO closed four men's
urban centers and 1l conservation centers and did not open
one planned conservation center because of fund limita-
tions and the requirement that women constitute 50 percent
of the enrollment. As of December 1968, OEQO was adminis-
tering six men's urban centers, 18 women's urban centers,
and 82 men's conservation centers. Three special centers
for carrying out experimental projects were also being ad-
ministered. The urban centers, which are generally lo-
cated in or near metropolitan areas, are operated under
contracts with industrial or nonprofit organizations.

The recruiting and screening of male applicants for
Job Corps is performed primarily by the U.S. Employment
Service. Their applications are forwarded to the OEO re-
gional office which selects and assigns the recruits. At
the time of our review, an applicant was assigned to a
men's urban center or a conservation center depending on
his achievement on a reading test given by the screening
agency. Generally, nonreaders and beginning readers were
assigned to conservation centers whereas upper intermedi-
ate and advanced readers were assigned to urban centers.

However, effective November 1968, the primary con-
sideration for assignment is the closeness of the youth's
home to a center. The act requires that at least 40 per-
cent of male enrollees be assigned to conservation centers



or to other centers or projects where their work activity
is primarily directed to the conservation, development,
or management of public natural resources or recreational
areas.

Corps members are entitled to an initial regular
monthly living allowance of $30. They may be given in-
centive increases in $5 increments, which, together with
the basic living allowance, may not exceed $35 a month
during the first 6 months of his or her participation in
the program, and $50 a month thereafter. In addition to
the living allowance, corps members are entitled, upon
termination, to a readjustment allowance of $50 for each
month of satisfactory participation, subject to certain
restrictions. Allotments of the readjustment allowance
up to $25 may be made to a corps member's wife or child,
and OEO will match the amount allotted. Certain aspects
of the controls exercised by OEQ over corps members' al-
lowances are the subject matter of a separate GAO report.



OPERATION AT ATTERBURY CENTER

In January 1965, OEO entered into CPFF contract,
OEO-47, with Midwest Education Foundation, Inc., to oper-
ate a residential men's urban center at Camp Atterbury,
Indiana, a former Army training camp. Midwest, a non-
profit organization, had been organized for the sole pur-
pose of operating the Center.

The contract provided that the contractor furnish
31,000 enrollee man-months of training through the
18-month period January 1965 to June 30, 1966. The con-
tract was negotiated at an estimated cost of $10.8 mil-
lion, including a management fee of $82,000. In February
1965 the contract amount was increased to provide an addi-
tional $3.4 million to rehabilitate and modify the facili-
ties.

Effective February 1965, Midwest awarded a CPFF sub-
contract to Adler Educational Systems Division, Litton
Systems, Inc., to provide enrollees with basic and general
educational training and vocational skill training. The
vocational training consisted of courses of instruction in
building maintenance, food processing and service, house-
hold appliance repair and service, refrigeration service,
heating service, and automotive maintenance and specialty
repair. The subcontract was negotiated at an estimated
cost of $2,913,100, including a fixed fee of $125,400. 1In
January 1966 this amount was increased to $4,136,900, in-
cluding a fixed fee of $189,200.

The first group of corpsmen arrived at Atterbury in
April 1965. 1Initially, the planned capacity of 2,600
corpsmen was expected to be reached by January 1966. The
actual population of the Center totaled about 1,500 corps-
men on June 30, 1966, and continued at about that level
during the period of our review.

The Director of the Job Corps became increasingly
aware that the operation and administration of the
Atterbury Job Corps Center was inadequate and in August
1965 designated a task force to conduct an inspection of
the Center. On the basis of the report of the task force,

10



the Director, Job Corps, advised the contractor that se-
rious overall management weaknesses existed at the Center
and that effective operation would require immediate ac-
tion to correct the weaknesses. Subsequent reviews by
the Job Corps showed that some improvements had been made
by the contractor; however, in April 1966, OEO decided
that additional improvements in the operations could be
made quicker if an industrial company could be engaged to
manage the Center.

In April 1966, OEO awarded a contract in the amount
of 8135,000 to Westinghouse Electric Corporation, Balti-
more, Maryland, to conduct a feasibility study primarily
for the purpose of transferring the responsibility for op-
erating the Center from Midwest to Westinghouse Learning,
a subsidiary of Westinghouse Electric Corporation.

In May 1966, OEO awarded a CPFF contract, OE0-1288,
to Westinghouse Learning to operate the Center. The con-
tract was negotiated at an estimated cost of $13.2 mil-
lion, including a fixed-fee of $620,400 for the 13-month
period June 1, 1966, through June 30, 1967. OEO estimated
that the enrollee strength during the contract period
would approximate, as a minimum, about 24,800 man-months
of training. In April 1967, the contract period was ex-
tended through September 15, 1967; the estimated costs
were decreased by $33,025; and the fixed-fee was increased
a like amount to cover the additional contract period.

The total contract amount remained the same.

In September 1967, OEO awarded a follow-on CPFF con-
tract to provide that Westinghouse Learning continue oper-
ating the Center through December 31, 1968. The planned
average on-board strength was 1,550 corpsmen during the
period September 16, 1967, through June 30, 1968; and
1,650 corpsmen during the period July 1, 1968, through De-
cember 31, 1968. The contract provided that Westinghouse
Learning offer vocational skill training in automotive
services, building services, electronics, and food ser-
vices. The estimated cost for the contract period was
about $11.3 million,including a fixed-fee of $508,732,
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On January 1, 1969, OEO awarded a follow-on CPFF con-
tract to Westinghouse Learning, which provided for contin-
ued operation of the Center through December 31, 1969, at
an estimated cost of $8.2 million plus a fixed fee of
$378,992. The planned on-board capacity remained at 1,650
corspmen.

The Atterbury Job Corps Center is located on an inac-
tivated Army installation about 30 miles south of India-
napolis, near Edinburg, Indiana. The Center occupies 164
buildings on the Army installation. Corpsmen dormitories
and administrative offices are located in a building com-
plex formerly used as an Army hospital, known as the
Wakeman General Hospital. 1In addition, other buildings on
the Army installation are used for warehouses, vocational
training class rooms, and maintenance shops.

We have been advised by OEO officials that as of Jan-
uvary 1, 1969, the Department of the Army declared excess
to its needs that portion of Camp Atterbury that was occu-
pied by Job Corps and so notified the General Services Ad-
ministration.

During calendar year 1967, 3,284 corpsmen entered the
Center program. These corpsmen came to the Center from
widely scattered regions of the United States. On the
basis of a statistical sampling, we estimate that about 65
percent, or 2,100, who entered the Center during calendar
year 1967 resided in the States of Florida, Mississippi,
Georgia, Alabama, South Carolina, Ohio, and Michigan.

During that period, the average corpsman was 18 years
of age at the time of entering the Center. About 61 per-
cent, or 2,003, were Negro; about 37.5 percent, or 1,231,
were Caucasian; and the balance of 1.5 percent, or 50,
were members of other ethnic groups.

Incoming corpsmen had been out of school an average
of about 10 months before entering the Job Corps and had
completed the ninth grade in school. Although the aver-
age reading ability of incoming corpsmen was at the fifth-
grade level, the reading ability of about 25 percent of
the new enrollees was less than the fourth-grade level.
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Of the 3,284 corpsmen entering the Center during cal-
endar year 1967, 1,153 or about 35 percent, had never held
a job. The average earnings were $1.20 an hour for those
2,131 corpsmen who had worked prior to entering the Center.
The average length of time that corpsmen, who had full-
time jobs prior to entry in the Job Corps, had been out of
work was about 13 weeks. On the basis of our statistical
sample, we estimate also that more than 320 corpsmen had
been arrested for various crimes ranging from misdemeanors
to grand larceny prior to their enrollment in the Job
Corps.

During calendar year 1967, 3,157 corpsmen departed
from the Center. Of this total, 1,150 corpsmen were clas-
sified by the Center as graduates, 1,773 were classified
as nongraduates, and 234 were transferred to other centers.

Section 105 of the Economic Opportunity Amendments of
1966 directs OEO to take necessary action to ensure that
for any fiscal year the direct operating costs of Job
Corps centers in operation more than 9 months do not ex-
ceed $7,500 per enrollee man-year. Under the Economic Op-
portunity Amendments of 1967 this amount was reduced to
$6,900 per enrollee man-year.

Congressional hearings have indicated that the limi-
tation is a nationwide average and includes all direct op-
erating costs of the centers such as maintenance, food,
clothing, supplies, and services, as well as the corps-
men's direct costs such as salary, allowances, and travel.
Costs not included are those for Job Corps headquarters
and regional support, screening payroll administration,
amortization of capital investment for center rehabilita-
tion and equipment, and depreciation of Center facilities.

The Center's direct operating cost per corpsman man-
year for calendar year 1967, computed on the basis of
costs compiled by OEO as applicable under section 105,
amounted to $7,262 and indirect costs amounted to $696 per
corpsman, representing a total cost per corpsman man-year
of $7,958 for 1967. A schedule of the total cost per
corpsman man-year is included as appendix I. OEO re-
ported that, for fiscal year 1968, direct operating costs
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for the Center amounted to $7,090 and indirect costs
amounted to $1,023 per corpsman man-year, representing a
total ¢6st per corpsman man-year of $8,113.
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EFFECTIVENESS OF THE

ATTERBURY CENTER'S PROGRAM

POST-JOB CORPS EMPLOYMENT

Our review of the post-Job Corps employment experi-
ence of a sample of corpsmen showed that the percentage
of youths engaged in gainful employment was greater after
Job Corps experience than before such experience and that
earning power among those working had increased. Also, a
number of youths were, after terminating from Job Corps,
engaged in such useful pursuits as serving in the Armed
Forces or continuing their education.

It appeared, however, that the increased employment
and earning power among those included in our sample can
be attributed, in substantial part, to the greater em-
ployability of youths due to the process of growing up and
to higher employment and wage levels.

To obtain an indicator of the extent to which corps-
men may have benefitted from their experience at the Cen-
ter, we made inquiries in August 1968 of the initial em-
ployer of record of a sample of 195 corpsmen who had ter-
minated from the Center in August and September 1967 and
were reported to have been employed. The initial employer
of record responded to our inquiries in 121 of the 195
cases. In 25 cases the corpsmen were reported to have
been employed continuously for a year or longer and were
still employed at the time of our inquiry. ©None of the
remaining 96 corpsmen were reported to have been employed
by the initial employer of record at the time of our in-
quiry. According to the employers, in 44 cases the corps-
men had never been employed; in 33 cases the corpsmen had
been employed for less than 2 months; in 10 cases the
corpsmen had been employed between 2 and 6 months; in six
cases the corpsmen had been employed more than 6 months;
and in three cases, although the corpsmen were reported
to be no longer employed, the employers did not provide
us with data on the length of the corpsmen's employment.
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In those 52 cases where the corpsmen were reported
to have been initially employed but no longer employed at
the time of our inquiry, the following reasons were given
by the employers for the terminations of employment.

Corpsman quit, no reasons given or corpsman

failed to show up for work 19
Corpsmen discharged for poor work perfor-
mance, absenteeism, or lack of skill 11
Corpsman left for another job, Armed
Forces, or school 11
Plant layoffs 2
Corpsmen unsatisfied with work or hours 3
Corpsman discharged for theft 1
Corpsman left due to illness 1
Employer not responsive to question 4
2

Fifteen of the 19 corpsmen who quit by failing to report
for work were reported to have left within the first
2 months and four of these left within the first 2 weeks.

The wages reported for the 25 corpsmen were still
employed at the time of our contact and the 52 who were
employed but terminated their employment are as follows:

Number of corpsmen
Still employed No longer employed
Starting Current Starting Terminal

Wage rate rate rate rate
Up to $1.50 per hr. 8 1 20 17
$1.51 to $2 per hr. 5 11 21 21
$2.01 to $2.50 per hr. 7 5 3 4
$2.51 to $3 per hr. 1 3 2 1
Over $3 per hr. 1 2 - 1
Employer not respon-
sive to question 3 3 _6 _8

e
(i
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16



We also contacted 206 corpsmen who had terminated
from the Center in August or September 1967, of whom 79
had been classified by the Center as graduates and 127
had been terminated without having completed a defined
course. Of the 79 corpsmen classified as graduates, 15
reported that they were unemployed, 51 reported that they
were working, and the remaining 13 indicated, in general,
that they were productively engaged in such pursuits as
serving in the Armed Forces or going to school. Of the
127 corpsmen classified as nongraduates, 36 reported that
they were unemployed, 75 reported that they were working,
and the remaining 16 indicated, in general, that they
were productively engated in such pursuits as serving in
the Armed Forces or going to school.

Of the 51 corpsmen classified as graduates who re-
ported they were working at the time of our interviews,
49 informed us of the nature of their current jobs. Of
these 49 corpsmen, only nine indicated that they were
working in fields related to their training, while the re-
maining 40 were working in nonrelated fields. In addi-
tion, of the 75 corpsmen classified as nongraduates who
were working at the time of our contact, 61 informed us
of the nature of their current jobs. Of these 61, only
17 indicated that they were working in fields related to
their training, while the remaining 44 were working in
nonrelated fields.

Of the 51 corpsmen classified as graduates who re-
ported they were working, 46 provided us with data show-
ing that 29 were earning $2 an hour or less and the re-
maining 17 were earning over $2 an hour including four who
were earning in excess of $3 an hour. Of the 75 corpsmen
classified as nongraduates who reported they were working,
71 provided us with data showing that 50 were earning
$2 an hour or less and the remaining 21 were earning over
$2 an hour including four who were earning over $3 an
hours. On the basis of this reported data, 63 percent of
those classified as graduates and 70 percent of those
classified as nongraduates were earning $2 an hour or less
and in most cases those in each of these groups were earn-
ing $1.75 an hour or less.
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Also, the relatively small economic gains made by
graduates compared with nongraduates may be attributable
to the Center's classification of corpsmen into these two
categories without major differences in the extent of
training actually received by many corpsmen in both cate-
gories. (See p. 21.)

Employment and earning power were somewhat greater
after Job Corps experience than before. Among the 79
corpsmen classified as graduates, 30, or 38 percent, re-
ported that they had been working prior to Job Corps and
25 of those 30 reported earning an average wage of about
$1.35 an hour; at the time of interview, 51, or 65 per-
cent, reported that they were working and 46 of the 51
reported earning an average wage of about $1.90 an hour.
Among the 127 classified as nongraduates, 60, or 47 per-
cent, reported that they had been working prior to Job
Corps and 56 of the 60 reported earning an average wage
of about $1.50 an hour; at the time of interview 75, or
59 percent, reported that they were working and 71 of the
75 reported earning an average wage of about $1.80 an
hour.

It appeared to us that the higher rate of employment
and higher earning power among these terminees could be
attributed, in substantial part, to the greater employ-
ability of youths as a result of the process of growing
up and to higher employment and wage levels. For example,
at the time of interview, the graduates were generally
between 18 and 24 months older than when they entered Job
Corps, and the minimum wage had been increased from $1.25
an hour to $1.60 an hour during the period between the
time most of the terminees entered Job Corps and the time
when they were interviewed.

Also, our analysis of data obtained from the inter-
views showed that the percentage of those working and the
wages earned had increased with age for those included in
the sample. About 54 percent of those under 18 years of
age at the time of interview were working and earning an
average wage of $1.82 an hour. In comparison, about
57 percent of those 18 years of age and older were working
and earning an average wage of $1.85 an hour.
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This increased earning power and employability also
appeared to be associated with the length of stay of
corpsmen at the Center. The average hourly wage rate was,
at the time of interview, for corpsmen who stayed in the
program for 6 months or less, $1.82; for those who stayed
7 through 12 months, $1.78; and for those who stayed more
than 1 year, $2.02. Further, the employment percentages
for those who had corresponding lengths of stay in the
program were 58 percent, 58 percent, and 59 percent, re-
spectively.

Responses by the terminated corpsmen interviewed
showed indications of continued employment problems. For
example, among 79 responding terminees classified as grad-
uates, 27 informed us that they had held either no jobs
or three or more jobs during the approximately 1 year
since their termination. About 60 percent of the working
graduates and about 70 percent of the working nongraduates
reported that they held their current jobs 6 months or
less; in most cases it was 3 months or less.

We attempted to contact the 126 employers of the 51
graduate terminees and 75 nongraduate terminees who re-
ported they were working and received 56 responses. The
employers of only 17 of 30 graduate terminees reported
that the terminees were still working about 2 months after
we had contacted the terminees, and the employers of only
11 of the 26 nongraduate terminees reported that the ter-
minees were still working about 2 months after we had in-
terviewed the terminees.

Conclusions and agency comments

For those terminees included in our tests, it is
questionable whether Job Corps experience at the Center
has resulted in substantial economic benefit for either
graduates or nongraduates.

On the basis of our review at the Center, we believe
that certain improvements should be made in the Center's
program, which could have a beneficial effect on the
corpsmen and perhaps result in more significant gains to
corpsmen for having participated in the Job Corps program.
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These matters are discussed in more detail in the follow-
ing sections of this report.

In his March 1969 comments on our draft report, the
Acting Director, OEO, provided us with available informa-
tion on the post-Job Corps experience of fiscal year and
calendar year 1968 Atterbury terminees.

The Acting Director stated that the information on
the post-Job Corps experience demonstrated that Atterbury
terminees did receive employment opportunities in a sig-
nificantly higher number than before Job Corps experience
and also at a higher remunerative rate than before Job
Corps. The information provided showed that the group of
youths who were over 19 years of age had a considerably
higher percentage (86 percent) in jobs than the youths who
were under 18 years of age (58 percent). 1In our opinion,
the information supplied in the Acting Director's comments
closely parallels the information obtained by us which in-
dicates that general economic conditions, aging of the
youths, and length of stay in the Job Corps program affect
the post-Job Corps success of such youths.

The Acting Director stated further that the wage
rates were more significant when considering that most
youths who had jobs prior to Job Corps were earning below
the minimum wage and were now earning at rates exceeding
the statutory minimum wage. Job Corps did not provide
specific information on this point; however, the average
wage of employed Atterbury terminees included in our sam-
Ple exceeded the applicable minimum wage rates in effect
before and after their Job Corps experience.

With reference to job stability, Job Corps recognizes
that a problem exists and believes that there is a need
for a new emphasis in programming at the centers. The
Acting Director informed us that a new social skills pro-
gram would be published in the near future and would be
implemented at the men's centers to train corpsmen in
those skills necessary to enhance their ability to stay
with their jobs.
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NEED TO CLASSIFY AS PROGRAM GRADUATES
ONLY THOSE CORPSMEN WHO HAVE SUCCESSFULLY
COMPLETED THE PROGRAM

Some corpsmen were classified as having been gradu-
ated from the Center program apparently without having
successfully completed all the steps which were consid-
ered necessary by the Center to permit corpsmen to develop
sufficient proficiency in their chosen occupational fields
to obtain and hold jobs.

Prior to May 1968, Job Corps policy specified that,
to be classified as a graduate, a corpsman was required
to complete a ''defined program'; however, it had not pro-
vided the centers with specific objective standards as to
what constituted a defined program.

In May 1968, a Civilian Conservation Center Program
Task Force Report was issued, containing a number of new
program concepts and policies which were to be the basis
for operation of the conservation centers. At that time,
Job Corps furnished the conservation centers with guide-
lines setting forth certain minimum requirements as to
educational, social, and vocational skills needed for
completion of the conservation center program. At the
time of our review, Job Corps had not prescribed uniform
criteria for graduation from men's urban centers.

During calendar year 1967, 3,157 corpsmen departed
from the Center and, of this number, 1,150 were classi-
fied by the Center as graduates. To be classified by the
Atterbury Center as a graduate, a corpsman had to com-
plete a defined program during his residency at the Cen-
ter and had to be enrolled in the Job Corps for at least
90 days. The Center determined that completion of cer=-
tain vocational training course requirements, regardless
of the skill level attained, constituted the completion
of a defined program.

A defined program at the Center consisted of a num-
ber of milestones or course areas. For example, the de-
fined program for '"Parts Delivery Man' consisted of
course areas described as (1) parts shop procedures,
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(2) parts delivery, (3) paper work, and (4) on-the-job
training. Each of these course areas had a number of
steps which had to be performed to complete that particu-
lar course area or milestone. The corpsman was rated by
his instructor, in addition to completion of these mile-
stones, in such areas as attitude, appearance, attendance,
aptitude, and ability.

Some corpsmen were classified as having been gradu-
ated from the training program apparently without having
completed all the steps or milestones which were consid-
ered necessary by the Center to permit corpsmen to de-
velop sufficient proficiency in their chosen occupational
fields to obtain and hold jobs.

Vocational training program

The objective of the Center's vocational training
program was to prepare corpsmen for useful employment and
the responsibilities of citizenship. The OEO contract
required that the contractor place primary emphasis on
training corpsmen in the basic skills required for entry
level in selected occupational fields.

When Westinghouse Learning took over the operation
of the Center in June 1966, the vocational training pro-
gram consisted of six major occupational clusters-=re=-
frigeration service, heating service, building service,
household appliance repair, food service, and automotive
service. Each occupational cluster consisted of a number
of individual courses or units

The Behavior Systems Division, Westinghouse Learning
Corporation, reviewed the Center's operations for the pe-
tiod October 13, 1966, to April 28, 1967, and concluded
in a report dated May 31, 1967, that:

"The preponderance of Corpsmen in 1 skill area
[automotive maintenance], the department's in-
ability to identify markets for the skills be-
ing taught, the wage levels expected in these
skill areas, and the inability to ccordinate
efforts with other skill-building departments
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are the bases for the opinion that the quality
and meaningfulness of the Vocational Education
program do not meet an adequate level."

The study group further concluded that it was ques-
tionable whether a corpsman who graduated from the Center
would, in all cases, be able to raise himself and his
family above the poverty level. The report stated that
some skills that the Center was teaching were often the
skills identified by other antipoverty programs as ''dead
occupations.'" The Center director told us that he dis-
agreed with some of the conclusions of the study group,
but he did not tell us what he disagreed with, or why.

As discussed on page 17, we reviewed the work ex-
perience of a sampling of corpsmen who terminated from
the Center and we found that only 26, or 24 percent of
the corpsmen included in the test and who were working at
the time of our contact, indicated that they were working
in fields related to their training in Job Corps.

We asked the Center director what action had been
taken to ensure that training was currently being offered
only in fields which would raise corpsmen above the pov-
erty level. The Center director told us that a survey of
job opportunities in the Great Lakes Region had been made
and that, on the basis of this survey and other informa-
tion obtained from the Southeast Region, a number of
changes had been made in May 1968 in the vocational
training offered to corpsmen. The Center director ad-
vised us in August 1968 that, in his opinion, the courses
then being offered were in occupational areas that were
in demand; but he was unable to provide us with any fur-
ther amplification on this matter. He told us also that
all vocational areas in which the Center was offering
training had pay levels equal to or above minimum wage
standards and that some corpsmen were unable to learn
higher technical level job skills because of mental 1limi-
tations or because of limited prior training or education.

In February 1967, the number of occupational clusters

was reduced from six to four. Household appliance repair
which had been a major occupational cluster was reduced
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to a unit program within a newly established major occu-
pational cluster called electronic service, because of
the lack of interest by corpsmen in household appliance
repair service and the lack of employment possibilities
in this training area. Also, the major occupational
clusters of refrigeration service, heating service, and
building service were combined because the cost of train-
ing corpsmen in each of the individual areas and the lack
of placement possibilities for corpsmen in these areas
did not make it feasible to continue these courses as
major vocational clusters. The vocational training
courses at the time we completed our fieldwork in August
1968 consisted of major occupational clusters in automo-
tive service, food service, building service, and elec~
tronic service. These clusters were continued under the
January 1, 1969, contract.

Corpsmen are generally permitted to pursue the oc-
cupational training of their choice. Each occupational
cluster includes basic or entry-level and higher skill-
level courses. After completing the entry-level course,
corpsmen may continue in certain designated higher skill-
level courses.

On February 22, 1968, 1,374 corpsmen were enrolled
in the following vocational clusters.

Automotive service 551
Electronic " 309
Building service 278
Food service 236

1,374

Of the 1,150 corpsmen who were graduated from the
Center during calendar year 1967, 494 were graduated from
automotive service, 231 from food service, 190 from elec-
tronic service, and 214 from building service and 21 had
completed a defined program at other centers before
transferring to Atterbury.

Under Job Corps policy at the time of our review,
transfers could be made from one center to another when
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the demonstrated interests and aptitudes of the corpsmen
showed that they would be more employable if they com-

- pleted a certain course offered at another center, which
was not offered the center to which they were then as-
signed.

We reviewed vocational training data pertaining to a
random sample of 202 corpsmen who had been at the Center
60 days or longer. According to the Center's records,
161 of these corpsmen had completed 222 courses of voca-
tional training. Our review of the Center's records,
however, showed that, in at least 29 of the 222 recorded
course completions, the corpsmen had not completed all
the course requirements. Consequently, a question arises
as to whether the training was adequate to permit these
corpsmen to develop sufficient proficiency in their
chosen occupations to obtain and hold jobs. Further, for
six corpsmen who had completed all course requirements,
the instructors' evaluations showed that the corpsmen
probably would be unable to hold jobs.

For example, one of the six corpsmen entered the
Center in September 1967 and enrolled in the wheel, tire
and brake repair course. Upon completion of this course
in November 1967, the vocational instructor recommended
that the corpsman not be assigned to a higher skill-level
course because he had neither the initiative nor the am-
bition for the higher skill level. The instructor rated
the corpsman's attitude, appearance, aptitude, and abil-
ity as poor.

In December 1967, the corpsman entered the service
station attendant course, another entry-level course. He
withdrew in February 1968 before he completed the course,
and the instructor rated him poor in attitude and fair in
appearance, aptitude, and ability. The corpsman was
classified as a graduate and left the Job Corps in March
1968, but in summarizing his performance the instructor
stated that the corpsman had not learned enough to be ef-
ficient and to hold a job.
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Also, for 95 of the 222 courses considered to have
been completed, the required on-the-job training associ-
ated with the courses had been waived.

In addition, it was not possible to determine what
vocational training was received by 31 corpsmen in our
sample, because the records either were incomplete or
were not available.

We believe that a complete record of each corpsman's
vocational pursuits and achievements i1s necessary to
evaluate his progress and determine his proficiency and
competence in job skills acquired during his training pe-
riod.

The Center's system for recording achievements in
vocational classes provides that, for each performance
objective, corpsmen receive instructions and then be ob-
served as to their proficiency in performing the task.
Upon completion of each course, the instructor is to rate
corpsmen as to attitude, aptitude, appearance, atten-
dance, and ability.

Because records were incomplete in some cases and
were not always in the same form, it was impossible to
determine whether a corpsman had satisfactorily completed
all the required performance objectives and whether his
instructor had rated his attitude, aptitude, appearance,
attendance, and ability as satisfactory.

Center officials informed us that, because of incom-
plete records, it was necessary in some cases to ask a
corpsman upon graduation what courses he had completed
and to give him a test to determine his proficiency.

The Center director was unable to explain why the
vocational records were not available but said that it
probably was due to changes of personnel in the voca-
tional training department and that records may have been
lost while being transferred in connection with the
transfer of corpsmen from one vocational class to another.
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In September 1968, the Center director told us that
the Center was currently taking steps to ensure that all
courses taken by corpsmen would be recorded and that the
records would be updated as necessary so that there would
be a complete record of corpsmen's vocational training.

General Education program

The General Education program is designed to provide
academic training, life experiences, and enrichment ac-
tivities that will enable each corpsman to reach his
highest possible level of attainment and vocational
training.

Center officials advised us that the instructional
materials and methods utilized for academic training had
been designed or selected by Center personnel after their
evaluation of Job Corps-developed programs indicated they
were inadequate for use with the Atterbury population.
The reading materials used are basically those of the
Mott Adult Reading Series.

In addition to providing academic training, struc-
tured programs in physical education and driver's educa-
tion are provided. Leisure programs in the form of arts
and crafts, musical instrument instructions, field trips,
hobby groups, clubs, and dormitory recreation are also
offered as a supplement to the program.

Center officials informed us that the Center was
certified by the State of Indiana in June 1967 as an ac-
credited educational institution for grades one through
12 and that all teachers either were fully certified for
teaching by the State of Indiana or had obtained provi-
sional teaching certificates.

The academic training is divided into three levels--~
remedial education, basic education, and general educa-
tion development. Initial assignment or advancement to
the various levels is determined by the results of tests
of reading and mathematical competence.
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The remedial education level is designed for all
entering corpsmen whose functional academic skill levels
are below the grade equivalent of 4.0-~the minimum read-
ing requirement for entry into vocational training at the
Center. Corpsmen assigned to this program receive inten-
sive reading instruction. In addition, instruction in
basic shop math, operation and use of hand tools, and
blueprint reading is included in a prevocational segment.

Prior to the establishment of the prevocational seg-
ment in October 1967, corpsmen with less than a 4.0 read-
ing level were assigned to vocational training even though
the vocational materials and manuals were written for
corpsmen with a reading competence above the fourth-grade
level. With the establishment of the prevocational pro-
gram, which was designed to bring a corpsman's reading
level to the required competence before assignment to vo-
cational training, the Center planned to discontinue the
assignment of these corpsmen to vocational training until
such time as their reading level was 4.0 or above. How-
ever, to accomodate those corpsmen who were unable to
meet these education prerequisites, the Center continued
to provide vocational training on a limited basis to
corpsmen with less than a fourth-grade reading level.

Corpsmen with a reading level between the fourth and
seventh grade are assigned to the basic education level.
At this level the areas of mathematics, reading, and com-
munications skills are presented through various media
and techniques, with major emphasis on the individualized
programmed system of education.

The general education development level serves as a
preparatory course for taking the General Educational De-
velopment (GED) test to obtain a high school equivalency
certificate.

On February 22, 1968, the enrollment in each of the
general education levels was:
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Number

Level of corpsmen
Remedial education (below fourth grade) 150
Basic education (fourth to seventh grade) 953
General Educational Development (above
seventh grade) 386

For purposes of determining whether a corpsman met
the academic entry requirements for the vocational train-
ing course of his choice, Stanford Achievement Test re-
sults for reading and mathematics were used. However, we
were informed by Center officials that these test re-
sults were used only as guidelines and were not necessar-
ily considered governing as to whether a corpsman would
be placed into a vocational training course. A corps-
man's attitude, desire, and initiative would be a decid-
ing factor in placing him in a vocation.

Our review of the reading and mathematics test re-
sults for the 67 graduates included in our sample of 202
corpsmen showed that 13 corpsmen, at the time of their
graduation, had not met the academic entry requirements
for the vocational training courses, although Center rec-
ords indicated that the courses had been successfully com-
pleted by these corpsmen.

Contractor action

The Center, in recognition of the need for setting
more comprehensive mandatory requirements for program
graduation, issued revised standards for graduation in
May 1968. These standards are as follows:

1. A corpsman must successfully complete a minimum
of 6 months in the Atterbury program as one of
the prerequisites to becoming a program graduate.

2. A corpsman's defined program must, in all cases,
include a minimum of l-month participation in the
work experience program (on-the-job training) as
a prerequisite to completion of the program as a
graduate.
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3. A corpsman must be certified by the General Edu-
cation and Vocational program personnel of the
program to be efficient proportionate to the
skill level(s) completed within the program.

4. The successful candidate for graduation will be
required to demonstrate satisfactory gains in at-
titudinal behavior and must be recommended by the
General Education and Vocational program person-
nel to be an employable graduate.

Conclusions

Some corpsmen were classified as having been gradu-
ated from the Center program apparently without having
completed all the milestones which were considered neces-
sary by the Center to permit corpsmen to develop suffi-
cient proficiency in their chosen occupational fields.
Classification of a corpsman as a graduate, even though
he has not adequately demonstrated successful completion
of all areas deemed necessary, may initially increase a
corpsman's chance to obtain employment because of Job
Corps' policy to place greater emphasis on obtaining em-
ployment for those terminees classified as graduates.
However, in our opinion, such circumstances may also in-
crease the possibility of losing the job obtained because
of inability to satisfactorily perform and may have an
adverse effect on attempts to place future graduates.

The Center recognized the need for setting more com-
prehensive mandatory requirements for program graduation
and in May 1968 issued revised standards for graduation.
However, our reviews at other Job Corps centers have in-
dicated this problem to be Job Corps-wide, and we believe
that there is a need for Job Corps to provide all centers
with realistic minimum standards for graduation.

In May 1968, Job Corps furnished the Job Corps con-
servation centers with guidelines setting forth certain
minimum requirements as to educational, social, and voca-
tional skills needed for completion of the conservation
center program. We believe that, by similarly adopting
vocational training standards at all urban centers, the
Center, Job Corps and prospective employers would be



provided with a greater assurance that graduating corps-
men could perform adequately at the entrance level in the
area of their vocational training. Such standards would
also provide Job Corps with a basis for comparing the ef-
fectiveness of similar training programs at the various
centers.

Recommendations to the Director, OEQO

We recommend that OEO establish realistic graduation
criteria for all urban centers and develop implementing
policies and procedures whereby Job Corps, the centers,
and prospective employers can be assured that Job Corps
graduates have successfully met all the criteria deemed
necessary by Job Corps to enable them to obtain and hold
jobs in their fields of training.

The Acting Director, OEO, in commenting on our draft
report in March 1969, advised us that Job Corps was cre-
ating at men's urban centers a standardized curriculum
specification for all vocational offerings at each cen-
ter. He advised us further that these specifications
would be used as the basis for defining more precise
achievement/termination criteria.

The Acting Director stated that Job Corps no longer
talked in terms of graduation criteria but more realisti-
cally in terms of categories of achievement at termination
since the implication is that a nongraduate is a failure.
He stated further that many corpsmen who have not been
total completers have in fact received substantial bene-
fits as a result of their participation in the program.

Job Corps believes that job performance is identified
through various levels of skills and is, therefore, spec-
ifying the several categories of levels of jobs to which
corpsmen are being trained. The Acting Director stated
that each vocational training area would have several po-
tential step-off levels which would be correlated to spe-
cific job entry levels, The objective of a men's center
is to assist each corpsman in going as far in his
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vocational trainiiig area as he is capable of going and
capable of being placed.

In our opinién, for the achievement/termination
(graduation) criteria proposed by Job Corps to be effec-
tive, there must be clearly defined educational and so-
cial criteria to complement each vocational step-off
level, all of which must be realistic in terms of provid-
ing the corpsmen with the necessary skills to obtain and
keep their employment. We also believe that it is es-
sential that Job Corps emphasize to the centers the im-
portance of ensuring that each corpsman progress as far
as possible in his area of training so that at the time
of his termination from the Job Corps he has received the
maximum training commensurate with his ability.

32



NEED FOR FURTHER EFFORT TO MINIMIZE
CAUSES OF NONGRADUATE TERMINATIONS

The Center had conducted a review to determine the
causes of nongraduate terminations and during calendar
year 1967 took a number of actions aimed at reducing such
terminations. However, it does not appear that the ac-
tions taken were fully effective, because, while it ap-
peared that some progress had been made in extending the
length of stay of corpsmen, there had not been any de-
cline in the rate of nongraduate terminations.

The Job Corps defines a graduate as a corpsman who
has completed a defined program of instruction in an ur-
ban, conservation, or special center. During calendar
year 1967, 3,157 corpsmen left Atterbury, of which 1,150
were classified by the Center as graduates, 1,773 did not
complete a defined program and 234 were transferred to
other centers. The Center's termination experience for
calendar year 1967 is shown in the following schedule.

Percentage
of termi-
Total nations that
termi- Non- were nom-
Month nations Graduates graduates graduates
January 202 80 122 60.4%
February 225 112 113 50.2
March 230 95 135 58.7
April 219 85 134 61.2
May 302 121 181 60.0
June 190 76 114 60.0
July 382 128 254 66.5
August 344 116 228 66.3
September 255 105 150 59.0
October 183 75 108 60.0
November 202 80 122 60.4
December 189 77 112 59.2
Total 2,923 1,150 1,773 60.6%

On the basis of the Center's records, 1,465 of the
1,773 nongraduate corpsmen who terminated were at the
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Center less than 90 days. The remaining 308 nongraduates
were at the Center 90 days or longer but did not complete
a defined program. The Center attempted to identify the
basic causes of nongraduate terminations by the accumula-
tion and study of data obtained in counseling sessions
and in exit interviews with corpsmen. Early in 1967, the
Center, with the assistance of the Behavior Systems Di-
vision of Westinghouse, began taking action in an attempt
to reduce the number of corpsmen terminating prior to
graduation.

The Center found that, in October 1966, 37 percent
of the corpsmen enrolling in that month dropped out in
the first 30 days. The Center found also that the first
3 days and the second and third weeks of an enrollee's
stay seemed to be critical to the dropout problem and
that the racial mix of each entering enrollee group and
of the total corpsman population was a strong contributor
to the dropout rate among Caucasian enrollees.

The factors which the Center identified that seemed
to influence corpsmen to terminate with less than 90
days' service were:

1. A fear of bodily harm from other corpsmen or a
fear, in general, of the many "unknowns'" about

Center life to the new enrollee.

2. Homesickness accentuated by the unfamiliar envi-
ronment and routine of the Center.

3. A strong negative impact of the Center and its
program on the new enrollee.

4. A dissatisfaction with the lack of discipline at
the Center.

5. A dissatisfaction with the rather spartan and
sometimes untidy living conditions at the Center.

6. A dissatisfaction with the vocational offerings
at the Center.
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The factors that the Center believed influenced
corpsmen to terminate after a 90-day length of stay were:

1. A dissatisfaction with the vocational offerings
at the Center.

2. A dissatisfaction with the general education or
academic program at the Center.

3. A lack of knowledge of individual progress by
corpsmen within the Center's program.

On the basis of these findings, the Center director
informed us that (during calendar year 1967) the Center
took the following actions aimed at removal of the causes
of nongraduate terminations.

Fear of bodily harm--To minimize the chance of bod-
ily harm and intimidation and to give each new enrollee a
feeling of personal security:

1. The security staff was modified and strengthened
to give better coverage of the Center,

2. The security staff received in-service training
in human relations and crime prevention and de-
tection.

3. The security staff assigned to the 4 p.m. to 12
midnight shift was increased.

4, The Corpsmen Diplomats, an organized group of
elite corpsmen, were increased in number and
given training in leadership and discipline and
assigned to the Security Department to assist in
patrol of the Center.

5. The number of hallways available for use was re-
duced because most of the actual physical as-
saults occurred in the 13 miles of sometimes
dimly lit hallways.

6. Each residential unit was isolated and made self-
contained, because many cases of assault were
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caused by corpsmen from one residential unit
passing through another unit where there was a
minimum fear of identification while in a strange
area.

Improved lighting was added in hallways and on
the grounds.

Additional staff was assigned during operating
hours to trouble spots, such as the snack bar,
mess hall, and theater, and the snack bar was
moved to more spacious quarters.

Homesickness and initial negative impact of the pro-

gram--The Center found that many of the new enrollees had
reached their decision to stay in the program or drop out
within their first 3 days at the Center. To reduce the
number dropping out in this period, the Center took the
following actions:

1.

2.

The most competent residence and counseling staff
were assigned to the orientation program.

The physical facilities in orientation areas were
painted and decorated with wall paintings and
photos of Center activities.

The structured orientation program was revised
using slide-tape presentations of the Center and
its program, rules, and regulations.

A screening process was initiated in orientation
whereby enrollees who were behavioral, medical,
or psychiatric problems or whose attitude did not
qualify them for the Job Corps program were iden-
tified and isolated from the mainstream of the
program. Center officials stated that this
helped stabilize the enviromment in the orienta-
tion area and decrease the negative impact on new
enrollees.

The race relations section of the orientation

program was strengthened through slide-tape pre-
sentations and group counseling sessions to
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attempt to further break down the racial barriers
between new enrollees of different groups.

Dissatisfaction with discipline at the Center--The
Center reworked the discipline system, using a philosophy
of taking strong action with a few to make the program
beneficial for many.

1. The Center's rules and regulations for infrac-
tions were reviewed, in some cases revised, and
documented in a Center director policy statement
and in the corpsman handbook.

2. The new discipline policy was implemented, a Cen-
ter disciplinary board was established, a disci-
Plinary officer was appointed, and the Center's
review board was restructured.

3. Job Corps headquarters granted the Center direc-
tor authority to discharge a corpsman from the
program, which allowed the Center to take rapid,
strong action with violators.

4, A stronger relationship was established with the
Federal Bureau of Investigation, the U.S. Attor-
ney, and the Federal courts to provide for more
rapid and efficient dealing with corpsmen commit-
ting crimes at the Center.

Dissatisfaction with living conditions--The Center
director informed us that the vintage and the former mil-
itary hospital environment of the Center's living facili-
ties made for somewhat less than an ideal setting for a
homelike atmosphere. In addition, the general background
of enrollees, many from ghetto slum areas, can generate
extreme untidiness unless a program can be developed to
thwart it. During 1967, the Center director said that
the following actions had been taken to develop a spirit
of pride in the corpsmen for both their own appearance
and the appearance of their dormitory.

1. A weekly cleanliness competition was initiated
between dormitories, and group incentive awards
were given to the winners.
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2. Individual citations and awards were given to
corpsmen having the most well-kept rooms or areas
in each dormitory.

3. Several '"cleanup, fix-up" days were held at the
Center.

4. The appearance standards for corpsmen were im-
proved with regard to such items as dress,
shaves, and haircuts.

5. Recreation areas were added to each residential
unit.

Dissatisfaction with vocational offerings--The Cen-
ter director informed us that a major cause of nongradu-
ate terminations from the Center was the inability to
maintain the corpsman's interest and motivation level in
his assigned vocational training area. He stated further
that this problem was mainly caused by assignment of en-
rollees to Atterbury who desired training in an occupa-
tional area not offered at Atterbury. He said that the
recruiting and screening system used by Job Corps did not
adequately deal with this problem and that many times the
system was geared to fill assignment quotas by numbers
alone and an individual's desires were lost in the shuf-
fle.

Notwithstanding the screening and assignment prob-
lems, the Center took the following actions to improve
vocational training programs.

1. In May 1967, the courses offered were reduced
from 41 to 29. The courses eliminated were those
in which corpsmen showed minimum interest and in
which there was poor job placement potential.

2. A familiarization program was initiated as a pre-
requisite for entrance into each vocational area.
The program allows each enrollee to gain some ba-
sic knowledge of the type of training offered in
each area prior to final commitment to the train-

ing.
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Dissatisfaction with General Education--The lack of
interest and motivation was recognized as a contributor
to nongraduate terminations. Changes made in the program
to minimize the problem were:

1. A prevocational program was initiated for those
corpsmen entering with less than a fourth-grade
reading level, because these corpsmen were fall-
ing behind, losing interest, and dropping out
prior to course completion.

2. The GED program was revised and strengthened.

3. Reading and mathematics curricula were revised at
all levels of the academic program.

Lack of knowledge of individual corpsmen progress--
The Center found that some corpsmen left the program be-
cause they lacked knowledge of their progress in the pro-
gram. The Center took the following action to correct
this problem.

1. A series of reports were developed, using Center
data processing equipment, to show individual
progress by corpsmen in the program.

2. Graphic display boards of corpsmen's progress
were developed and put up in each vocational shop
area.

3. A system of progress charts and records was de-
veloped for the General Education program.

In addition to the actions taken in specific areas,
the Center instituted several in-service training pro-
grams for certain staff groups, as follows:

1. A training program was instituted for all resi-
dence personnel.

2. A remedial reading instruction program was
started for all General Education teachers.
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3. A vocational education program was started for
all shop instructors.

Our review of nongraduate terminations from the Cen-
ter for the first 9 months of calendar year 1968 showed
that, out of a total of 2,320 terminations during this
period, 1,439 corpsmen or 62 percent of those terminated
were classified by the Center as nongraduate termina-
tions. During the first 9 months of calendar year 1967,
the nongraduation rate for the Center was 60.9 percent.
Based on the Center's records, 931 of the 1,439 who ter-
minated were at the Center less than 90 days. The re-
maining 508 were at the Center 90 days or more but did
not complete a defined program.

Conclusions and agency comments

It appears that, by successfully meeting the minimum
requirements for graduation established by a center, a
corpsman would be better prepared for the opportunities
and responsibilities of citizenship and employment. Job
Corps, on the basis of its experience, is of the view
that, in order to receive substantial benefit from Job
Corps experience, a corpsman needs to stay enrolled at
least 6 months in the program. The Center has identified
a number of causes of nongraduate terminations and has
taken specific actions to try and correct the situation.
Our review of termination data showed, however, that, al-
though the Center appeared to have had some success in
increasing the length of stay of corpsmen, the overall
nongraduate termination rate had not been substantially
affected by the actions taken by the Center. Thus, it is
apparent that these actions have not been fully effec-
tive.

We have made reviews at a number of Job Corps cen-
ters where the inability of the centers to retain enroll-
ees for reasonable periods of time was a serious problem.
Job Corps during the period of its existence has taken a
number of steps to favorably influence retention rates.
However, these steps have not resulted in any substantive
improvement of the termination situation, and we believe
that this matter is critical to the success of the Job
Corps program.
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In our draft report to the agency, we proposed that
OEO, with the assistance of center managements, analyze
information developed by the centers regarding the rea-
sons that, and circumstances under which, corpsmen termi-
nated prior to completion of the program, with a view to-
ward further identifying conditions and factors in the
Job Corps program where improvements might be made to fa-
vorably influence the graduation rate of corpsmen. Since
we have made a similar recommendation in our report on
the "Wellfleet Job Corps Civilian Conservation Center,"
we are not repeating the recommendation in this report.

The Acting Director, OEO, in commenting on our draft
report, stated that Job Corps agreed that there must be a
continued increase in the number of positive output of
corpsmen. He stated further that Job Corps had already
launched a new in-depth study, in conjunction with the
management of the urban centers, into the specific fac-
tors that were leading corpsmen to leave the center prior
to their acquiring skill levels that would enable them to
be employed.
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NEED TO IMPROVE COUNSELING
PROGRAM

The counseling program as carried out at the Center
was not conducive to achieving the objectives of coun-
seling as set forth in the Economic Opportunity Act.

The act states that each Job Corps center shall be
operated so as to provide enrollees with an intensive,
well organized, and fully supervised program of counsel-
ing. The act provides that, to the fullest extent feas-
ible, the required program for each enrollee include ac-
tivities to assist him in choosing realistic career goals,
coping with problems he may encounter in his home com-
munity or in adjusting to a new community, and planning
and managing his daily affairs in a manner which will best
contribute to long-term upward mobility. The act further
states that the Director, OEO, shall provide for the
counseling of each enrollee at regular intervals, to fol-
low his progress in educational and vocational programs.

The counseling program at the Center is designed to
help each corpsman establish career goals through realis-
tic self-assessment; to provide him with positive motiva-
tion; to furnish an opportunity for self-exploration and
expression in an acceptable, nonthreatening, confidential
atomosphere; and to promote the changes in behavior and
attitude which will enable him to attain his career
goals. Counseling techniques are developed by the coun-
seling department which provides professional counselors
for individual and group counseling. This department also
provides special training to nonprofessional counselors,
such as dormitory personnel, teachers, and instructors,
who are expected to provide nonprofessional counsel and
advice on a continuing basis.

Incoming corpsmen have immediate access to profes-
sional counselors during the orientation period, to help
them in meeting the sometimes traumatic experiences en-
countered within the first few days or weeks at the Cen-
ter., Upon completion of orientation, corpsmen may volun-
tarily request counseling or may be referred for counsel-
ing by staff members., Corpsmen who follow the established
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termination process are also given a terminal interview
by a professional counselor.

The counseling department had 12 professional coun-
selors, or about one to every 125 corpsmen. Professional
counselors were assigned to each dormitory, general, and
vocational area during specified hours and were available
for individual counseling by appointment from 8 a.m. to
10 p.m., 5 days a week.

Nonprofessional counseling was provided by other
staff members who were available 7 days a week, 24 hours
a day. The schedule for the dormitory staff was arranged
so that corpsmen had the maximum staff available after
4 p.m., the completion of the academic day.

From March to October 1967, the Center also operated
a separate dormitory to segregate and provide intensive
professional counseling to those corpsmen who desired to
terminate before completing their training. We were in-
formed by the Center's deputy director that this counsel-
ing was directed toward motivating corpsmen to remain in
the program and discouraging their failure image and that
the Center, by this technique, was successful in retain-
ing about 20 percent of those desiring to terminate.
However, we were informed that this approach was discon-
tinued because the Center determined that the cost was not
proportionate to the benefit obtained and because the
dormitory became a haven for Caucasian corpsmen who felt
insecure in a predominantely Negro population.

Between October 1966 and April 1967, the Behavior
Systems Division of Westinghouse Learning Corporation
made a review of the counseling program at Atterbury.
Following the Center's implementation of oral recommenda-
tions made during the review, a report was issued which
concluded that the appointment of a new manager of coun-
seling, direct introduction of desired counseling tech-
niques, and improvements in recordkeeping and intradepart-
mental cooperation had significantly improved the effec-
tiveness of the counseling department.

Our review of the counseling files for 202 corpsmen,
selected at random from those corpsmen who had been at the
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Center for at least 60 days as of March 1, 1968, showed
that 73 corpsmen, or 36 percent, had received no profes-
sional counseling since their initial interview when they
entered the Center. These 73 corpsmen had been at the
Center from 3 months to about 2 years as of March 1, 1968,
and the average length of stay was slightly in excess of
7 months.

We believe that one of the reasons why such a high
percentage of corpsmen received no professional counsel-
ing can be attributed to the practice of requiring corps-
men to visit a counselor only upon entry and termination,
unless they are referred by a member of the Center staff.
Such a practice runs counter to findings of studies of
disadvantaged youths by professionals in that field who
suggest that these youths do not request nor utilize in-
dividual counseling unless they are formally scheduled to
do so and that even then they miss appointments. Although
the experience at Atterbury could not be conclusively de-
termined because of the absence of records, the Center
estimated that only 10 percent of the total individual
counseling sessions in calendar year 1967, were requested
by corpsmen.

We believe that the data on the following corpsmen--
one corpsman who apparently had not received any counsel-
ing during his 27 months in Job Corps and two who had not
sought counseling since their initial interview when they
entered the Center--demonstrates the need for regularly
scheduled counseling sessions.

Corpsman A, who was 19 years old when he entered the
Center in February 1966, had completed the eighth grade,
As of February 1968, he had only progressed from a read-
ing level of 2.2 to 2.8 and from a math level of 2.7 to
3.1. During his more than 2 years at the Center, he was
fined for fighting and failure to do assigned tasks. 1In
addition, he was absent without leave on six different
occasions., His vocational training was in building ser-
vices. The records show that he received training in
(1) electrical maintenance and custodial procedures until
April 1966, (2) carpentry from May to October 1966,

(3) electrical maintenance and custodial procedures during
November and December 1966, (4) plumbing maintenance from
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January to March 1967, and (5) sheet metal working from
December 1967 to May 1968. He received on-the-job train-
ing from April to June 1967 and engaged in work at the
Center from June to December 1967, He was terminated as
a graduate in May 1968 and placed as a laborer at $1.85
per hour after spending about 27 months in Job Corps.
The placement specialist who arranged the placement ad-
vised us that this corpsman was placed as a laborer be-
cause his educational level precluded his succes in
other vocations. There was no information in the corps-
man's file to indicate that he had received counseling
during his 27 months in Job Corps.

Corpsman B, who was 17 years old when he entered the
Center in December 1967, had completed the 10th grade and
had a reading and math equivalent grade level of 5.4 in
each subject. The records show that the corpsman joined
the Job Corps as an alternative to accepting a sentence
for auto trespassing. 1In his initial interview the coun-
selor noted that the enrollee was sullen and evasive, had
been arrested three times for riding in stolen cars, ad-
mitted that he had smoked '"pot," and looked like he was
coming off a "high'" on the day of the interview. Since
arrival at the Center he had been absent without leave on
two occasions and had been involved in two reported in-
cidents, one for refusing to do assigned work and one for
leaving the job early. There was no evidence in his coun-
seling file of any contact with a professional counselor
after his initial interview.

Corpsman C, who was 17 years old when he entered the
Center in June 1967, had completed the ninth grade. As
of January 1968, he had progressed from a reading level
of 4.7 to 5.4 and a math level of 5.4 to 5.8. During his
initial interview the counselor noted that the enrollee
was a car theft suspect and had used marijuana and other
drugs. About 2 months after entry he was charged with
insubordination and intoxication while on assigned work.
About 2 months later he was arrested in Indianapolis,
Indiana, and charged with disorderly conduct and incit-
ing a riot. Upon being found guilty of being a disor-
derly person, he was fined $25 plus court costs and sen-
tenced to 14 days in jail. Upon release he returned to
the Center and since then had received certificates of
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completion for two courses in building services. His prog-
ess and effort in general education were rated as fair and
poor, respectively. Except for the initial interview with
the counselor, the file did not show that this corpsman
had received any counseling,

We discussed the need for regularly scheduled counsel-
ing sessions with representatives of a consulting firm--
Education Testing Service, Princeton, New Jersey. On the
basis of information which we furnished the consultants
about the Center's counseling program, they advised us
that, if the interviews undertaken on the corpsmen's ini-
tiative were infrequent and if a large proportion of the
corpsmen had no counseling contact other than an initial
and a terminal interview, it was their opinion that the
counseling program did not fully comply with the require-
ment in the act for an "intensive" program of counseling.
They also expressed the opinion that counseling sessions
scheduled on the counselors' initiative seemed necessary
to meet this requirement.

The consultants also advised us that, if professional
counseling contacts were generally limited to referrals by
staff members, the role of the professional counselor had
apparently become that of a "troubleshooter." They rec-
ognized the need for counselors to become cognizant of
disciplinary and other problems as they arise and to as-
sist in solving such problems through advice to other
staff members and through direct dealings with corpsmen.
However, they believed that counselors could make a more
constructive contribution by helping to foresee and fore-
stall such problems. For example, the consultants noted
that professional counselors should be able to suggest to
instructors and other staff members what differential
approaches, methods, and treatments are likely to be most
effective for specific corpsmen. They believed that regu-
lar counselor-corpsman contact was essential for render-
ing such judgments,

During our review, Westinghouse learning informed us
that group counseling had been discontinued early in cal-
endar year 1967 as a result of a study by the Behavior
Systems Division of Westinghouse Learning Corporation., A
Center official stated that group counseling was, in
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effect, a "baby sitting session'" in which a counselor
tried to keep a group of corpsmen busy for an hour. Most
of the corpsmen, according to a Center counseling offi-
cial, had no particular problem common to the group and
the sessions became meaningless. However, in January
1968, group counseling was reinstituted on a voluntary
basis. Based on monthly reports of group counseling,

620 corpsmen attended these sessions during the 7-month
period ended July 31, 1968.

With respect to the elimination of group counseling,
our consultants said that, if group counseling was indeed
a "baby sitting session," it seemed logical to discontinue
the counseling in favor of more effective activities, as
the Center presumably did, or to revise the objectives
and procedures of group counseling. The consultants stated
that it seemed to them that the objectives of counseling
cited in the act could serve as a productive guide for the
content of group sessions. For example, they said that
problems could be discussed that are representative of the
problems corpsmen encounter in their home communities or
in planning and managing daily affairs. A procedures which
the consultants recommended as worth trying involved '"sim-
ulation and role-playing.'" Enrollees might enact common
problems encountered on a job--such as sharp criticism by
a supervisor--to explore, examine, and rehearse various
ways of responding. The consultants stated that such exer-
cises, in a nonthreatening enviromment, had proved useful
in influencing attitudes and behavior in various groups.

In September 1968, we discussed the apparent need for
improvements in the counseling program with the Center di-
rector, who advised us that certain realignments of the
duties of professional counselors had been made to give
them more time to work directly with corpsmen. He also
told us that corpsmen would be required to attend
individual- and group-counseling sessions on a regularly
scheduled basis. He said that each corpsman would be
scheduled to attend a counseling session with a profes-
sional counselor once in each 6-week period and that each
corpsman would also be scheduled to attend at least two
group-counseling sessions within each 6-week period.
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Conclusions

Although the counseling function does not readily
lend itself to quantitative measurement of its accomplish-
ments, it seems reasonable to conclude that the inade-
quacies of counseling at the Center served to reduce the
benefits which counseling is capable of giving to the
corpsnen,

We believe that many corpsmen could benefit from an
intensive counseling program to assist them in making the
social, educational, and vocational adjustments necessary
to become self-supporting members of society. Also, we
believe that the counseling program could be a means by
which corpsmen are encouraged to remain at a center for a
sufficient period of time to acquire the skills necessary
to obtain and hold a job. 1In September 1968, the Center
revised its policy so that each corpsman would receive
regularly scheduled individual counseling with a profes-
sional counselor and would participate in regularly sched-
uled group counseling sessions. We believe that these
changes, if properly implemented, should improve the qual-
ity and effectiveness of counseling at the Center.

Recommendation to the Director, OEO

Because our reviews at other urban centers have also
shown a need for improvements in the counseling program,
we recommend that OEO review the counseling programs at
all urban centers and, if necessary, establish overall
guidelines defining the content of, and the frequency and
methods of conducting, satisfactory counseling programs
for corpsmen.

The Acting Director, OEO, in commenting on our draft
report, stated that in January 1969 the Men's Centers
Directorate established a team of specialists to go to
each center and live there and work in close liaison with
the staff of the center in resolving the problem areas of
counseling and group living., According to the Acting
Director, the team was planning to call upon outside con-
sultants and program experts within the Job Corps for as-
sistance in resolving the program areas.
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The Acting Director also informed us that the Job
Corps had sent a draft of a residential living manual to
the urban centers for review and comment. The Acting Di-
rector stated that this manual, which would cover the var-
ious elements of a counseling program in a residential
setting, providing content, frequency, and methods of
counseling, was due for publication within 3 to 6 months.

The Acting Director added that Job Corps had always
been aware of the need for improving guidelines for coun-
seling and had developed sample training programs for
center personnel, had begun publishing counseling articles
in the Job Corps Staff Newsletter, and had made and dis-
tributed a number of staff-training counseling films, The
Acting Director stated that, in the near future, the Job
Corps, in conjunction with the centers would consolidate
the best of the program materials developed at the various
centers, catalogue the counseling materials, and follow
with a series of workshops to consolidate and publish
handbooks, procedural guidelines, sample schedules, and
the like.

The OEO comments state further that Job Corps believes
the paramount aim of its counseling program to be the high
quality and effectiveness of the program, rather than the
number of corpsmen contacts.

We believe that the two concepts go hand in hand.
Considering the background and problems that many corps-
men have, we believe that the counseling provided at the
centers must be done by people who have been adequately
trained to provide high quality counseling to the degree
necessary for each corpsman so that, upon termination,
each youth will be prepared to carry on a productive life.
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NEED TO INCREASE OPPORTUNITIES
FOR OBTAINING HIGH SCHOOL
EQUIVALENCY CERTIFICATES

Many corpsmen at Atterbury who apparently had a rea-
sonable chance to obtain a General Educational Development
certificate did not have the opportunity to take the test
leading to the GED certificate, primarily because the test-
ing facilities used were inadequate to accomodate all qual-
ified corpsmen.,

Center officials informed us that, when it took over
operation of the Center in June 1966, Westinghouse was not
an authorized testing agency and, therefore, corpsmen ap-
plicants would have had to be transported to Indiana Uni-
versity or Vincennes University to take the GED test.

According to Center officials, facilities for the GED
testing program at Indiana University, which is located
about 45 miles from the Center, could accommodate about 40
corpsmen every 2 months. During calendar year 1967, 232
corpsmen, or essentially all that could be accommodated,
took the test at Indiana University. Vincennes University,
which is approximately 200 miles from the Center, was
rarely used because the cost of meals, lodging, and travel
to and from the facility would be costly.

Certificates issued for satisfactory achievement on
the GED tests are widely accepted as evidence of high
school equivalency by business, industry, the military ser-
vices, civil service commission, and State and local boards
of licensing examiners, Individuals who obtain high school
diplomas or their equivalent are generally considered to be
in a more favorable position when applying for jobs, seek-
ing promotions, or attempting to qualify for higher educa-
tion than are individuals who have not obtained these cre-
dentials,

In March 1966, Job Corps issued a bulletin to urban
centers urging center directors to encourage as many eligi-
ble corpsmen as possible to participate in the GED program.
The Economic Opportunity Amendments of 1966, approved No-
vember 8, 1966, provided that education and training of new
enrollees, to the extent feasible, provide opportunities
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for qualified enrollees to obtain the equivalent of a cer-
tificate of graduation from high school.

Center officials informed us that, on the basis of an
analysis of the scores of the first 148 corpsmen who took
the GED test, the Center determined that only those corps-
men with a Stanford Achievement Test (SAT) reading average
score of 7,5 or above would be recommended to take the GED
test, because corpsmen with (1) less than a score of 6.0
had little chance of success, (2) a score between 6.0 and
7.5 had very. limited chance of success, and (3) a score of
7.5 or above had a good chance to pass the GED test. 1In
addition to having a score of 7.5, corpsmen who desired to
take the GED test had to be recommended by their teachers
or counselor.

In order to determine whether the corpsmen considered
to have a good chance of success on the basis of the Cen-
ter's experience were being afforded the opportunity to sit
for the test, we analyzed the results of the final SAT
tests of terminated corpsmen for a 4-month period beginning
October 1967. Of 328 corpsmen who took the SAT test, 70
had a reading average of 7.5 or better, but only 33 had
taken the GED test., The SAT reading average scores of the
37 corpsmen who did not take the GED test ranged from 7.5
to 9.5, and 24 of the corpsmen were graduated from Job
Corps. Projection of the results of this analysis to the
1,130 corpsmen who were given terminal SAT reading tests
in calendar year 1967, indicates that more than 100 corps-
men who had a good chance'of passing the GED test left the
Center each year without taking the test.

In addition to the 33 corpsmen who had taken the ter-
minal SAT reading test, other corpsmen at the Center had
taken the GED test during the 4-month period beginning Oc-
tober 1967. According to Center officials, essentially
all the corpsmen who could be accommodated took the test
during this period,

We discussed these matters with Center officials who
stated that corpsmen may not have taken the GED test be-
cause (1) of the limited facilities at Indiana University,
(2) under the Center's policy, corpsmen have the responsi-
bility to apply to take the GED test and they may not have
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requested to take it, and (3) corpsmen could have a 7.5
reading average and still be deficient in language, arts,
skills, or mathematics and, therefore, not be granted ap-
proval to take the test,.

Center officials informed us in August 1968 that ar-
rangements had been completed with the State of Indiana to
allow the Center to give the GED test to corpsmen at the
Center once a month beginning in September 1968.

Conclusions

It appears that in the past not all the qualified
corpsmen leaving Atterbury took the GED test leading to
the GED certificate, primarily because the testing facili-
ties were inadequate to accommodate all corpsmen. The
Center became an authorized testing agency in September
1968, which appears to resolve the problem of inadequate
facilities., However, we believe that under the Center
policy, which places the burden of responsibility on the
corpsmen to apply to take the test, instances may occur in
the future where qualified corpsmen will terminate from
the Center without having taken the test. In our opinion,
the Center should require all corpsmen who have a reason-
able chance of passing the GED test to sit for the test
during their stay at the Center.

Recommendation to the Director, OEQ

We recommend that OEO instruct the Center to require
all corpsmen who have a reasonable chance of passing the
GED test to sit for the test during their stay at the Cen-
ter.

The Acting Director, OEO, in commenting on our draft
report, stated that Job Corps had long recognized the need
to increase the input and, eventually, the more positive
output in the GED programs at all centers, Recognizing
that the age factor of the corpsmen has been dropping and,
accordingly, that the reading levels had become similarly
lower, the Acting Director stated that Job Corps had de-
veloped a specialized curriculum that would allow corpsmen
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to enter a GED preparation program with a reading level
equivalent to grade 6 rather than grade 7.5 as had been the
practice in the past. He stated that this curriculum, de-
signed to require at least 4-months for a corpsman to com-
plete, had been provided to each urban center and was cur-
rently being utilized on an experimental basis., According
to the Acting Director, early indications support prior
test conclusions that the curriculum is highly successful
and, if these indications prove to be true, the men's ur-
ban centers will convert totally to the specialized curric-
ulum,

With reference to the Atterbury Center, the Acting
Director stated that, with the increased testing capabil-
ity, the Center had taken action to test all corpsmen who
appear to have the capability of passing the test and re-
ceiving their certificates,
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NEED FOR TMPROVED MANAGEMENT
INFORMATION SYSTEM

The Center's management information system did not
provide cumulative data on a regular basis, and as a con-
sequence complete historical and statistical data was not
readily available to show the progress of each corpsman
through the program. Although Job Corps had been devel-
oping a corpsman advisory system for the purpose of provid-
ing managers of its centers with guidelines for the prepa-
ration, accumulation, and use of such data, a substantial
delay in the development of the system has occurred.

The system, planned by Westinghouse Learning for accu-
mulating and reporting data related to corpsmen at the Cen-
ter, is designated as the corpsman master system. As
planned, this system would provide information to apprise
corpsmen of their standing in the program and to enable
management to evaluate and make improvements in the pro-
gram.

Corpsman master system (COMAS)

The need for development of a management information
system which would provide data for immediate and effec-
tive management measures was recognized during a study
made of Midwest's operation of the Center in April, May,
and June 1966 by Westinghouse Electric Corporation. The
final report to OEO on this study stated that, with the
number of corpsmen and staff at the Center, the need for
mechanical processing and storage of data was mandatory.

The Center's operating plans submitted to OEO in Sep-
tember 1966 showed that the Center planned to install a
mechanized unit record system to provide management with
data on corpsmen.

The system was designed to provide, basically, three
types of reports, which the Center calls input, thru-put,
and output reports. As designed, the input report was to
contain profile data such as age, race, and State of ori-
gin of incoming corpsmen. The thru-put report was to con-
tain data on the accomplishment of corpsmen during the
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current reporting period. The output report was to show
the status of terminating corpsmen. Installation of the
mechanized equipment (electrical accounting machine) began
in July 1966. Until June 1967, the equipment was used for
filing and correlating data for historical purposes and
only a few reports were prepared.

In June 1967, Westinghouse Learning determined that a
computerized information processing system with a memory
core and calculating capability was necessary to provide
what it believed would be needed data. The Center planned
to install a computerized card system as the initial phase
of the proposed system. Tape drive and disc storage were
to be installed in the future when the system became fur-
ther developed. The data processing equipment for the
computerized card system was ordered in October 1967, in-
stalled in March 1968, and ready for operation in May 1968.

In May 1968, a Center report showed that, from July
1966 to May 1968, the emphasis had been on developing pa-
rameters of the information needed rather than on report-
ing and using data from the system. Furthermore, the lim-
ited information, consisting of the above three reports,
was used primarily by the first-line supervisor or by per-
sonnel dealing directly with the corpsmen and was diffi-
cult to use at the upper management level since informa-
tion from the reports was not summarized for management
purposes.

The Center's report of May 1968 proposed new report-
ing formats; however, it emphasized that coordination with
the users of the reports was necessary before they could
be programmed.

In May 1968, the manager of counseling and testing,
issued a memorandum to the associate director of programs,
in which he again called attention to the need for com-
plete evaluations of corpsmen's progress. He concluded
that it was not enough to have data available but that
someone should have the responsibility for continually
evaluating the corpsmen's progress and recommending reme-
dial actions where necessary.
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In September 1968, the Center director informed us
that the responsibility for continually evaluating each
corpsman's progress would be assigned to a counselor in
the counseling department.

In view of the early recognition of the need for a
management information system and the apparent limited use-
fulness of the COMAS, we asked the Center director for an
appraisal of the current system. We were informed that
COMAS provided important data on each corpsman upon entry
to the Center, while he is at the Center, and upon exit
from the Center. He said that improvements in the system
could be made, as ability is gained, to relate such vari-
ables as age, race, vocation, prior education, home State,
and other data to the corpsman's progress. He said also
the COMAS would be continually revised as the Center be-
came more sensitive to the use of detail data and statis-
tics for program management and that the ultimate goal was
to identify each corpsman's abilities, desires, and oppor-
tunities for a job and to be able to develop a program to
meet these needs.

Corpsman advisory system (CAS)

The CAS for men's centers, which is being developed
jointly by Job Corps and men's urban centers, is planned
to provide reports which will show a cumulative record of
each corpsman's progress on a regular basis and also to
provide a means to regularly evaluate, advise, and counsel
corpsmen.

As planned the CAS in its most fundamental form was
to have three major elements as follows:

1. Corpsman advisors: Advisors would function in a
personal relationship with the corpsmen and ap-
prise them regularly of their progress in all
phases of the program.

2. Incentive programs: Performance criteria would
be established and awards and promotions would be
given to those corpsmen who meet these criteria.
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3. Milestones: Basic to the role of an advisor and
to incentive programming is an analysis of the
program and the establishment of cohesive perfor-
mance objectives or identifiable skill clusters.
Milestones define the performance goals of a pro-
gram and specify the behavior necessary to reach
these goals.

In May 1967, the Assistant Director for Men's Centers
advised the Center director that the CAS, which had been
in operation in conservation centers since July 1, 1966,
had greatly improved the entire program in many of these
centers. It was believed that it could produce similar
results in all men's centers and therefore a decision to
institute the CAS for men's urban centers had been made.
Full implementation of the CAS was initially planned for
December 31, 1967.

Center officials stated that job Corps' initial ef-
forts had been primarily related to milestoning. The fi-
nal effort was to produce milestones in the three major
areas--vocational, academic, and social development. How-
ever, we were informed in June 1968 that milestoning ef-
forts up to that time had been primarily directed toward
the vocational area.

With regard to milestoning, the Acting Director,
Men's Centers, advised the Center director in May 1968
that completion of the food service cluster made it pos-
sible, for the first time, for Job Corps to specify to an
employer the skills that a graduate had in this area.

The Center director was also advised that it would be nec-
essary for each center to write performance objectives--
descriptions of how each center proposed to assist corps-
men in meeting each milestone.

In May 1968, the Center director advised Job Corps
that it would not be possible to submit a report on the
status of the completion of milestones by May 24, 1968,
or on the performance objectives by June 15, 1968, as re-
quested by Job Corps. The Center director, however, sub-
mitted alternate proposals.
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One proposal required the hiring of five additional
employees. The Center director estimated that the per-
formance objectives could be completed about 6 weeks
after Job Corps approved the employment of the additional
personnel, However, the reports from this system would
not show a cumulative record of corpsmen's progress since
the mechanized equipment at the Center did not have the
capability to produce cumulative data.

The other proposal made in May 1968 was for a much
more sophisticated system which would produce information
that would measure corpsmen's progress in all three
areas--vocational, academic, and social development. The
Center director estimated that this system could be op-
erational in January 1969 if the additional computer
equipment could be ordered right away. At the end of
June 1968, Westinghouse Learning advised us that it had
not received a reply to these proposals.

Conclusions

We believe that an orderly and systematic program to
accumulate historical and statistical data on the prog-
ress of each corpsman is vital for providing information
to appropriate staff members to teach, guide, counsel,
discipline, reward, and motivate corpsmen. Even though
the Center had been in operation more than 3 years, an
effective reporting system, in our opinion, did not exist
which would provide a basis to measure the progress of
corpsmen, provide responsible Center personnel with data
that we believe is necessary to serve as a basis to as-
sist corpsmen in improving themselves, or provide the
data necessary for effective management.

Recommendation to the Director, QEO

In view of the immediate need for an effective re-
porting system, we recommend that OEO accelerate its ef-
forts in assisting the Center to determine the specific
data needed and in developing and implementing the man-
agement information system.
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The Acting Director, OEO, in commenting on our draft
report, stated that Job Corps had completed the mileston-
ing effort on the CAS, which would establish, for the
first time, a uniform tracking and feedback system at the
men's urban centers. He noted that, at the same time, a
preliminary reporting format design, which was undergoing
revision and review at Job Corps headquarters, had been
created in conjunction and consultation with the Men's
Urban Centers.

In the meantime, according to the Acting Director,
the ubran centers had been directed to revise their in-
ternal reporting systems to fit as closely as possible to
the milestoning efforts pertaining to the training stan-
dards of the CAS. In reference to Atterbury, the Acting
Director stated that the Center had instituted changes to
its COMAS by streamlining the format to provide informa-
tion regarding the number of milestones to complete and
the number of milestones remaining.
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NEED FOR CORRECT REPORTING
OF JOB PLACEMENTS

Job placements are reported by the Center to Job
Corps on the basis of a confirmation that an interview
was scheduled between the terminee and the prospective-
employer. In our opinion, this method is not adequate to
show the extent to which actual placements are made, be-
cause many corpsmen did not report for interviews and
others who did were not hired.

The primary objective of the Center's placement sec-
tion is to assist corpsmen in obtaining long-term, mean-
ingful employment. For purposes of determining the de-
gree of placement effort, Job Corps has established three
categories of terminees. ‘

Category I terminees are those graduate corpsmen who
complete a defined program and are given maximum place-
ment services. Category II terminees are those nongrad-
uate corpsmen whose length of stay at the Center exceeds
90 days but who have not completed a defined program.
These terminees receive less extensive placement services
than Category I terminees do. Category III terminees are
those nongraduate corpsmen whose length of stay at the
Center was less than 90 days. Category III terminees are
normally referred back to their communities to receive
assistance from their State and local agencies.

During calendar year 1967, the Center reported to
OEO that 3,157 corpsmen had left the Center--1,150 Cate-
gory I terminees (graduates), 308 Category II terminees,
1,465 Category I1Il terminees, and 234 transfers to other
centers.

We were told by Center officials that the major
problem in providing placement assistance is that many
corpsmen graduate or leave Job Corps before they are 18
years old and placement is made more difficult because of
variations in State working laws which in some instances
preclude employment of those under 18 years of age for
certain employment categories.
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The contract for the operation of the:Center, effec-
tive September 1967 through December 1968, required West-
inghouse Learning to conduct follow-up and related sta-
tistical studies to provide maximum feedback on the ef-
fectiveness of the Center's training and placement tech-
niques. Even though Westinghouse Learning was not re-
quired by the terms of the contract to conduct follow-up
prior to the September 1967 contract date, the Center
nevertheless was making three follow-ups of terminees
placed in jobs--after 1 month, after 3 months, and after
6 months.

The Center's follow-up procedure written in November
1966 provided that each placement specialist be respon-
sible for contacting the prospective employer of each
corpsman within 2 to 3 days after the corpsman was to re-
port for work. Effective in January 1968, the Center be-
gan the immediate follow-up of job placements in order to
give a corpsman who fails to report to the job further
support by contacting officials in the corpsman's home
area. The Center has not followed up school or military
placements.

The Center reports the number of placements monthly
to Job Corps on a Center Management Report. The Center
also prepares a resume of the corpsman's qualification on
Job Corps Form 75 and a placement and agsistance record
on Job Corps Form 72, which are both forwarded to the ap-
propriate OEO regional office.

Since the placement data reported on the Center Man-
agement Report and on the placement and assistance record
is based only on a confirmation that an interview was
scheduled between the terminee and the prospective em-
ployer, a number of placements have been incorrectly re-
ported.

According to the Center's records, 857 terminees
were placed during calendar year 1967 by the Center, of
which 681 were graduates as follows:
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Placed
Placed Placed in
in in Armed Total
jobs school Forces placed

Graduates from vocational

courses:
Automotive service 175 40 34 249
Food service 95 26 19 140
Electronic service 83 17 23 123
Building services 123 16 30 169
Total graduates
placed 476 99 106 681
Nongraduates:

Did not complete a de-
fined program at
Atterbury 6

o

68 48 176

Total

(5)]
(o)}

3 167 154 857

|

Our review of the follow-up files showed that at
least 206 of the 536 terminees reported as placed in jobs
in calendar year 1967 were actually not employed by the
prospective employers because 160 did not show up for the
interview, 29 were not hired, and for 17 the employers had
no record that the corpsmen had applied for jobs.

Further analysis of the records showed that the Cen-
ter could only verify that 193 corpsmen had actually been
hired. The prospective employers of 134 corpsmen did not
respond to the Center's request for information, and the
Center did not follow up on three reported placements.

For those 193 corpsmen that we could verify had actually
been hired, 103 were still employed as of the last Center
follow-up. The remaining 90 corpsmen had left their jobs,
and 34 of these within 2 weeks after they were hired.

We discussed this matter with the Center director
who told us that in his opinion Job Corps instructions
were not clear and were subject to various interpreta-
tions. Further, the Center director told us that Job
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Corps was fully aware that Westinghouse Learning was re-
porting that terminees were placed in jobs even though
the basis for such reporting was only that corpsmen were
scheduled for interviews with prospective employers. The
Center director indicated that he planned to continue re-
porting corpsmen placed in jobs on the basis of scheduled
interviews with employers.

We also discussed this matter with the Job Corps
Project Manager at the Center, who told us that he was
aware that Westinghouse Learning was incorrectly report-
ing placements on the Center Management Report. He told
us that he had verbally instructed Westinghouse Learning
on the correct method of reporting placement. He also
said that he believed that Job Corps instructions were
clear as to how placements should be reported.

Job Corps instructions for Center job placements
state that the Center should report '"The number of corps-
men placed into full-time employment."

Conclusions and agency comments

The method used by the Center to report placements
overstates the number of corpsmen who are placed in jobs,
and as a result the statistical data derived therefrom
provides an unsound basis for evaluating the effective-
ness of the Center's training programs and placement ac-
tivity. Further, because a number of corpsmen hold jobs
for only a short time, we believe that, in order to fully
show how well corpsmen have been able to benefit from the
placement effort and from the Job Corps training program,
the Center needs to develop its reporting system to in-
clude compilation of statistics on how long corpsmen re-
tain their jobs and the reasons for early job termina-
tions.

The Acting Director, OEQ, in commenting on our draft
report, stated that the Center Management Report is
strictly an internal working document between the centers
and the Men's Centers Directorate of Job Corps. He added
that the Men's Centers Directorate recognized that the
placement information on the Center Management Report was
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spotty, incomplete, and often not up to date. As a re-
sult, in October 1968, the Men's Centers Directorate re-
moved the placement reporting requirement from the Center
Management Report.

The Acting Director stated that Job Corps relied on
other resources to determine the accuracy of the place-
ment data, which, according to the Acting Director's re-
ply, were (1) the JC Form 72, which is the placement and
assistance record, and (2) follow-up surveys conducted by
the Louis Harris Company.

As noted on page 61, information on the placement
and assistance record, JC Form 72, was also based on only
a confirmation that an interview was scheduled between
the terminee and the prospective employer. In addition,
although the Louis Harris surveys may be useful to Job
Corps in considering its overall program, they generally
have not been of a nature to provide meaningful data on
specific centers. Therefore, we believe that corrective
action is still necessary to ensure that placement infor-
mation is accurately reported to reflect only confirmed
placements by the Center.

Also, according to the Acting Director, the JC
Form 72's flow through the OEO regional office and the
pPlacements are confirmed before forwarding to Job Corps
headquarters and that copies of these confirmed forms are
sent to the centers. He has stated that, although this
system is not infallible, most errors are eliminated.
However, although Job Corps policy provides for confirma-
tion by a regional office of placements made by a center
outside the center's local area, placements made by a
center in its local area are to be confirmed by the cen-
ter only.

The Acting Director stated further that the centers
were not being kept abreast of placement efforts by the
OEO regional offices and therefore the centers' follow-up
data was not up to date. We believe that, if the centers
are to have meaningful placement data to aid them in the
evaluation of their programs, it is imperative that they

64



be. provided with complete initial placement .data pro-
vided by the Form 72's on all placements made by regional
offices. S

In addition, we believe that the Center Management
Report can serve as a useful working tool for the Men's
Centers Directorate as an indication of progress made by
the men's centers in the various areas shown on the re-
port. We believe further that the removal of placement
data from the report eliminates the means for making com-
parative evaluation of the placement aspect of center op-
erations.

The Acting Director, OEO, stated also that Job Corps
had found that requiring centers to conduct their own
follow-up studies was costly and inaccurate and that they
preferred the type of surveys performed by the Louis
Harris Company. However, we noted that, although Job
Corps does not favor requiring centers to conduct their
own periodic follow-up studies, a provision for such
studies was made in the contract for operation of the
Atterbury Center during calendar year 1969.

We believe that periodic follow-up information on
corpsmen's placement status is vital for evaluation of
the effectiveness of the centers' programs and that, for
such information to be of maximum benefit to the centers,
it must be made available to them in a form that will
provide them with sufficiently accurate, complete, and
timely information on corpsmen in sufficient depth to en-
able such evaluations.

Recommendations to the Director, OEO

We recommend that OEO direct Westinghouse Learning
to correctly report placements on all forms providing
placement information. We alsoc recommend that OEO require
the Center to supplement its present placement reporting
system by compiling data on employment experience of ter-
minated corpsmen. We further recommend that OEO direct
the Men's Center Directorate to reconsider its decision
to remove the placement reporting data from the Center
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Management Reports. We recommend also that OEO take the
necessary action to ensure that the centers are provided

with complete information on all placements of their
terminees.



CORPSMEN REMAINED IN JOB CORPS OVER
MAXIMUM AUTHORIZED PERIOD

The Center permitted 16 corpsmen to remain in the
Job Corps longer than 2 years without obtaining approval
of the Director, OEO, contrary to requirement of section
106(a) of the Economic Opportunity Act, as amended.

The Center's procedure required that the manager of
scheduling and accountability, inform Center management
of the names and entry dates of corpsmen 60 days prior to
completion of 2 years in Job Corps.

On March 26, 1968, the manager of scheduling and ac-
countability, submitted to the manager of dormitory life
a list of 17 Atterbury corpsmen who had been in Job Corps
23 months or more. An analysis of the entry dates for
the 17 corpsmen showed that 16 had already exceeded the
2-year limitation by an average of 26 days.

Three of the 16 corpsmen were in our random sample
of 202 corpsmen on board over 60 days as of March 1, 1968,
and, as shown below, were not discharged immediately upon
notice that the 2-year limitation had been exceeded,

Number of
days over Number of days
2 years on Termi- between notifi-
Corps- Entry March 26, nation cation and
man date 1968 date termination
A 2- 3-66 52 5-8-68 42
B 2-28-66 27 5-9-68 43
c 2-28-66 27 4-8-68 12

Contractor and agency actions

On April 17, 1968, the Center initiated a new proce-
dure concerning corpsmen approaching 2 years in Job
Corps. The procedure states that a corpsman may apply
for an extension of up to 120 days in Job Corps and places
responsibility on the counseling staff to provide the
necessary data to the Center director for requesting
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the extension at least 35 days in advance of the corps-
man's 2-year limit in Job Corps. The procedure indicates
that the request for extension may be submitted only if
one of the following criteria is met:

1.

4.

The completion of courses of instruction will
qualify the corpsman for employment by a specific
potential employer and courses can be completed
in 120 days.

The corpsman is undergoing medical and/or dental
treatment and the attending physician or dentist
states that cessation of treatment would be det-
rimental to the health of the corpsman.

Additional time is required to complete referral
to an appropriate health or welfare resource in
corpsman's home community so that the corpsman
will receive needed care at no cost to Job Corps.

The corpsman is under pending criminal charges.

The Acting Director, OEO, in commenting on our draft

report,

stated that the Men's Centers Directorate had

taken action to inform all men's centers of the need to
tighten their procedures on extensions.
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EFFICIENCY OF ADMINISTRATION

OF THE ATTERBURY CENTER

NEED FOR ADEQUATE CONTROL OVER
SUPPLIES AND EQUIPMENT

The Center's control over inventories of supplies
and equipment was not adequate in that (1) periodic phys-
ical counts of inventories on hand were not made, (2) pro-
cedures to record receipts and issues were faulty,
(3) procedures to identify and dispose of excess and sur-
plus property did not exist, (4) unusable surplus, scrap,
and supplies and unserviceable equipment were intermingled
with usable property, and (5) records did not show the
location of property in the warehouse.

As of January 30, 1968, the records showed that the
Center had equipment on hand valued at $3,029,445, of
which equipment valued at $2,513,213 had been issued to
various Center organizations. The Center also had re-
corded an inventory of general supplies and clothing on
hand as of December 23, 1967, valued at $344,754.

On July 15, 1966, after Westinghouse Learning took
over operation of the Center, the OEO contracting officer
furnished the Center a copy of OEQO's Property Management
Manual, directed the contractor to implement the provi-
sions of the manual, and requested the contractor to sub-
mit within 60 days a copy of the Center's property manage-~
ment operating procedures for approval. The contractor
did not prepare written instructions for submission to
OEO.

The Center's associate director of administration
told us that he did not believe the contractor was re-
quired to submit its operating procedures because no pro-
visions had been included in the contract requiring such
submission. Further, he said that, at that time, the
property management system complied with the provisions
of the manual. At the time of our review, we found no
evidence that OEO had taken action to obtain the contrac-
tor's written operating procedures subsequent to OEO's

69



request of July 1966 or that it had made a review of the
contractor's property management system at the Center.

During our review we discussed with the Center direc-
tor the deficiencies, as discussed below, that we noted
in the property management system. The Center director
generally agreed with our findings; and, when our field-
work was completed, Westinghouse Learning was preparing
written operating procedures designed to correct the de-
ficiencies.

Need for the Center to conduct periodic
physical inventories and to properly record
receipt and issuance of equipment and supplies

We selected at random 34 line items of equipment
valued at $123,763 and 39 line items of general supplies
and clothing valued at $96,070 for comparison of the
quantities shown on the property records with the quanti-
ties actually on hand. We found, by taking a physical
count of these items, that the actual quantities on hand
for 24 of the line items of equipment and 34 of the line
items of general supplies and clothing varied from the
recorded quantities. Center officials told us in April
1968 that no complete physical inventory had been taken
by Westinghouse Learning since it took over the operation
of the Center.

On the basis of the number of discrepancies that we
noted in our limited verification, we discussed with the
Center director the need to conduct adequate periodic
physical counts of supplies and equipment. The Center
director agreed with us that such physical counts were
necessary and directed his staff to perform a complete
physical inventory. At the completion of our fieldwork
in August 1968, the Center had made a complete physical
inventory of all clothing and general supplies. The Cen-
ter found that, of 3,921 line items of general supplies
and clothing, the recorded quantity balances for 1,243
line items were incorrect. The book value of the 3,921
items was $356,382., The gross adjustments for the 1,243
items with incorrect balances amounted to $24,662 and re-
sulted in a net decrease in inventory of $6,765.
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A physical inventory of equipment had been started
but not completed when we concluded our fieldwork.

There was also a need for the Center to establish
adequate controls to ensure the accuracy of data recorded
on the property record cards.

We noted numerous instances where issues and receipts
were recorded in different quantities than actually issued
or received and where issues or receipts of a line item
were mistakenly recorded as another line item.

For example, an issue of one case of paper napkins
was recorded as an issue of 101 cases; a number of field
jackets were received and recorded as putty knives; 360
dozen towels were received and recorded as 720 dozen tow-
els.

Center officials told us that controls would be es-
tablished to ensure the accuracy of the data recorded in
the property record cards.

Need to establish adequate procedures
to identify and dispose of excess and
surplus equipment and supplies

The Center had not established procedures to period-
ically review its use of equipment and supplies to iden-
tify those items that were no longer needed. In a lim-
ited review of the utilization of selected line items of
equipment and materials, we found a number of items that
were on hand and had never been used and for which the
Center had no plans for use in the future.

For example, in February 1967, the Center deputy di-
rector issued instructions prohibiting corpsmen from
wearing navy blue knit caps and further prohibiting the
issuance of such caps to corpsmen. In spite of the fact
that these caps could not be issued to or be worn by
corpsmen, the Center took no action to dispose of the
quantity on hand. In March 1968, the Center had about
3,900 of such caps in stock.
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In June 1968, the Center associate director for ad-
ministration told us that, as a result of a review of the
usage of general supplies and clothing, 1,845 of the ex-
isting 3,921 line items were to be deleted from the Cen-
ter's supply system and that appropriate disposal action
would be taken for 1,261 deleted line items for which
stock was on hand.

In August 1968, contractor officials told us that
their review of the equipment not being used which was
stored in the warehouse showed that equipment valued at
about $200,000 was excess to their needs and would be
disposed of. They further said that about $70,000 of
this equipment had been reported as excess before their
study was initiated.

Need to identify condition of items in inventory

Our review showed that the contractor did not phys-
ically segregate scrap, unusable, or surplus supplies and
equipment from usable supplies and serviceable equipment,
nor did the property records generally show the condition
of the property.

In a number of instances, the property records
showed that quantities of items were in stock; but, upon
visually observing the items, we noted that the property
was unusable. For example, the property records showed
that 95 couches valued at $9,049 were stored in the ware-
house. Upon visually examining the couches, we found
that they were in such poor condition--in some instances
scrap--that it was impossible to even determine the num-
ber of couches in storage.

We discussed this matter with the Center director,
who directed his staff to establish procedures to segre-
gate excess, surplus, and unserviceable or unusable items
in the warehouse and on the property records. At the
completion of our review, we were told by the Center con-
troller that action had been taken to segregate these
items.

72



Property records did not show_location
of property in the warehouse

The property records generally did not show the lo-
cation of the items in the warehouse, making it difficult
and in some cases impossible to locate the items when
they were needed.

Center officials told us that they planned to imple-
ment procedures for recording the location of property
in the warehouses.

Conclusions and agency actions

On the basis of our examination, we concluded that
the controls over property lacked many of the basic ele-
ments needed in a sound property management system. Al-
though the contractor took or promised to take corrective
action on the deficiencies revealed during our review, we
believe that there is a need for OEO to establish effec-
tive procedures for ensuring that an adequate property
management system exists at the Center.

The Acting Director, OEO, in commenting on our draft
report, stated that it was recognized that, in the con-
trol of supplies and equipment, certain improvements and
refinements could be made in implementing the property
management system and that the contractor and OEO were
working to that end.

The Acting Director stated further that the property
management operating procedures were contained in the
Technical Objectives and Plans (TO&Ps) which had been
submitted by Westinghouse Learning and found to be ade-

quate.

Our review of these plans showed that they contained
general guidelines and functional statements of respon-
sibility of Center personnel. In our opinion, the data
contained therein was not sufficient to provide Job Corps
with a basis to evaluate the effectiveness of Westing-
house Learning's property management function or to pro-
vide operating personnel sufficiently clear procedural
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guidelines to be used in day-to-day operations. In ad-
dition, the TO&s did not contain data on certain impor-
tant property management functions relating to surplus
property and excess equipment.

With regard to periodic physical counts of invento-
ries on hand, the Acting Director, OEO, stated that a
complete inventory of both supplies and equipment had
been submitted to OEO in June 1967 and in June 1968. As
stated in this report, Center officials informed us in
April 1968 that no complete physical inventory had been
taken since Westinghouse Learning took over the operation
of the Center in 1966. They informed us that the inven-
tory report submitted to OEO in June 1967 had been based
on Center records and that only a spot check was made of
the inventory at that time.

The Acting Director's reply indicated that a net ad-
justment of less than 2 percent of the inventory balance
was required to correct balances and that this fact was a
strong indication that inventory control was satisfac-

tory.

Data concerning the net adjustments required is not,
in our opinion, fully indicative of the circumstances.
We noted in our review that nearly one third of the line
items in the inventory were incorrectly recorded and that
the gross inventory adjustments were nearly four times
as great as the net adjustments. In our opinion, this
information indicates that adequate controls did not ex-
ist.

In addition, the Acting Director stated that proce-
dures for disposing of excess property had been provided
to us. These procedures, however, were written subse-
quent to our discussing the lack of adequate procedures
with the Center director.

Recommendations to the Director, OEO

We recommend that OEO require the Center to submit
more specific written property management operating pro-
cedures, that OEO review such procedures to determine
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their adequacy, and that OEO conduct periodic reviews of
the operations of the property management system at the
Center to determine whether it is effective in maintain-
ing adequate control over property. We believe that such
reviews should include determinations of (1) the adequacy
of the Center's physical inventory procedures, (2) the
effectiveness of the property disposal program, (3) the
appropriateness of the warehousing functions, and (4) the
adequacy of the controls over inventory exercised by re-
cording receipts and issues on the stock record cards.
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NEED FOR JOB CORPS TO ESTABLISH
SPECIFICATIONS FOR PURCHASE OF CLOTHING

OEO had not established specifications on the quality
of clothing issued to corpsmen, nor had it conducted ade-
quate studies to determine whether clothing centrally
stocked by the Defense Supply Agency was suitable for
corpsmen's needs.

During calendar year 1967 the Center, rather than pur-
chase clothing of a standard quality from Government sources
of supply, purchased, with OEO approval, about $114,000
worth of corpsmen's clothing from local commercial sources
on the basis of the Center's determination of quality re-
quirements.

Job Corps established a Table of Allowances (T/A) in
January 1967, showing the items of clothing to be issued to
each corpsman entering the Job Corps program, and also en-
tered into an agreement with DSA to furnish the clothing
set out in the T/A, The Job Corps Logistics Handbook for
Job Corps Centers made it mandatory that all clothing items
shown in the T/A be requisitioned from DSA, except in emer-
gency situations or in instances where required sizes are
unusually large or small,

Because we were unable to find procurement specifica-
tions defining the quality of clothing to be issued to
corpsmen, we asked Job Corps officials how they determined
the quality of clothing needed by corpsmen. We were told
that, when the T/A was established and when items of cloth-
ing were subsequently added, Job Corps furnished DSA sam-
ples of the quality of material to be used by DSA in pur-
chasing the items.

The Director of Men's Centers in August 1967 modified
the policy relating to the purchase of clothing with re-
spect to Atterbury by requesting that the Center determine
whether corpsmen's clothing should be purchased locally or
through DSA., Job Corps officials informed us that the
policy was modified because Job Corps' annual clothing re-
quirements as furnished to DSA had in the past been over-
stated and also because DSA required a lead time of about
9 months to purchase clothing, In August 1967, the Center

76



advised Job Corps that, with the exception of certain
clothing valued at about $40 a corpsman, clothing could be
obtained more timely from local commercial sources at equal
or better quality and prices. The maximum cost of clothing
that could be issued to a corpsman was $125., In October
1967, Job Corps approved the Center's plan to procure
clothing from both DSA and commercial sources.

Certain of the items which the Center determined were
to be purchased locally actually differed substantially
from the items supplied by DSA, although they had been pur-
chased locally by the Center on the basis that, as compared
with items purchased from DSA, (1) the price was equal to
or less, (2) the delivery time was better, and (3) the
quality was equal to or better.

An example of clothing purchased locally by the Cen-
ter was corpsmen's perma-press, machine-washable dress
pants whereas the dress pants obtainable from DSA were made
of wool and required dry cleaning. The Center also pro-
cured dress shoes locally rather than the dress shoes ob-
tainable from DSA which were regular low quarter military
service shoes with leather soles, Center officials said
that leather soles wore-out in about 60 days and that dress
shoes with composition soles obtained locally wore much
longer and cost less than shoes obtained from DSA., Center
officials also told us that work trousers and shirts ob-
tained from DSA shrank and faded, whereas those obtained
locally were more satisfactory. In view of the differences
in quality of the items of clothing purchased locally by
the Center compared with those obtainable from DSA, we
asked Center officials how they determined that the cloth-
ing purchased locally was equal to or better than clothing
purchased centrally by DSA, They told us that samples of
the material from DSA-purchased clothing were given to lo-
cal vendors with a request that the clothing furnished be
equal to or better than the samples,

Conclusions and agency actions

The items of clothing purchased locally may be equally
as suitable or more suitable for corpmen's needs than the
items obtainable from DSA, 1In view of the difference be-
tween the clothing purchased locally and clothing available
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from DSA, we do not believe that there is a valid basis for
determining whether prices paid were more favorable than
the prices of clothing available through DSA, Moreover,
since Job Corps has not made adequate studies to determine
the type of clothing best suited to corpsmen's needs, nor
established adequate purchase specifications for such cloth-
ing to assist the centers in making this determination, we
do not believe that there is a valid basis for determining
whether the clothing purchased locally by the Center was
more suitable.

The Acting Director, in commenting on our draft report,
stated that DSA was not necessarily the best source for
purchasing clothing for corpsmen but that a number of fac-
tors should be considered prior to purchasing clothing lo-
cally, However, we still believe that clothing specifica-
tions need to be established to provide centers with infor-
mation on the type of clothing best suited for the corps-
men's needs and to provide a valid basis for cost compari-
sons of locally procured clothing.

Recommendation to the Director, OEO

We recommend that OEO conduct a review and evaluation
of corpsmen's clothing requirements and develop definite
and specific purchase specifications for such clothing in
order to establish whether the clothing furnished is best
suited to corpsmen's needs and to provide a valid basis for
determining the most economical method of procuring such
clothing.
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MORE_EFFECTIVE PROCEDURES DEVELOPED TO
CONTROL. CIVILIAN CLOTHING ALLOWANCE

The Center did not furnish adequate instructions to
corpsmen and to merchants to ensure that the allowances
given to the corpsmen for the purchase of civilian cloth-
ing were used as intended by Job Corps.

Job Corps policy was to give each corpsman who dem-
onstrated a willingness to remain in the program a civil-
ian clothing allowance of $75 after 30 days' service and
a supplemental clothing allowance of $30 upon satisfactory
completion of 1 year's service, Effective March 1, 1968,
the initial clothing allowance was reduced to $50.

Job Corps policy provided that corpsmen be allowed
to choose their own clothing but that they be encouraged
to purchase conservative clothing and discouraged from
purchasing highly unconventional clothing. As to purchas-
ing clothing accessories, Job Corps policy further pro-
vided that only accessories directly connected with the
individual wardrobe be purchased.

The Center gave corpsmen their civilian clothing al-
lowance in coupons which were redeemable for clothing at
authorized stores in the surrounding area. The Center
paid local merchants about $83,000 during the last
6 months of calendar year 1967 to redeem coupons presented
by the merchants.

Corpsmen were buying items of clothing that appeared
to be outside of a conservative price range and highly un-
conventional, such as jackets that cost up to $65 each and
knit shirts that cost $19.95. Corpsmen were also buying
such items as shaving lotion, cigarette lighters, luggage,
novelties, jewelry, and footlockers with clothing coupons
even though Job Corps instructions clearly set out that
the clothing allowance was not for the purpose of purchas-
ing items other than clothing or clothing accessories di-
rectly related to the corpmen's wardrobe., We also noted
about 20 instances where corpsmen used other corpsmen's
clothing coupons to purchase items of clothing.

79



Further, the Center did not require nor did about
80 percent of the merchants submit sufficient information
to identify the corpsman making the purchase, the item
purchased, or the quantities purchased when presenting
coupons to the Center for redemption.

In view of the deficiencies that we noted, we asked
Center officials what instructions were given to corpsmen
and to the merchants on the approved vendor lists as to
the proper use of the clothing allowances. We were told
that corpsmen were orally instructed on this subject dur-
ing the 2-week orientation period and we were provided
with instructions to merchants concerning allowance cou-
pon books used by corpsmen to purchase items.

The instructions to the merchants generally stated
that only clothing or wearing apparel could be purchased
and that these items must be in good taste, of good qual-
ity, and of proper fit. The instructions further stated
that the corpsmen should properly identify themselves and
that any irregularities noted in dealings with the corps-
men should be reported to the Center.

Contractor action

After we discussed the situation with Center offi-
cials, they prepared and transmitted to all authoriged
merchants a letter detailing the requirements of the type
and price range of clothing that could be purchased by
corpsmen and the sales information to be submitted when
presenting coupons for redemption. Also, we were told by
Center officials that corpsmen would be given instructions
on the proper use of the clothing allowances when coupons
were provided to them.

Conclusions

The action taken by Center officials should, in our
opinion, enable the Center to more effectively control the
civilian clothing allowances and also assist the corpsmen
in making the best use of their clothing allowances. How-
ever, unless procedures are established by the Center to
review and approve each voucher submitted by a merchant
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prior to payment, Center officials cannot be assured that
the revised instructions are effective.

Recommendation to the Director, QEQ

We therefore recommend that OEO instruct the Center
to establish procedures to ensure that corpsmen's cloth-
ing allowances are used properly and reimbursements are
made only for authorized purchases and that OEQ review
the implementation of these procedures in the course of
its audits of the Center.

The Acting Director, OEO, in commenting on our draft
report, stated that the Center had prepared and trans-
mitted to all authorized merchants a letter detailing
terms and conditions of the purchase arrangement, includ-
ing the authorized types and price range of items and
sales information necessary for redeeming the purchase
certificates. In addition, he stated that specific em-
phasis was being given to advising the corpsmen on the
proper use of the clothing allowance. The Acting Direc-
tor added that our finding was being brought to the at-
tention of the Men's Centers Management Review Team and
that Job Corps had directed Westinghouse Learning to sub-
mit all review procedures necessary to effectively con-
trol the use of this allowance.
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RETENTION OF INSTRUCTIONAL MATERIALS
WHICH WERE NOT USED

Instructional materials valued at about $184,000 were
on hand at the Center when Westinghouse Learning assumed
responsibility for its operation. Westinghouse Learning
subsequently determined that instructional material cost-
ing about $42,000 was excess to the Center's needs largely
because it was too advanced for Job Corps enrollees or
concerned matters not included in the educational curricu-
lum. However, for additional instructional material cost=-
ing about $66,000, a decision was not made to declare the
material excess to the Center's needs until we questioned
the justification for its retention.

Prior to the time Westinghouse Learning assumed man-
agement of the Center, Westinghouse Electric Corporation,
under separate contract, conducted a study of the Center's
operations. In its final report to OEO dated September 30,
1966, Westinghouse Electric Corporation stated that cer-
tain purchased instructional material was not designed for
the Center population and that other materials developed
for the Center were not 'shaped or prooftested on compa-
rable groups" and that existing materials should be re-
viewed in comparison with the curriculum and be adopted,
adapted, or rejected.

We observed substantial quantities of group tutorials
and other books and material stored in the contractor's
Instructional Materials Center. The group tutorials com-
prise lesson plans with projectable visual aides for use
by an instructor. Separate student self-constructed texts
and final achievement examinations priced at 10 and
5 cents, respectively, which were designed to be used in
conjunction with the group tutorials were also on hand.

Inasmuch as the tutorials were purchased by the pre-
vious contractor, Westinghouse Learning was unable to fur-
nish us with the rationale leading to the procurement, the
anticipated need for teaching the subject matter, or the
basis for assuming that corpsmen were capable of absorbing
the contents of this material. Comments on the procure-
ment of similar tutorials by the Parks Job Corps Center
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were included in our report on '"Review of Selected Program
Activities at the Parks Job Corps Center," B-161076, dated
November 8, 1967. In that review we questioned the ade-
quacy of the justification for purchasing tutorials simi-
lar to the tutorials purchased for Atterbury.

Although the nonusability of substantial quantities
of instructional material was recognized in the final re-
port of Westinghouse Electric, Westinghouse Learning re-
ported no materials excess to OEO until January 18, 1967.
On that date Westinghouse Learning reported instructional
materials, costing about $42,000, excess to its needs in a
letter which stated:

"kx%* It is our desire to dispose of this
excess in a manner that will reflect no dis-
credit to anyone. We are, therefore, hesitant
about declaring it surplus and having it listed
on the normal surplus form. All of the material
is new and unused."

Westinghouse Learning's records show that Job Corps
officials suggested orally that lists of these excess ma-
terials be sent to other Job Corps centers for possible
distribution which would prevent the material from appear~
ing on any surplus lists. Center officials said that ma-
terials costing about $32,000 of the $42,000 were shipped
to other centers and that the remainder of the materials,
costing about $10,000, were on hand and had not been for=
mally declared excess to Center needs.

With regard to instructional materials, the Center
director stated in a May 1968 memorandum to us that:

'"When Westinghouse took over the operation
of Atterbury Job Corps Center, there did not exe
ist, particularly in the General Education area,
any well-defined programs. Instead, what did
exist *** were a large number of individual
classroom teachers teaching an equally large
number of different programs."

* * * * *
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"It should be remembered that Westinghouse
has not yet passed the two year milestone mark
in its existence on Center. Yet, during that
short period of time, programs have been written,
programs have been instituted, teachers have been
trained to utilize these programs, and even after
nearly two years, the programs, in some cases,
are not complete to our satisfaction as yet."

* * * * *

",*%* Since we did not have well-defined programs,
there was no way for us to know which of these
materials could best be utilized."

As a result of our inquiry, the Center director
stated that instructional materials consisting of group
tutorials and allied student material costing about
$73,000 would be physically inventoried and placed under
a new accountability system and that materials not used
would be declared excess. On June 17, 1968, Westinghouse
Learning reported that, with the exception of two copies
of each of the group tutorials and 10 copies of all other
materials which were to be used for reference materials,
additional instructional materials costing about $66,000
would be excessed. Thus, a total of $108,000 worth of
the instructional materials valued at about $184,000 left
at the Center by the previous contractor were declared
excess by Westinghouse lLearning as unsuitable to its needs.

Conclusions and agency actions

Although Westinghouse Learning has evaluated the in-
structional materials on hand in relation to curriculum
needs and has started to dispose of the excess material,
we believe there is a need for Job Corps to follow more
effective practices than in the past with respect to mak-
ing unsuitable or unneeded instructional material avail~
able to other potential users on a timely basis through
normal property dispasal channels.

The Acting Director, OEO, in commenting on our draft
report, stated that certain of the instructional materials
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mentioned in our draft report were screened by the other
urban centers to determine whether the materials could be
utilized. These materials were transferred. The Acting
Director added that the screening method used was consid-
ered more expeditious, but in the future OEO would dispose
of this type of material in a more formal manner.
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NEED TO ESTABLISH METHODS
TO DETERMINE VEHICLE NEEDS
AND TO EVAIUATE VEHICLE USE

We believe that the Center has not established ade-
quate procedures to determine vehicle needs or to evalu-
ate vehicle utilization. Because the records of vehicle
use were incomplete, we could not conclusively demon-
strate that the Center had only the vehicles that it
needed. However, the degree of idleness of vehicles ob-
served during our review and the low anmual mileage of
some vehicles indicated that the Center did not need all
the vehicles that had been acquired and were on hand.
Further, even though Governmment-owned vehicles were
available for use, the Center leased two vehicles from a
private contractor and also authorized employees to use
personally owned automobiles on a mileage-reimbursable
basis.

In May 1967, Job Corps established specific mileage
criteria as usage goals for Govermment-owned vehicles as
follows:

Miles to be

Type of wvehicle driven per vear
Passenger-carrying vehicles 12,000
Trucks and general-purpose vehicles,

1 ton and under 10,000
Trucks and general-purpose vehicles,

1 ton and over 7,500
Truck tractors 10,000
All-wheel-drive vehicles 7,500

As of December 31, 1967, the contractor had 86 pas-
senger vehicles and trucks on hand. Of this number, at
least 52 had not been driven a sufficient number of miles
to meet Job Corps minimum annual mileage goals. We ex-~
cluded vehicles that had been wrecked during the year,
special-purpose vehicles, and six vehicles that had been
acquired during the latter part of the year.

Although the number of miles that a vehicle is driven
in a year is a standard against which utilization of
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vehicles can be gauged, it does not provide a totally ef-
fective means to determine the mumber of vehicles needed
because it does not consider such things as peak demands
or frequency of use.

We also noted that the Center had not conducted an
in-depth study of motor vehicle utilization. We attempted
to analyze in detail the utilization of motor vehicles but
were unable to do so because the pertinent records either
had been destroyed, according to Center officials, or did
not contain the necessary information. Further, the basic
information available at the Center was not in readily
usable form, since it contained inaccuracies of such a
magnitude that records could not be reconstructed and used
without a prohibitive amount of work.,

For example, records for one vehicle showed a begin-
ning speedometer reading of 19,081 and an ending speedo-
meter reading of 11,617, Center officials stated that
this may have resulted from switching license plates be-
tween two vehicles during the year.

The Center also leased two vehicles--one in December
1966 and one in February 1967--from a commercial leasing
concern for 24 months at a monthly rental of $122.50 each.
Under the terms of the lease the Center could terminate
the lease by giving the lessor 30 days' notice and by pay-
ing $75 for each remaining month of the lease period. We
discussed the apparent underutilization of Government-
owned vehicles with the Center director and questioned the
need for the two leased vehicles. The Center director in-
formed us that the leases would not be renewed when they
expired.

We further found that, during the period when there
seemed to be excess vehicles, contractor's employees were
being reimbursed mileage for the use of their privately
owned vehicles. An analysis of the travel expense rec-
ords for a 2-month period showed that employees were re-
imbursed about $1,800 for mileage. Much of this mileage
was for local travel, such as to pick up supplies, to
attend management meetings, to pick up corpsmen and their
luggage, and to go to the local bank.
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The Center director informed us that he intended to
instruct all employees to determine whether Govermment-
owned vehicles are available before using privately owned
vehicles.

Conclusions and agency actions

On the basis of our review, we do not believe that
the Center has obtained economical utilization of motor
vehicles. We believe that there 1s a need for Job Corps
to (1) establish more definite standards and criteria to
be used by the Center to evaluate motor vehicle operations
and (2) require that the Center maintain adequate records
so that appropriate studies can be made to determine fu-
ture vehicle needs and to evaluate vehicle use.

The Acting Director, OEO, in commenting on our draft
report, stated that necessary action would be taken by
Job Corps to ensure proper vehicle utilization in the fu-
ture. However, he did not elaborate on how this would be
done,

Recommendation to the Director, OEO

We recommend that OEO establish procedures to ensure
that the Center maintains adequate records to enable it
to perform evaluations of motor vehicle usage in suffi-
cient depth so that OEO will have a sound basis to judge
the effectiveness of the Center's utilization of motor
vehicles.
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VEHICLES PURCHASED IN EXCESS
OF 1OWEST PRICES

The contractor purchased 21 motor vehicles from a
local dealer at prices that exceeded the bid price of
the lowest bidder. In addition, the amount paid for 17
station wagons exceeded the statutory maximum price that
would have been applicable in the event of a direct pur-
chase by the Govermment of passenger-carrying vehicles.

In December 1965, Midwest submitted a request to
OEO for approval of the procurement of 17 station wagons
and 12 trucks. In January 1966, OEO authorized Midwest
to procure the 12 trucks and, in March 1966, authorized
it to procure the 17 station wagons. During the first
quarter of calendar year 1966, OEO also approved a re-
quest by Midwest to purchase four buses.

In April 1966, Midwest solicited bids from local
automobile dealers for the purchase of these vehicles.

The records that were available showed that, in
April 1966, Midwest informally contacted the General
Services Administration (GSA) for assistance in purchas-
ing the vehicles. On the basis of informal discussions,
Midwest's Chief of the Purchasing Department determined
that GSA would be unable to furnish the vehicles. The
GSA official told the contractor that Job Corps vehicles
were to be procured through the Forest Service or the
Department of the Interior. In view of the fact that
men's urban centers are operated by contractors directly
under contract with OEO as contrasted with conservation
centers that are operated by Federal agencies, primarily
the Department of Agriculture and the Department of the
Interior, we believe that the true circumstances may not
have been fully understood by the GSA official. This
misunderstanding may have influenced the Center's deci-
sion to purchase the vehicles locally.

In June and July 1966, Westinghouse Learning which
had assumed the responsibility for operation of the Cen-
ter on June 1, 1966, issued purchase orders for the 33
vehicles to one dealer that had submitted the low bid
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for the 12 trucks but was not the low bidder for the
buses and station wagons. The total purchase price of
the 33 vehicles, exclusive of Federal excise tax, was
$89,923. The price paid by Westinghouse for the station
wagons and the buses was about $3,549 more than the
price quoted by the low bidder.

The records available to us did not show that the
purchase of these vehicles from other than the low bid-
der was clearly justified. The principal reason for not
purchasing from the low bidder seems to have been that
the Center had a number of new buses of the same make
offered by the successful bidder and that the purchase
of station wagons and buses of another make would re-
quire enlargement of inventories of special tools and
spare parts. Our review showed, however, that only a
very nominal spare-parts inventory was maintained by the
Center, spare parts were readily obtainable from local
sources in nearby communities, and vehicles from at
least four different manufacturers were being used by
the Center at that time. Further, ample justification
seemed to exist for purchasing vehicles from different
manufacturers in that the Center should have considered
using corpsmen to assist in maintaining and repairing
Center vehicles in the on-the-job training program. It
seems to us that it would be beneficial for corpsmen to
gain experience in servicing a number of makes and models
of vehicles.

We noted that, in justifying the purchase from other
than the lowest bidder, the Center manager of operations
stated that the difference between the low bid and the
price quoted by the successful bidder for each station
wagon was about $50. However, the actual difference be-
tween the two bids was about $161 for each of the sta-
tion wagons and about $200 for each of the buses. The
erroneous price difference considered by the manager of
operations may have unduly influenced the decision to
purchase the vehicles from other than the lowest bidder.

With respect to the purchase of the station wagons
at prices in excess of the statutory maximum, the United
States Code (31 U.S.C. 638c) provides that the maximum
amount allowable for the purchase of station wagons be
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fixed at $1,950. Westinghouse paid $2,513.63 for each
of the 17 station wagons, or $563.63 more than the stat-
utory maximum for each station wagon for a total of
$9,581.71 in excess of the statutory maximum. However,
the contract with Westinghouse Learning did not contain
provisions which would require the contractor to adhere
to the limitation which would be applicable in the event
of direct purchase by the Government.

Conclusions

We believe that there is a need for OEO to more ef-
fectively monitor the vehicle acquisition program to en-
sure that the best prices are obtained. Also, we be-
lieve that all future OEO contracts for the operation of
Job Corps centers should contain provisions requiring
the operators of the centers, in making procurements, to
adhere to the statutory limitation on the purchase of
vehicles applicable to direct purchase by the Government.
We believe further that OEO should perform a study to
determine whether it would be advantageous and feasible
to predetermine annual vehicle requirements and procure
vehicles centrally.

Recommendations to the Director, OEQ

We recommend that OEO require the Center to fully
justify and obtain prior approval of the Director, Job
Corps, for tuture purchases of vehicles in excess of the
price quoted by the low bidder. We recommend also that
OEQO require that all future OEQ contracts for the opera-
tion of Job Corps centers contain provisions requiring
the operators of the centers, in making procurements, to
adhere to the statutory limitation on the purchase of
vehicles applicable to direct purchase by the Government.
We recommend further that OEO determine whether it would
be advisable to procure vehicles centrally for contrac-
tor operations from GSA.

The Acting Director, OEO, in commenting on our
draft report, stated that the purchase of the vehicles
was not made from the low bidder because of a delay in
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consummating the purchase which resulted in only one of
the original bidders honoring his quotes in addition to
the fact that the vehicles purchased had automatic trans-
missions and a S5-year warranty which the Center consid-
ered provided an additional value.

The Acting Director stated further that a letter
was sent to the centers in October 1968, which directed
the centers to purchase motor vehicles in accordance
with the provisions of 31 U.S.C. 638c which restricts
costs to the maximum amounts established by this authori-
zation. Also, the Acting Director stated that, in the
renewal of the center contracts for the next fiscal
year, a contractual clause requiring adherence to the
statutory limitation on the purchase of vehicles would
be a subject of negotiation.

Although the Acting Director, OEO, did not comment
on our recommendation that the Director, Job Corps, de-
termine whether it would be advisable to procure vehicles
centrally for contractor operations from GSA, we believe
that such a determination should be made.
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QUESTIONABLE SALARIES PAID TO
CERTAIN CENTER EMPLOYEES

The contract provisions limiting the maximum reim-
bursable salary of the Center director to $20,000 a year
and requiring appropriate structuring of salaries of
other personnel beneath that of the Center director were
not complied with by the Center.

Provisions of the contract required the Center to
submit salary schedules to the contracting officer and
stated that:

"The schedules shall be predicated on a maximum
reimbursable salary for the Center Director of
$20,000 per annum and an appropriate salary
structure for all other personnel based thereon
and shall be consistent with Section 610-1 of
the Economic Opportunity Amendments of 1966."

During the period June 1, 1966, through December 31,
1967, four contractor employees were paid salaries from
$136 to $3,400 in excess of $20,000 a year. The contrac-
tor claimed and received reimbursement from OEO for the
total salaries of these employees. When we discussed
this matter with contractor personnel, we were told that
a refund of $2,997 was made to OEO in April 1968 and that
an additional refund of $5,750 was made in August 1968.
These amounts equal the amount of salaries reimbursed by
OEO that exceeded $20,000 a year.

We found, however, that the contractor had claimed
the full amount of salaries up to $20,000 a year for the
four employees and did not refund an amount to comply
with the contract provision that required salaries of
other than the Center director to be appropriately struc-
tured beneath the Center director's salary. As of
March 31, 1968, the contractor was claiming salaries of
$20,000 a year for two employees in addition to the Cen-
ter director's salary of $20,000.

We discussed this with Center officials who told us
that they believed that the limitation in the contract
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pertaining to salary reimbursements was unrealistic in
view of the provisions of section 610-1 of the Economic
Opportunity Amendments which state that salaries paid to
employees should be comparable with salaries paid to per-
sons in similar positions.

Conclusions

While we recognize the principle that salaries paid
to Center personnel should be comparable with those paid
to persons in similar positions in the area, we believe
that, in view of the acceptance by the contractor of the
contract provision limiting the amount of salaries that
are reimbursable, the provision should be enforced. The
contract is silent as to the salary amount that can be
paid to those whose salary is to be structured less than
the Center director's salary. We believe, however, that
this is a matter for negotiation between the contracting
parties,

Recommendation to the Director, OEO

We recommend that OEQO direct the contracting officer
to enter into negotiations with the contractor to obtain
an appropriate reduction in the contractor's claim for
reimbursement for the overpayments relating to contractor
salaries,

The Acting Director, OEO, in commenting on our draft
report, pointed out that the regular contract schedule
clause was considerably more rigid than the requirements
of the act., He further stated that the OEO contracting
officer determined that it was necessary to waive the re-
qgquirement of the contract clause in order to have a rea-
sonable salary schedule. The Acting Director pointed out
that this waived salary schedule met the requirements of
the act. He stated, however, that the contracting offi-
cer would enter into negotiation with the contractor to
seek a solution to the problem as recommended.
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SCOPE OF REVIEW

Our review, which generally covered the period from
January 1967 to August 1968, was performed for the pri-
mary purpose of complying with title II of the Economic
Opportunity Amendments of 1967. Accordingly, we directed
our efforts toward evaluating (1) the efficiency of the
administration of the Center and (2) the extent to which
the Center achieved the objectives set forth in the rele-
vant parts of the Economic Opportunity Act of 1964 autho-
rizing Job Corps activities.

Our review was made principally at the Center site,
Camp Atterbury, Indiana, and at OEO headquarters office
in Washington, D.C., and included an examination of the
records as well as discussions with responsible represen-
tatives of both Westinghouse Learning and OEO. We also
contacted, through a private contractor, a sample of
corpsmen and we questioned employers of corpsmen who ter-
minated from the Center during August and September 1967,
to obtain information on benefits derived by program par-
ticipants.
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CENTER OPERATING COSTS FOR CALENDAR YEAR 1967
Cost per
Total corpsman
costs man-year
COSTS CONSIDERED BY OEOC AS
APPLICABLE UNDER SECTION 105:
Enrollee expenses:
Clothing $ 379,077 $ 265
Subsistence 645,599 451
Medical and dental supplies and services 60,851 42
Educational supplies and services 68,775 48
Vocational supplies and services 142,986 100
Morale, recreation, and welfare 116,552 81
Total enrollee expenses 1,413,840 987
Operations and maintenance:
Motor vehicle operation and maintenance 48,652 34
Center facilities maintenance 70,109 49
Communications 102,135 71
Utilities and fuel 341,200 238
Center administration supplies and ser-
vices 598,136 417
General and administrative expenses 402,842 281
Contractor's fees 360,467 252
Miscellaneous 12,252 9
Total operatlons and maintenance 1,935,793 1,351
Staff salaries:
Educational program personnel 456,940 319
Vocational program personnel 559,539 390
Safety and recreation program personnel 271,174 189
Guldance and counseling personnel 1,121,512 783
Managerial and other personnel 2,474,978 1,727
Medical and dental personnel 268,787 188
Total staff salaries 5,152,930 3,596
Staff travel and training:
Staff travel--training 15,696 11
Staff travel--other 74,882 52
Staff training 8,891 6
Total staff travel and training 99,469 69
Revenues, refunds, and adjustments -173,807 —-121
Total costs incurred by Westinghouse
Learning 8,428,225 5,882
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CENTER OPERATING COSTS FOR CALENDAR YEAR 1967 (continued)

Cost per

Total corpsman

costs man-year

COSTS CONSIDERED BY OEO AS
APPLICABLE UNDER SECTION 105 (continued):
Enrollee pay and allowances:

Living allowance $ 542,248 $ 378
Readjustment allowance 789,453 551
FICA 57,246 40
Allotments 345,472 241
Transportation 194,851 136

Meal tickets 48,653 34
Total enrollee pay and allowances 1,977,923 1,380
Total 10,406,148 7,262

COSTS NOT CONSIDERED BY QOEO AS
APPLICABLE UNDER SECTION 103:

Depreciation of equipment 48,2492 4
Depreciation of buildings and improvements 199,152b 139
Headquarters and regional support overhead 749,315 523
Total 996,716 696
Total $11,402,864 $7,958

80EO has determined that, for purposes of computing depreciation, Center
equipment should be considered as having a useful life of 8 years. Our
computations are based on the use of the straight-line method of deprecia-
tion and the useful life considered appropriate by OEO. We excluded
equipment acquired from excess or donated to the Center. This equipment
is recorded at original acquisition cost, about $200,000 as of Decem-
ber 31, 1967, and we did not consider it appropriate to use this amount as
a base for depreciation. We alsc excluded all equipment transferred from
Midwest to Westinghouse, recorded at $2.1 million, since we could not de-
termine how much of this equipment was donated to the Center or acquired
from excess. If the depreciation applicable to the equipment acquired
from excess, donated, or transferred had been computed on the basis of re-
corded value, the cost per man-year would have been about $214 greater.
bOEO has determined that, for purposes of computing depreciation, buildings
and improvements should be considered to have a useful life of 20 years.
Depreciation expense includes only depreciation of the improvements made
to the buildings by Midwest and Westinghouse. Depreciation expense shown
does not include depreciation of the original acquisition cost of the
buildings occupied by the Center which amounted to about $8.3 million.
These buildings were acquired by the Department of the Army prior to 1947
and have outlived their estimated useful life.

100



APPENDIX II
Page 1

EXECUTIVE OFFICE OF THE PRESIDENT

OFFICE OF ECONOMIC WASHINGTON, D.C. 20506

OPPORTUNITY

MAR 13 1969

Mr. Henry Eschwege, Associate Director
U. S. General Accounting Office

Civil Division

Washington, D, C. 20548

Dear Mr. Eschwege:

Enclosed are the OEQ comments on the draft report on your review of the
Atterbury Job Corps Center dated January 31, 1969,

The recommendations contained in the draft report were found to be generally
constructive and in many instances entirely consonant with our own thinking
and policy, As you will see in the enclosed, we have already either fully
implemented or taken action to implement each recommendation,

I hope that our response will assist you in clarifying to the Congress de-
tails of the operation of Atterbury. You may be assured of my continued
appreciation of the service your office provides to our program,
Sincerely,

Bk &,

Bertrand M..Harding
Acting Director

Enclosures: (2)
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OFFICE OF LECONOMIC OPPORTUNITY COMMENTS
ON
GENERAL ACCOUNTING OFFICE DRAFT REPORT
OF THEIR
REVIEW OF ATTERBURY JOB CORPS CENTER

EDINEURG, INDIANA
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employed. This study will be conducted in conjunction with the

management of the Urban Centers.
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Category I 49 79 +30
Under 18 43 71 +28
18 - 19 58 96 +38
20 and over 50 89 +39
Category II 43 68 125
Under 18 38 61 +23
18 ~ 19 40 76 +36
20 and over 59 73 +14
Category III 36 57 21
Under 18 24 47 +23
18 - 19 48 62 +14
20 and over NA NA NA®
All Categories 43 69 +26
Under 18 35 58 +23
18 - 19 48 75 +22
20 and over 55 86 +31

*NA - Not Available

Analysis of the data used by GAO indicates that Job Corps "graduaccs"
(i.e., Category I terminees) are getting more jobs percentage-wise
than "non~-graduates'" (i.e., Category ITI and IIT terminees) and at

higher hourly wages both absolutely and percentage-wise,
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The table GAO reported on follows:

Before Job After Job

Corps % Coxrps % Gain
Graduates Placed om=e=- 81% N.A.
Jobs 38% 65% +27%
Wage $§1.35 $1.90 +455¢
Military/School @ ====- 167 N.A.
Unemployed —_— ___19% N.A.
Non-Graduates Placed s 12% N.A.
Jobs 46% 59% +13%
Wage $1.50 $1,80 +.30¢
Military/School = = «cwa- 13% N.A.
Unemployed - 287% N.A,

In summary an analysis of the above tables demonstrate that Atterbury
terminees do receive employment opportunities in a significantly higher
number than before Job Coxps experience and also at a higher remunerative
rate than pre-Job Corps. These increases are even more significant con-
sidering that most enrollees who had jobs prior to Job Corps were earning
below the minimum wage and are now earning at rates exceeding the statu-
tory minimum wage increase of February 1968. As to stability following
initial job placement, Job Corps recognizes that this problem requires
a new emphasis'in programming at centers., A new social skills program
is to be published in the near future that will be implemented at the
Men's Centers training Corpsmen toward those skills that will enhance

their ability to stay with the job,
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GAO FINDING: Need to classify only those Corpsmen who have successfully

completed the program as program graduates,

GAO RECOMMENDATION: The Directof, Job Corps, establish realistic gradua-

tion criteria for all Urban Centers and develop implementing policies and
1
‘ .

procedures whereby Job Corps, the centers, and prospective employers can
be assured that Job Corps graduates have successfully met all criteria
deemed necessary by Job Corps to enable them to obtain and hold jobs in

their fields of training,

OEO COMMENT: Job Corps no longer talks in terms of "graduation

criteria," but more realistically in terms of categories of achieve-
ment at termination. That is, discussion of ''graduation™ in a program
like Job Corps is inappropriate, because it implies that anyone who is
a non-graduate is a failure, Clearly this is not the case in Job Corps.
Many Corpsmep who have not reached the ultimate in skill training—that
is total completers——have nevertheless in fact received substantial

benefit as a result of their participation in the program.

As a result, the Job Corps is creating at Men's Urban Centeis a
standardized curriculum specification for all vocational offerings at
each center, These specifications will be used as tﬁe basis for de-~
fining more precise achievement/termination criteria. In reviewing
the Dictionary of Occupational Titles, it was recognized that job
performance is identified through various levels of skills. Therefore,

the Job Corps is specifying the several categories of levels of jobs
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to which Corpsmembers are being trained.

Each training cluster has

several potential step-off levels (or skill levels), These levels

will be correlated to specific entry-level jobs.,

The Job Corps is

presently revising categories of terminations for Men's Centers that

are based on completion of "modules" which are reflected in the

Men's Centers Vocational Training Standards of the Corpsman Advisory

System (CAS).

The objective of a Men's Center will now be to put

the Corpsman as high in the hierarchy as he is capable of going, as

is cost effective, and as he is capable of placement,

An example of achievement/termination categories might be as follows:

TA

I

II

111

More than 2 Vocat.
Modules

Upward of 6.5
Math

Passed 90% of
Job Related
Skills

Pers. Mgmt.
Skills Progs.

Passed Intro. +
One Higher Module

Reading—~6.5
Math

Employment Prep
Mod,

Getting Along w/
Supervisors,
Job Behaviors

Has Passed One
Module — The O
Module or the lst
in Progs, w/no O
Module

Not entered
into formal
training
program in

a post O
Module (intro~
module)

It is anticipated that Job Corps will establish revised achievement/

‘termination categori:c along the lines discussed above within 120 days.
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GAO FINDING: Need for further effort to minimize czuses of non-

graduate terminations,

GAO RECOMMENDATION: The Director of Job Corps with the assistance of

center managements analyze information developed by the centers re-
garding the reasons for and circumstances under which Corpsmen ter=-
minated prior to completion of the program with a view toward further
identifying conditions and factors in the Job Corps program where
improvement might be made to favorably influence the graduation rate

of Corpsmen.

OEQ COMMENT: The GAO has recognized in its report that Job Corps

has long been concerned about this problem, The first effort of the
Job Corps was to increase the length of'stay of Corpsmen, to better
influence the future actions of each enrollee, and make him more
employable, The GAO recognized in its report that the Job Corps has
made a marked improvement in length of stay. This effort took ap-

proximately one year to achieve,

At tne same time, Job Corps undertook a study, which was concluded
in the spring of 1968, to analyze the cause of the negative losses.
It identified two types of dropout problems—called early and later.
The first tvpe alluded to the retention rate, those things which
happen to Corpsmen in their early phase of Job Corps experience,

The early crisis reflects such causes as (a) fear of physical

barm, (b) discrepancy between preconceptions and what appears to be
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reality, and (c) acute anxiety caused by loneliness, a feeling of
being lost and in a strange, hostile environmment. The study sug-
gested that efforts be made to restructure the orientation programs,
adopt a "buddy" system, include a more structured day and a more
extensive use of outstanding Corpsmen in providing guidance. These
specific recommendations were implemented at the centers; as a

result, recognized by GAO, the retention rate for the Job Corps went

up.

The GAO finding is apparently concerned with the later dropout
problem., Typically the later dropout results from a growing sense
of frustration in the Corpsman about his own ability to succeed at
the center or the center's ability to help him meet his objectives.
Job Corps, and more particularly the centers, took up this challenge
and established programs, tracking systems, and progress evaluations
so as to let the Corpsman know where he stood, where he had to go,
and what he could achieve at the end. The Corpsman Advisory System
is the vehicle by which Corpsmen are informed of these items. At
present Men's Centers have a core curriculuﬂ that is common to

a1l cecaters offering like vocational training. It is against

these training standards that Corpsmen will now be able to understand
the level of proficiency required in each skill level., Further, if
they leave before the completion of the total program, they will
still be able to obtain employment at the step-off or skill levels
that they have achieved while at the center. This is what the
achievement/termination categories will complete within the next 120
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days. The Job Corps still recognizes, howeve?, that there is a
need to further explore the causes of the latef dropout problem

and is now emphasizing analysis of the area of emrollee living.

Review of the specific findings of the repert eoncerning Atterbury's
output does not represent a total pieture of the positive output.

It must be realized that this program begins with 100 per cent of
what are called '"dropouts.'" The rationale therefore is that a
positive output of more than 50 per cent at Atterbury two years
running is a great accomplishment, In 1967, 1968, the average
positive output was 54 per cent. This involves both the total
completers and the partial completers. Further, any improvement

in length of stay of Corpsmen must be considered prcgress be-

cause it improves his attitude and skills, and thus increases his

future opportunities.

The Job Corps agrees that there must be a continued increase in

the number of positive output of Corpsmen., This recommendation has
already been acted upon by the launching of a new study of Job Corps

in depth into the specific factors that are leading Corpsmen to leave the

center prior to their acquiring skill levels that will enable them to be
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employed. This study will be conducted in conjunction with the

management of the Urban Centers.
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4, GAO FINDING: Need to improve counseling programs.,

GAO RECOMMENDATION: The Director of Job Corps review the counseling

program at all centers and if necessary establish overall guidelines
defining the content, frequency, and methods of conducting satis«

factory cdunseling programs for Corpsmen,

OEO0 COMMENT: The Job Corps found out very quickly that the typical
high school guidance counseling approach would not work with Corps-
men at the centers and many new and innovative techniques had to be
experimented with. The first principle learned was that '"professional"
counselors were not the most successful people to interact with the
Corpsmen and that many other people at the center would have to be
utilized; such as Resident Advisors, teéchers-—both basic education
and vocational—and other personnel at the center, In other words,
a total attack had to be undertaken in working with the Corpsmen to
change their attitudes and help them develop new behavior patterns
both for work and leisure time activities. As a result, all
Corpcmen are daily counseled by their dormitory supervisors, dormi-
tory managers, or teachersf Very ftew Corpsmen need '"professional"

counseling from the professional counselors.

The Men's fenters Directorate of Job Corps recognized, however, that
there was a continuing need to evaluate in depth the ccunseling

programs undertaken at each Urban Center. Therefore, a Management

113



APPENDIX II

Page 14
Review Team was established in the spring of 1968 to review, at
each center, the various aspects of the Corpsman program, One
person is assigned to that team to specifically review and evaluate
the counseling program, dormitory living program, and disciplinary
program at the center. The Review Team to date has done in-depth
studies of five of the six Urban Centers, with the sixth one taking

place in the near future,

As a result of these reviews, the Men's Centers Directorate felt it
necessary .£o establish a team of specialists to go to each center

and live there and work in close liaison with the staff of the center
in resolving the problem areas of counseling and group living. This
team was established January 1, 1969, and has visited one center,

it is the intention of this team to take the findings of the Management
Review Team and go in residence at the center and attempt to solve

the specific problems noted., The team plans to call upon outside
consultants and program experts within the Jeb Corps to assist them

in resolving the problem areas that were discovered by the Management

Review Team or further defined by this Counseling Review Team.

As to the recommendation by the GAO that Job Corps should establish
overall guidelines defining the content, frequency, and methods of
conducting satisfactory counseling programs, the Job Corps has in

fact thought along this same line and has presently in draft status

a Residential Living Manual that has been sent to the Urban Centers
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for review and comment. This manual covers the various elements of
a counseling program in a residential setting providing content,
frequency, and methods of counseling., It is expected that some time

within the next 90 to 180 days a manual will be published,

I; should fe noted, moreover, that although the draft manual has not
been officially published Job Corps has always been aware of the need
of improving guidelines for counseling. They have developed sample
training programs for Conservation, Men's and Women's Centers personnel,
Practical "how to do it" counseling articles have been published each
month in the Job Corps Staff Newsletter, starting in October 1968,

A number of staff training counseling films have been made and dis-
tributed, Comments received thus far indicate the suggested approach

does provide a basis for the overall Job Corps guidelines recommended,

In the near future Job Corps, in conjunction with the centers, will
consolidate the best of the program materials developed at the various
centers, catalogue the counseling materials, and follow with a series

of wourkshops to consolidate and publish handbooks, procedural guidelines,
sample schedules, and other like items. Job Corps perceives as the
paramount aim of its counseling program the high quality and effective-
ness of the program, rather than the quantity and the number of Corps-

men contac”s established.
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GAO FINDING: Need to increase opportunities for obtaining high school

equivalency certificates,

GAO RECOMMENDATION: The Director of Job Corps instruct the center to

require all Corpsmen Vho have a reasonable chance of passing the GED
|

test to sit for the test during their stay at the center.

OEQ COMMENT: The Job Corps has long recognized the need to increase

the input and eventually the more positive output in the GED programs
at all centers. For a long time it was felt by the centers that a
Corpsman had to read at the 7,5 reading level before he could success-
fully go through a specialized GED preparation program, With the age
factor of the Corpsmen dropping, the reading levels were similarly
lowered. Recognizing this problem, Job Corps proceeded to develop

a specialized curriculum that would allow Corpsmen to enter a GED
preparation program at the reading level of 6,0 and proceed through
it in a four-menth peviod as a minimum., This curriculum has been
provided each Urban Center, and they are now utilizing it on an ex-
perimental basis, Field tests ccanducted prior to the distribution
of this curriculum indicated that it would be highly successful.
Atterbury in particular was requested to run a controlled program
with their present curriculum and this Job Corpstro§ided—curriculum.
That study is —lmost completed, and theve is every indication that
the earlier field-test findings will be confirmed. If this proves

to be true, the Men's Urban Centers will convert totally to this

specialized curriculum,
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As to the problem concerning testing capability, Atterbury has re-
solved that problem by acquiring from the University of Indiana an
additional 40 slots per month, which is more than adequate to meet
their anticipated needs, Likewise, Atterbury has taken action to

test all Corpsmen who appear to have the capability of passing the

test and receiving their certificates without requiring the Corpsmen

to ask to be tested,
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GAQ FINDING: Need for improved management information system.

GAO RECOMMENDATION: The Director of Job Corps accelerate his effort in

assisting the Center to determine the specific data needed, and in

developing and implementing the management information system.

QEQO _COMMENT: It was long recognized by the Job Corps that there was a
need for establishing a relatively uniform historical and statistical
data base on Corpsmen progress at its centers. Pending establishment
of such a system by the Job Corps, each Urban Center was asked to
develop its own internal management information system that would meet
its needs. It was requested that this system cover Corpsmen progress,
and each center did develop on its own a modified historical and

statistical data base concerning Corpsmen progress.

Specifically, Atterbury established the COMAS system, which was its first
attempt toward recording Corpsmen progress with a built-in rating system
so that evaluation of Corpsmen could be rendered by personnel at the
Center. In addition the Center could utilize the data base for
determining the effectiveness of its various programs. It was ri.>gnized

AP VNN

by Job Corps that the COMAS system was limited in its usefulness.

Job Corps has now completed the milestoning effort on the Corpsman
Advisory System, which would establish for the first time, in Job Corps,
a uniform tracking and feedback system at the Men's Urban Centers. At

the sampe time a preliminary reporting format design was created in con-
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junction and consultation with the Men's Urban Centers. This design
package is presently undergoing revision and review at Headquarters.
In the meantime, the Urban Centers have been directed to revise their
present intermnal reporting system to fit as closely as possible to the
milestoning efforts of the training standards of the Corpsman Advisory
System. Specifically, Atterbury has instituted changes to their COMAS
system by streamlining the format to provide information regarding the

number of milestones to complete and the number of milestones remaining.
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GAO FINDING: Need for correct reporting of job placements.

GAO RECOMMENDATION: The Director of Job Corps direct Westinghouse Learn-

ing to correctly report placement on the Center Management Report;
further recommended that the Director require the Center to supplement
its present placement reporting system by compiling data on employment

experience of terminated Corpsmen.

OEQ COMMENT: The main thrust of the GAO conclusion was that the Center
was inaccurately reporting placements on the Center Management Report
in that they took credit for a placement when they merely had arranged
a job interview. The Center Management Report is strictly an internal
working document between the centers and the Men's Centers Directorate
of Job Corps. This document does not act as a validator of information
submitted; Job Corps relies on other resources to determine accuracy of
data. This is especially true in the area of placement. The Center
proceeded in good faith to interpret the guidelines that were available
concerning placement. However, it was recognized by the Men's Centers
Directorate that the placement information on the Center Management
Repnrt+ was spotty and incomplete and very often not up to date, as the
centers were not kept abreast of the placement efforts conducted by the
Placement Offices in the Regional Qffices of OEO. As a result, in
October 1968, the Men's Centers Directorate removed the placement

reporting requirement from the Center Management Report.
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In order to have placement data, Job Corps initiated a system based
upon the Form 72. Job Corps receives a Form 72 on each terminee which
provides placement data and the Placement Division does not rely on
data reported in the Center Management Report. These forms (Form 72)
flow through a Regional Office and the placement is verified before
forwarding to Headquarters in print-out form. Copies of this report are
then sent to the centers for their records and evaluation. We do not
contend that this system is infaliible; but most errors are eliminated.
This data base then provides information about initial placements, i.e.,
within 90 days from termination. It should be noted that the GAO
survey found 75 per cent of the Corpsmen placed and an independent
survey conducted by Job Corps likewise found 75 per cent placed.1 The

72 file for the same time frame confirms the above figures.

In addition to the above, Job Corps conducts follow-up surveys through
the Louis Harris Company. They have completed ten surveys to date.
These surveys are conducted on a statistical sampling basis and the
results are used to verify former data. We have found a constant

correlation between the Louis Harris surveys and our 72 files,

Further, we have found that requiring centers to conduct their, own
follow-up studies is very costly because of overlap and the necessity
to work on a nation basis. In addition, such surveys are inaccurate
because they generally are of the mailed-questionnaire type, filled out
under controlled conditions, and seriously biassed because of a no-

response rate. Job Corps surveys are face-to-face interviews and

lGAD note: The reference made to the GAO survey relates to GAO's report
to the Congress, B-130515, dated March 18, 1969.
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carefully balanced samples, with a confidence factor of over 95 per cent.
Recognizing these limitations on Urban Centers follow-up studies, the
Job Corps has refrained from contracting this function to the operating
Centers. The vongress also recognized the dirficulty of placement
follow-up, and in the 1967 Amendment to the EOA Act of 1964 directed

the Secretary of Labor to conduct follow-up studies on a national basis.

The specific direction was provided for in Sections 112(c) of the EOA.
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GAQ FINDING: Corpsmen remained in Job Corps over maximum authorized

period,

GAO RECOMMENDALIION: None.

OEQ COMMENT: As recognized by the GAC in its report, satisfactory
corrective action was taken by the Center in April 1968. Men's Centers
Directorate has taken action to inform all Men's Centers of the need to

tighten their procedures on extensions.
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GAQ FINDING: WNeed for adequate control over supplies and equipment.

GAQO RECOMMENDATION: That the Director, OEQ, require the Center to submit

written property management operating procedures to determine their
adequacy, and that OEQO conduct periodic reviews of the operations of
the property management system at the Center to determine whether it is
effective in maintaining adequate eontrol over property. Such reviews
should include determinations of: (1) adequacy of Center's physical
inventory procedures; (2) the effectiveness of the property disposal
program; (3) the appropriateness of the warehousing functions; (4) the
adequacy of the controls over inventory exercised by recording receipts

and issues on the stock record cards.

OEO COMMENT: It is recognized that in the control of supplies and equip-
ment certain improvements and refinements can be made in implementing
the property management system. Both the contractor and QEQ are

constantly working to that end.

The basic guidance under which the Center is operating in this area is
the OEO Property Management Manuai. In accordance with this manual,

all contracts contain instructions for submission of property management
operating procedures. These plans have been submitted by Westinghouse
and found to be adequate. (Reference to these plans as Technical
Objectives and Plans (TO&P's) in early contracts may have caused some
confusion on this point,.,) The manual contains provisions for each of

the major elements centained in the property management system, namely:
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planning and determination of requirements; classification; acquisition;
receiving/inspection; identification; accountability/control; physical
inventory; maintenance/rehabilitation; storage/warehousing; utilization;

disposition and relief of responsibility.

With regard to (1) periodic physical counts of inventories on hand, a
coﬁplete inventory of both supplies and equipment was submitted to OEQO
in June 1967, and another in June 1968, with cyclic inventories con-
tinuing on a scheduled basis. The Trial Balances and Inventories docu-
ments required by the above mentioned Manual are on file in this office.
The Contractor has advised us that they furnished copies of their inven-
tory control procedures to GAO officials prior to departing Atterbury.
The example cited of an inventory of $556,000.00 with a net adjustment
required to correct balances of less than two per cent (2%) ($6,765.00)
strongly indicates that inventory control is satisfactory, considering

the number of items carried.

With regard to (2) disposing of excesses procedures follow OEQO directives
and GSA policy. 1In fact, controls for property record cards and the
Contractor's implementing procedu.es L0 review equipment to determine

surplus were submitted to the GAO reviewing officials 2 May 1968.

With regard to (3), the co-mingling of serviceable and non-serviceable
property in storage does occur for certain items. As a discrepancy in
this area is noted by OEO staff, every effort is made to correct such a

condition immediately. In the case cited both types of equipment were
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stored in the same building but in separate areas. That condition has
been called to the attention of the Contractor, and he certifies that it

has now been corrected.

With regard to (4), the recording of receipts and issues cited as a part
of this finding was correct but based on the human error factor. The
procedures being followed are in accordance with the OEQ Property
Manual and are considered adequate. Mistakes in print-outs due to
errors in stock numbers have been previously noted and corrected. Con-

tinued surveillance from this Headquarters will be emphasized.

The statement that property records did not show the location of certain
items is correct because the IBM records, due to a programming error,
lost location identity temporarily. However, location identity did
exist in the warehouse and initial property listing. The programming

error has now been corrected.

126



APPENDIX II
Page 27

GAQ FINDING: Need for Job Corps to establish specifications for purchase

of clothing.

GAO RECOMMENDATION: That the Director, Job Corps conduct a review and

evaluation of Corpsmen clothing requirements and develop definite and
specific purchase specifications for such clothing in order to establish
that the clothing furnished is best suited to Corpsmen needs and to
provide a valid basis to determine the most economical method of pro-

curing such clothing.

OEQ COMMENT: Reviews have been conducted by OE0 and evaluations have
been rendered indicating that DSA is not necessarily the best quality
and cost source for the purchase of clothing for Corpsmen. In addition
timely delivery of a DSA purchase is never certain, Emergency pur-
chases to take care of certain non-standard sizes also make it essential

that other sources be established.

The Contractor is required to consider four factors other than delivery
before resorting to local purchase. First, the price must be equal to

or leoo than DSA; second, the quality must be equal to or better;

third, the overall economics of the buy situation must be advantageous,
that is the local purchase item must require less repair and replace-
ment; and fourth, the re-claim and re-issue of the item must also

compare favorably with the GSA item. Also the Urban Centers have deter-
mined in some instances that clothing contained on the Table of Allowances

was not appropriate for their particular areas and in those instances
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the Table of Allowances requirement has been waived on an individual

item basis.

During the GAO review it was noted that $317,000.00 worth of Corpsmen
clothing was purchased, of which $114,000,00 was local procurement.
This is approximately one third of the total and is not considered

disproportionate under the circumstances.
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GAO FINDING: More effective procedures developed to control Civilian

Clothing allowance,

GAO RECOMMTDATION: That the Director, Job Corps instruct the Center
to establish procedures to assure that Corpsmen clothing allowance are

used effectively and reimbursements are made only for authorized

purchases.

OEQ _COMMENT: The Center has prepared and transmitted to all authorized
merchants a letter detailing terms and conditions of the purchase
arrangement including the authorized type item, price, and sales infor-
mation necessary to redeem the purchase certificates. Specific emphasis
is also being given to the Corpsmen on the proper use of clothing
allowance. This Finding is being assigned to the Men's Centers Manage-
ment Review Team for special emphasis. Finally Job Corps directed the
Contractor to submit all review procedures necessary to effectively con-

trol use of this allowance.
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12, GAO FINDING: Retention of Instructional Materials which were not used.

GAOQ CONCLUSION: GAO made no recommendation to this Finding but concluded

that "There is a need for Job Corps to follow more effective practices
than in the past with respect to making unsuitable or unneeded instruc-
tional material available to other potential users in a timely manner

through normal property disposal channels,"

QOEQ0 COMMENT: Certain of the instructional materials mentioned in this
Finding were screened by the other urban centers to determine if they
could be utilized and were in fact transferred. The screening method
used was considered more expeditious, but in the future OEO will

dispose of this type material in a more formal manner.
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3. GAQD FINDING: Need to establish methods to determine vehicle needs and

to evaluate vehicle use.

GAO RECOMMENDATION: That the Director, Job Corps establish procedures

to insure that the Center maintain adequate records to enable it to
perform evaluations of motor vehicle usage in sufficient depth so
that Job Corps will have a sound basis to judge effectiveness of Center

utilization of motor vehicles.

OEC COMMENT: There are presently two principal procedural documents that
determine Center vehicle needs and utilizations, namely, the Logistics
Handbook for Job Corps Centers (JCH 500) and the Equipment Utilization
Report (JC Form 165). The JC 165 is the more detailed report and is a
required Center quarterly submission, This report basically itemizes
. operational utilization and maintenance costs for each vehicle at the
Center. All required reports have been submitted by the Contractor.
Certain special purpose vehicles (buses, ambulance, and 1-1/2 ton
trucks), even though utilized daily, generate low mileage and may not
meet the requirement of the OEQ guidance; but the Center could not
operate without them. Necessary action will be taken by Job Corps to

insure future proper vehicle utilization.
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GAO FINDING: Vehicles purchased from other than low bidder at prices

in excess of Statutory Maximum.

GAQ RECOMMENDATION: That the Director, Job Corps (1) require the

Center to fully justify and obtain prior approval of the Director, Job
Corps for future purchéses of vehicles in excess of the price quoted by
the low bidder; (2) require that all future OEQ contracts for the
operation.of Job Corps centers contain provisions requiring the opera-
tors of the centers in making procurements, to adhere to the Statutory
Limitations on the purchase of vehicles applicable to direct purchase

by the Government; (3) Job Corps determine whether it would be advisable

to procure vehicles centrally for contractor operations from GSA.

OE0 COMMENT: The purchase of automotive vehicles cited in this Finding
occurred in 1966 with a reference to vehicles purchased in 1965 by
Midwest Education Foundation, the former Atterbury Contraetor. Circum-
stances as pointed out in the GAO Report were such that efforts were
made to purchase through Federal sourcesj but contractually there is

no binding obligation to follow such a course. The contraet terms in
FPx Section 1.15:205 were the authority utilized for subeontract pricing.
The Contractor, in this transaction, was influenced by two major factors;
first, the purchase originated and developed as a competitive situation
with some five suppliers interested. Due to a delay in eonsummating

the buy only one of the original bidders would honor his guote. Second,
the vehicles purchased had automatic transmissions and g five-year

warranty which was an additional value. Since these 1866 procurements,
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OEC has (letter of October 1, 1968, subject Job Corps Motor Vehicles)
directed the centers that motor vehicles will be purchased in accordance
with the provisions of 31 USC 638 which restricts costs to the maximum
establishea by this authorization. In the renewal of the Center
contracts for the next Fiscal Year a contractual clause requiring
adherence to Statutory Limitation on the purchase of vehicles will be

a subject of negotiation,

133



APPENDIX II
Page 34

15, GAOQ FINDING: Salaries reimbursed in excess of contractual limitation.

GAO RECOMMENDATION: That the OEO Contracting Officer enter into

negotiation with the Contractor to obtain an appropriate reduction in
the Contractor's claim for reimbursement for over payment relating to

Center salaries.

OE0 COMMENT: It is pointed out that the regular contract schedule
clause is considerably more rigid than the requirements of Section 610-1
(Economic Opportunity Amendments 1966) or Part 1.15.206-6 of the Federal
Procurement Regulation. The OEO Contracting Officer determined it was
necessary to waive the requirement of the contract clause in order to
have a reasonable salary schedule. This waived salary schedule met the
requirements of 610=l., All cost of salaries in excess of $20,000.00

per annum were refunded or subsequently excluded by the Contractor.

The Contracting Officer will enter into negotiation with the Contractor

to seek a solution to the problem as recommended.
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PRINCIPAL OFFICIALS OF OEO
RESPONSIBLE FOR THE ADMINISTRATION OF

ACTIVITIES DISCUSSED IN THIS REPORT

Temmure of office

From To
DIRECTOR, OFFICE OF ECONOMIC OP-
PORTUNITY:
Sargent Shriver Oct, 1964 Mar. 1968
Bertrand M. Harding (acting) Mar. 1968 May 1969
Donald Rumsfeld May 1969  Present
DIRECTOR, JOB CORPS:
Otis A. Singletary (note a) Apr. 1965 Dec. 1965
Franklyn A. Johnson (note b) Feb, 1966 Dec. 1966
William P. Kelly Dec., 1966  Present

aServed as a consultant to OEO from October 1964 until his
appointment as Director, Job Corps, in April 1965,

bServed as a consultant to OEO from October 1965 until his
appointment as Director, Job Corps, in February 1966.

U.S. GAO, Wash., D.C.
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