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PREFACE



The following are findings and recommendations derived from the
hearings recently conducted by the City Council investigation into the
activities of Progress for Providence,

This report is. in no way meant to be all conclusive, nor is it
intended to be dispositive of any of the critical issues dealt with.
The intent herein is merely to help clarify for the Council and the
people of Providence the chairman's observations from a review of vol-
uminous material furnished the committee,

The writer has, as much as :s possible, actively attempted to
be objective, to make criticism and to offer solutions. Certainly,
no one man engaging such an undertaking can be entirely all compre-
hensive, But certainly no.oné should shirk from the-respongibility ef
doing his utmost to help those in his community most in need of this
assistance, The bulk of what will appear in the following pages is
taken from the testimony illicited before the committee as it was
received by the committee, The conclusions - my own -I present for
your review,

If I may digress to momentarily recall to mind some of the
circumstances which prompted, our se€sasions so one might better umdexstand
many of the occurences which took place both during and subsequent to
our brief but rather stimulating series of hearings,

Prior to these hearings I had been receiving a number of inquiries
concerning the operations of Progress for Providence from residents all

over the city, Like many others throughout our community, I shared

a deep respect for the agency's purpose but admitted to a somewhat shallow

knowledge as to its precise functions. Some of these inquiries raised

grievious doubts in my mind relative to the impact that the agency's
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activities were having on the eventual and ultimate eradication of
poverty in our community, Pursuant to this concern, I asked and
received from the City Council permission to allow this committee
to explore the administratiVe practices of Progress for Providence,
This review was welcomed by the agency heads, the press and
civic bodies, A great deal of community interest was manifested by
requests to testify before the committee which were received by
both Mr, Caprioeuseil®and our most gracious City Clerk Mr.
Vincent Vespia, In fact many of our fellow citizens attended each
and every meeting of our committee, all of whom, I may add, worked
most assiduously and zealously toward bringing about a better, more

cohesive and responsive agency for the less fortunate of our city,

During the course of the committee's hearings we:were faced:with
a number of unusual occurances in the nature of demonstrations, walkouts,
and other manifestations of community interest in our poverty program,
Whatever the past difficulties which arose I can only hope that
this report will serve as some help ~i® making our community an
enlightened example of social progress causing future generations of
our citizens to be grateful for our present concern rather thén regretful
of our continued neglect.
Once again I would like to express my deep and heartfelt thanks
to the Mayor and employees of the City of Providence, the Council
members, the Executive Director and employees of Progress for Providence,
and all of the citizens of our city who helped make this what was for
me & wmost meaningful and rewarding experience, and which I hope will

prove to be such for every citizen of our City,
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EMPLOYMENT AND HIRING:

The criticisms of employment and hiring practices covered the
gamut from the original recruiting system to the problems of terminations,
Therefore in that order:

A, Democratic trappings to disguise autocratic and arbitrary
hiring practices:

The agency appears to have or have had a complicated system
of advertising, screening and hiring. This system, while designed to
provide equal job opportunities for all, actually ends up simply snarling
programs and delaying the delivery of needed services, while often
excluding the very persons who should be hired because of ability,
poverty or residency criteria.

An example of this was cited in the elaborate screening
procedure for the CEP, Mr, Lachapelle described the screening procedures,
beginning with question 242,

"...at the board of directors' meeting, where the program was actually
passed, it was recommended we set up a screening committee made up of a
representative from each target area, plus five appointed by the

chairman of the board.'" (242) "The screening committee was recommended
by a member of the neighborhood advisory committee chairmen, " (242)

"The screening committee was to review applications, to see that it was
broadly advertised, and to review the applications in terms of
qualifications," (247) ".,.they did make several recommendations." (249)

In question 253, "They make recommendations to you?"

Mr, Lachapelle responded, 'that is correct." Then further, Mr, Lachapelle
elaborated on the system, indicating that applicants who were recommended

or rejected might not actually be considered in the final screening by



himself and the Executive Committee . To answer to Mr, Caprio's

juestion” 254:.,.."Who would actually place me on the payroll in the

CEP program?"

A, 'The way the program was set up was that the people that qualified were
referred-to myself, ,If I were to make en appointment, I would then meet with
the Executive Committee, who would concur on the appointment, So the
appointing authority was with myself as Executive Director, with
concurrence from the Executive Committee,"

The testimony reinforces itself in the responses to the questions that
follow. 1In question 258, he indicates the real power of this screening
committee, recommended originally by a representative of the neighborhoods;
Q. 258: "The action of thelscreening committee was not mandatory as far

as you were concerned?"

A. "Initially the screening committee was set up - that is right,

the appointing authority within the agency was the director ,...."

In question 260, he states that '"as far as the screening committee
there were meetings after meeting....,'" and in 263 he agreed with the
question that 'they deliberated long hours?"

A, 'Yes, and the fact is that the screening committee actually included
the screening of two positions, This was the position of Director and
Deputy Director,"

After these lengthy deliberations by a group of 14 volunteers,
they made recommeidations on these two positions to the director.

Several witnesses, in addition to Mr, Lachapelle, testified to the results of
these recommendations,
MR. LACHAPELLE: (testimony from 266 - 291)

In regard to the position of the Direcector, Mr. Lachapelle testified
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that the committee submitted six names to him, and he in turn reviewed
these applications and made a recommendation to the Executive Committee
which has final responsibility for the hiring. The Executive Committee
concurred on his choice for director, a choice whoch was not shared by
the screening committee,

In re, the position of the Deputy Director, the screening committee
recommended the names of people that they felt qualified to Mr, Lachapelle,
From approximately twenty (20) applications, they forwarded 10 (274,275,
278), The name of the man who was finally appointed Deputy Director was
not one of these names (272, 277), yet he was appointed (271,273) on
the recommendation of Mr, Long (282) to Mr, Lachapelle, and Mr. Lachapelle
to the Executive Committeé (283) (285). How Mr, Long interposed himself
into the hiring process never was made clear in the testimony. According
to Mr, Lachapelle, this was done on the basis of his qualifications and
background (288, 290),

KATHLEEN V, MCNEIL:

Miss McNeil testified that Mr, Long was present &t his own screening

for the position of Director of CEP, As part of her testimony she stated

(8):...'"We had the sub-screening committee, We went through the application.

May I say at this particular meeting, Mr. Long, the Director of the CEP
program was present, and chairman of the meeting at the time, (She later
indicated that he was not chairman, simply present.) We went through the
applications, and we forwarded ~ I can't tell you how many - six or seven
of those applications. There were about three outstanding ones, who had
degreas, qualifications, recommendations, and were excellent. They were

not appointed," She comments that tha CEP application,.."even stated

then he (Mr. Long) would be the Director of the CEP program," (14 then
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more in 18,42,495)This application was dated June 14, 1968, 3 months before
the screening committee was established and the jobs were advertised in
the newspaper,

Miss McNeil also testified regarding the manner in which Mr, Mangum
was appointed as Deputy Director of the program: e, . Each application
was brought out and we raised our hand and signified whether we thought
the qualifications should be considered by the Executive Board, Mr, Mangun's
application, to my knowledge, there were six against, and two for,

What I was wondering, and I am still very distressed about, on the back
of each application it says, "Have you had a criminal record?' I would
like to know why that is there if it doesn't mean something, or is that

a criteria for these positions? I am beginning to think it is." (25)

In response to the question concerning whether Mr, Mangum's application
was approved by the screening committee, Miss McNeil stated 'Definitely
not, In fact, it was even in the press that it was six to two, I called
Mr, Lachapelle that night when I heard it, and I asked him could it be
possible that he was appointed when the application hadn't been forwarded,
He said, 'Yes, I recommended him,' I said, 'Someone out to recommend that
we have a new director,'' (28)

According to Miss McNeil's testimony, the committee was interested
in experience, education and other qualifications and did not look closely
at those applicants who seemed to lack these qualifications: "The
application, when you saw a person with a degree and their experience and
recommendations, naturally those were the ones you would be interested
in," (33) However, the committee did not check to ascertain whether
the information contained on the application was true: 'There was no
checking at all, whatsoever," (34), and in 35 and 36, she states that

they had to take the word of the applicants, and that '"no, on any
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applications, even in the community we don't have a check, We just take
the answers on the application."

It is interesting to note that in spite of Miss McNeil's
testimony that they did not look closely at those applications that did not
have impressive qualifications , Mr, Mangum cites considerable experience
outsidé of this criminal record, including college and training (6 of
his testimony). '

MARIO TURCHETTA®

Mr, Turchetta also testified as to the activities of the screening
committee, Mr, Lachapelle, and the Executive Committee concerning
the hiring for the two positions screened by the CEP screening committee.
"As it first started with the CEP program, that is the Concentrated
Employment Program, they advertised, A lot of these applications were
for different job openings in the CEP program. The top spot was the CEP
director, There were about six people that applied for the job with
M.A.'s, B.A.'s, B.S.'s, they weren't even considered., A man was taken with
a high school equivalency. Iaam talking about John Long, He was promised
this job way back in June, Cleo Lachapelle knew this, I don't even know
why he let other people fill out the applications, He had it in his mind
John Long was the man, and that was it, There was nothing to it, it was
all cut and dried, and nothing said, If you had an M,A,, B.A,, a B.S. or
Ph.D., it didn't make a difference. Cleo Lachapelle wanted John Long,
and ..., {so did)Seth Gifford. You couldn't change their mind,' (6)

In regard to the Deputy Director position, Mr, Turchetta testified
as follows:

", ...The deputy director, we screened, and I happened to be on the

screening committee, I was a delegate to that committee, We screened
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about 70 people for this deputy director's job, The fellow that has it

now was turned down by the screening committee but Mr, Lachapelle
brought him to the Executive Committee and got him passed, Today he is
the deputy director., There was no consideration given to the other people,”
(7)

?

It is unclear what happened to this committee as there is no?
testimony to that effect, It would appear the people got disgusted, In
any event, the final screening and recommendations to Cleo on staff for
CEP was accomplished by the Central Staff members,

The testimony reveals that CEP was not the only occasion for

questionable (to be kind) hiring practices, The subject came up again

and again in the testimony, listing many cases in which procedures established

by the agency for advertising, screening and hiring was disregarded, Taking
them case by case, following testimony on each case in the order in which

they came to light at the hearings‘we find the following.

CHARLES F. LANIGAN:

Speaking in terms of OEQ criteria, Mr, Lanigan certainly should
have been hired for something, He is a resident of the area, having lived
there most of his life (24), with the exception of a few years, Therefore,
he is familiar with the neighborhood, its residents and its problems., He
is married, unemployed, and has nine minor children, He applied for the
positisn of Staff Assistant to the Neighborhood Advisory Committee, which
requires that the person come from the neighborhnod, be familiar with its
problems, and assist the NAC in its technical problems, (Personally, I
think he was ewinently qualified, I have also learned that his wife also

applied for a job in the agency, Vocational Counselor, Since she was a
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registered nurse, it was recommended that she be hired in the health
program, and apparently she agreed, indicating that she didn't know they -
were hiring. She was not hired either, so these people were left to shift
for themselves, I don't know who was hired, and why Mr. Lanigan wasn't,
except that I was informed that they were '"troublemakers".)

In his opening remarks, Mr, Lanigan read a letter into the record
in which he described some of his experiences in attempting to find
employment in the poverty Program.(209) He applied for a job as Staff
Assistant, salary $8,000, on December 12, 1966, The application includes
a section on numbers of dependents, and obviously indicated that he was
eligible under the poverty criteria, since he was and still is unemployed,
On January 20, 1967, Mr, William McNamara, then Executive Director, wrote
to him describing the reasons why he was not hired, The letter also
stated that Mr, Lonigan's application would be kept in file, Mr, Lanigan
has received no further information on the status of his application =~
apparently he's still on file, He also stated that "On several occasions
during the past year I have personally asked Mr, Cleo Lachapelle, the
Director of Progress for Providence, for information on my application
and received no service on my request.” He also states that he spoke
to Mr, DePetrillo who told him an appointment would be made for him within
a week, The date of that was November 10th of this year, Mr. Lanigan
has not received any further communication,

Upon investigation, Mr, Lanigan discovered that the person who was
appointed had an income '"more than double the ceiling :placed on the
income criteria that qualified a recipient for program benefits,"
(p. 211) He states that Mr, McNamara and Mr. Lachapelle 'were highly

influenced by a political pressure placed on their selection procedure
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by an elected official who held close family relationship with the
successful applicant., This charge, if confirmed by proper authorities,
reflects a direct violation of the Hatch Act and the deliberate employment
of nepotism by those responsible," (p., 211)

Why Mr. Lanigan really was not hired seems somewhat of a mystery,
This position actually was filled through the Neighborhood Advisory
Committee, since the job is responsible to them, Although I think he has
a complaint, rather than "BPdlitical Pressure! his problem might fall under
topic 'poor communication" or '"non~communication', Somebody at least
should have dignified his requests with an interview and some vocational
counselling or direction to other jobs in the agency,

ROBERT BAILEY:

In terms of hiring, Mr, Bailey was interested in discriminatory
practicee, especially relating to abuse of the OEO0 Memo 23-A, 1In
responding to Question 26, "What do you feel the hang~ups are coming from,
towards hiring those that have criminal records, are they within the

agency itself?", Mr, Bailey replied, 'There is a thing that I always

hear 23-A, I believe it is, that always seems to come about, It never seems

to come about until black people are involved.,,....."

This statement, however, is in conflict with Mr, Lachapelle's
comments in his original testimony concerning Mr, Mangum (290), in which
he stated some familiarity with the latter's record, but is willing to
overlook it and recommend him to a position of power and high (£10,500)
salary.

MARIO TURCHETTA:

Mr, Turchetta coutinued his testimony after commenting on the hiring

for the CEP, As part of his respouse to "cut and. dried" hiring for CEP
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he continued, "Then we have Alan Skvirsky, Director of Education, The
job wasn't even advertised," (8)

In the case of the directorship of On-the-Job Training,another
CEP component, Mr, Turchetta states that 'when we got him up before the
Etecutive Committee, and screening it out, we felt Mr, McGann was more
qualified to be a liaison, which was a thousand dollars more, He was well
qualified for the position, This left the OJT jacket vacant, There were
no other applicants in the OJT jacket, What Cleo was supposed to do was
advertise this job, At the next Executive Committee, I pickéd up the jacket
and found an applicant's name inthere, just one." (14) When asked why the
job was not advertised, Mr, Lachapelle said that the program was running
behind and they had to get the program off the ground:' (15) The man..
whose application was in the jacket did receive the job,

In responding to questions 18, 19, 20 and 24 Mr, Turchetta discussed
the job opening: that presently existed in Progress for Providence,
Administrative Assistant to the Director, and Pulbic Iififormation Officer,
The position of Public Information Officer was being advertised, but
Mr., Joseph Connell still held that title. "Right now he (Mr, Connell)
is doing what he is doing now, Public Information Officer, He cuts
newspapers,'..,.Continuing on the same question (25) Mr, Turchetta stated,
"One fellow even gave himself a raise, the finance officer (Mr, Zaidman)."

Needless ton say, the implication of all this (18, 19, 20 and 24)wgs
that the position was advertised to fulfill federal requirements, but the
job was already filled. Mr, Lachapelle went through the motions of
"screening all day yesterday", but everyone knew who would become the

Administrative Assistant, Of course, it came out that way,
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Mr, Turchetta also had his feelings, re., use of 23=A, 1In Q, 32
he discussed its use iA hiring of persons with criminal records,
"Cleo Lachapelle used 23-A the way he feels, To some he gives the job;
others he won't, In our area we had someone up for a job, a good man, He
gave two months of his time and spent his own money and didn't get paid
and wasn't reimbursed and did a terrific job, Cleo said he comes under
23-A and couldn't he hired. Then he turns around and hires guys with 2
record a mile long in other areas., " 1In Q, 33 '"Has there been discrimination
because of criminal records in hiring for jobs)' Mr, Turchetta replied
"There has been a lot",

Finally, Mr, Turchetta commented on discrimination in hiring based
on race, In his cl98ing remarks he states, ".,.it is like discrimination
they call, Mr, Seth Gifford made a statement at one time, we were looking
for a deputy director, He said, 'The position has to go to a black man.'
Don't misunderstand me, when he said 'black man', if the black man is
qualified and there is nobody else qualified he gets the position., But when
he said 'this position should go to a 'black man', let's change the one

word, he should have said, 'this position should go to an Italian or Irish

man', we would be in federal court., Then we would see about the discrimination,

It is like reverse discrimination, What he should have said, ™This positicn
has to be advertised and the best qualified man fits the job, whether he
he black or white ™! Mr, Turchetta stated that Mr, Gifford made this
annouwlgament at a Board of Directors meeting and that Rev. Benjamin Mitchell
(a black men) got the job,

Thus Mr, Turchetta enumerated circumstances indicating varisus kinds
of job discrimination in hiring practices, including unilateral decisions

made without benefit of the committees vesponsible for the hiring function,



(S

L

14,

discrimination againdt those with criminal records and reverse discrimination,
and irrational and abusive use of OEO hiring guidelines.

MYRON NALBANDIAN:

In 208 and 209, Dr, Nalbandian states in conflict, that he thinks
qualifications should enter into the selection and that "If Mr, Lachapelle
wants to hire an administrative assistant, it is his prerogative."%

a Prerogative that apparently consistently extends well beyond the realm
of administrative assistant. C

It is interesting to note that the Director of Research and Planning
cannot possibly do anything to rectify these confused and frustrating
hiring procedures. On page 380 Mr, Caprio asked Dr, Nalbandian "are the
hiring procedures designed for the screening committee to screen applicants
and recommend who is to be hired?", To this. the witness replied: "I
simply don't know." Later in the dialogue, Dr. Nalbandian states, "I
think if I am to be the Director of Planning, Research and Evaluation, I
should be permitted to hire my own professional staff, and certainly no
neighborhood committee is going to define for me what the competence of
an individual is, where I, as & professional, can define it,"

When Mr, Caprio asked the witness, ''That has been the procedure
throughout the agency?", Dr, Nalbandian again replied, "I don't know,

I simply do not know what it has been."

Finally, when asked his opinion on the practice of advertising for a'
professional position, the witness daid, "No, I don't think so = only in
terms of getting applicants who can be defined by the individual in
charge,"

There seems to be a great discrepancy between the Agency's stated
hiring procedures and what actually occurs. Some positions are advertised,

* ' ~
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some are not, Screening and personnel committees do exist but the
director can override their decisions with no difficulty. In effect,
they are a rubber stamp group and provide meaningless activities for the
volunteers whose time they take in the wasteful attempt to display a
unilateral appointment as a community fesolve.

In a more insidious vein, the existence of these paper groups leads
the neighborhood residents to believe that theré is gctuakly a logieal order
through which they and others obtain jobs in the poverty program, In
practice, however, they see that it is otherwise and technicalities such
as 23-A can be effectively used against them, The agency supposedly most
responsive to them and their advocate, in effect, takes advantage of their
lack of experience and renders them impotent in chosing those who are
supposed to be working directly for them., This in turn leads to suspicion
and lack of faith in all the poverty activities, for here is the single most
important aspect of the program, economic betterment especially for the
poverty groups, They are relegated to accepting the choices of others,
an oft-felt experience, and once more find they have no control over their
own fates, In its paternalistic posture, the agency has usurped one of
the most important experiences of the program: the right of the recipients
to determine their own fates, shape their own destinies and determine who
shall deliver services for them and: receive the benefits of increased
income, and finally, the right to make and learn from their own mistakes in
that most sensitive earea, hiring «yf personnel they must work with every day,

Finally, while the system does not work, and has obviously bred
suspicion in the neighborhoods, and on the part of the employees working
in the program, the prospects for any change from within seem dim, It seems
fair ro predict that since changes should be the result of objective evalua~

tion of existing procedures, this cannot occur, since the Director of
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Research and Evaluation, by his own admission "does not know' what goes

on in the hiring process.
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B. Salaries and Job Descriptions: Opportunities for Advanca-
nent within the Agency.

From its very title, the act which fiinds the poverty
program is an "Economic Opportunity Act”. It certainly
appears Central Staff has acted on every opportunity to increase
its own economic position. In an agency which should upgrade
poor people economically, the heaviest burden on the budget
was personnel costs, with one of the largest staffs in the
state. Personnel costs for the Agency average 857% of the
budget according to Mr. Zaidman, the Director of Personnel
and Administration,(115).

Thig 1is a most illuminating 1f not startling admission
when one comnsiders that "Of some 8 million expended by mid-1967
7 million had gone to salaries. Just what the poor got out
of it was hard to see. In July 1967, for the first time

anywhere OEO placed the Syracuse community action program

into trusteeship." * pg 133, Maximum Feasible Misunderstanding

by Daniel P. Moynihan. According to Mr. Zaidman's own
admission, Providence seems to be the counterpart of Syracuse's
1967 failure. One can only hope Providence does not suffer
their fate and fall into trusteeship.

Given the intent of the Act, the problems of other
communities and percentage of the costs for its implementation
in Providence which are directed to direct payments of salaries,
the most important question then to be considered may properly

be, who are these people, how much are they earning for their

jobs, what &xe they doing and what happens to them once they

enter the '"poverty system".
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The ordercof this section is therefore based on job
descriptions, which consists of title, salary scale, duties,
responsibilities and lines of supervision.

The criticial testimony directed at the agency in this
area seemed concentrated on salaries and advancement and
opportunities for poor people. These become slightly confused
and often overlap,but for the purposes of reporting they will
be somewhat arbitrarily categorized.

1, TITLE AND SALARY

Mr. Chester George found the core of the entire
problem of title and salary, when he started as part of his
testimony that "As fiar as more people getting the full benefirt,
I don't see how they can do it if you have the high salaries
at the top. Within the last three years, community schools
and other programs, instead of increasing the salaries, you
have been cutting or whittling it away little by little.
You say how come it is not an effective program. Each year
you cut back, and as other people said, the only one that is
feeling the cutback are the poor people. We know on the top
they are not taking cutbacks. They get raises in their salaries
I don't know why they call it a poverty program." (18)

"Would it be fair...that Progress for Providence is
top heavyr.in employment as far as wages is econcerned..?"

"Ag far as filtering it down there is none. It is all
at the top." (23)

There is a wide discrepancy in the salaries paid in

the agency, with the director rxeceiving almost four times as
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much per year as the average aide. 1In general, the aides
are at the bottom, making just above the minimum wage,
$1.75 - $1.85 per hour, while the professional make somewhat
above the statewide average. The table that follows, Number
indicates the comparability of salaries between Progress for
Providence and the State of Rhode Island for jobs similar

titles and duties.

1

/



TABLE I

Progress for Providence

CAA Administration

1) Executive Director
$18,000

2) Public Information Ofcr.
$8,310

3) Administrative Asst.
$8,310

4) Deputy Director
$14,800

5) Adm. Asst. Deputy Director
$7,925

6) Program Manager
$13,450

7) Manager Bus, Adm.
$13,450

8) Controller
$12,200

9) Budget Rec, Acct.
$7,550

10) Chief Accountant
$8,725

11) Purchasing Agent
$6,250

12) Payroll Officer
$6,550

13) Dir. of Personnel & Trng.
$12,200

14) Personnel Specialfst
85,660

15) Training Specialist
$10,109

16) Manpower Coordinator
$14,000

19 a.

State of Rhode Island
Salary €omparabilities

AAdministrator-Child Wel. Serv.

$13,754 - $15,756

Labor Relations Specialist (DES)
$ 7,566 - $9,048

Asst., to Dir. (Dept. of Admin.)
$ 9,595 - $11,492

Asst. Chief-Statewide Planning
$13,182 --$15,080

Admipnistrative Asst.
$6,266 - $7,488

Associate Commissioner of Ed.
$13,182 - $15,080

Sr. Depart, Business Mgr.
$9,595 - $11,492

Controller
$16,302 - $18,668

Asst. Budget Examiner
$7,228 --$8.632

Senior Accoutant
$8,346 - $9,984

Asst. Business Mgr. Officer
$6,266 - $7,488

Auditor
$6,266 - $7,488

Asst. Chief~-Employees Relation
$§7,930 - $9,542

Personnel Officer
$7,228 - $8,632

Training Consultant
$8,346 - $9,984

Chief, Div. of Placement (DES)
$11,544 ~ $13,780



Clerical Staff of CAA

1)

2)

3)

&)

5)

6)

7)

8)

9)

10)

11)

12)

13)

14)

15)

16)

Executive Secretary
$6,250

Secretary - Program Manager
$4,680

Secretary Business Mgr.
$4,250

Disbursing Clerk
$5,400

Personnel Receptionist
$5,400

Receptionist
$4,900

Copy Room Operator
$5$55050

Sorter Technician
4,040

Aides
$3,180 - $4,250(81.75 entry)
(full time)
$962 - $1154
(part time)

Secretary
$4,000 - $5,200

Economic Dev. Specialist
$12,200

Asst, Econ, Dev, Officer
$9,150

Neigh. Econ. Dev., Planner
$8,310

Education Specialist
$12,800

Compunity School Spec.
$8,310

m

19 B.

Secretary to Dir. of Adm.
$7,930 - $§9,542

Senior Clerk-Typist
$4,082 - $4,810

Senior Clerk-Typist
$4,082 - $4,810

Chief Clerk
$5,460 - $6,474

Chief Clerk
$5,460 ~ $6,474

Senior Clerk
$3,900 - $4,628

Senior Clerk
$3,900 - 54,628

Clerk
$3,900 - $4,446

Case Aldes (Dept. of Wel.)
$5,460 - $6,474
entry $2.16 hr

Senior Clerk Typist
$4,082 - $4,810

Chief, Div. of Benefits (DES}
$11,544 - $13,780

Asst. Public Agst. Manager
$8,346 - $9,984

Junior Planner
$6,890 - $8,242

Consultant in Curriculum Ser.
$10,530 - $§12,610

Consultant - Education
$9,152 - $10,946



NOK-PROFESSTONALS

1) Aides (School) $1.85 hr.

2) VNomn CertifiedeTencher

$7,500
3)Custodians ($1.85 hr.)
$1,388
4) Clerks
$3,170

YOUTH DEVELOPMENT

1) Youth Dev. Director
$7,200

2) Group Work Aides
$4,040 ($3.00 Hr)

3) Youth Dev. Sepcialist
$11.650

4) J. D. Specialist
$8,310

5) Welfare Specialist

$10,100

19 ¢.

Case Aide ($2,84 hr.

Teacher
$5,694 - $6,812

Janitor ($2,04 hr.)
$4,082 - $4,810

Clerk
$3,900 - $4,446
Cler

Employment Counselor
$6,032 ~ $7,332
Employment Coun selor
Group Worker
$5,460 - $6,630

Supvr. of DES Placement Ofecs.

$9,594 - $11,492

Supvr. of Ed. Services
$7,930 - $9,542

Chief of Comm. Emp. Dev.

and Training
$9,152 - 510,946
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On the other hand, the aide salary does not even
compare favorably with the beginning salary in a large efficient
factory (ave. about $1.85 - $2.00 per hour, ref. a sampling
of employers).

It is often stated that Progress for Providence personnel
that higher wages are paid to attract better personnel. That
these salaries are paids 1s proven in Talkle 1 (which also indica-
tes why professionals and clerical workers find a home at
Progress for Providence which they are reluctant to leave).

They a3so however, have statreddobligation (primary by the way)
to help the poor. The following discussed how they help the
poor in terms of a.salary, b. upgrading within the agency, and
c. mobility to jobs in the "establishment".

In this agency dedicated to helping the poor, 60-65%
of the employees are poor (Zaidman, 124-125). The potal
personnel budget including fringe benefits for the coming year
from~Wersanibtg CAR of OHO funds is 61,551,020, with an
additional $106,075 drawn from CEP to increase salaries in the
CentradnStaff, or a total personnel budget of $&,657,102,

Oof this $1,801,268, or 66.45% 1s allocated for professional
and skilled clerica] salaries, while only $555,857 or 33.55%
is allocated for non-professional salaries (Refunding proposal
September 1, 1969 - August 31, 1970). Thus, 68~65% of the
employees receive only 33.55% of the payroll.

It is adso interesting to note that $266,598 of the
non-professional salaries, or 47.5%, almost one-half (%),

are only part-time, whereas the professionals only the
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physicians and 4 nurses, representing an expenditure of $56,034

or 5.08%2 of the total professiomal payroll, are part-time.

Also, in contrast with the non-professionals who would normally

be unskilled neighborhood residents with no other source of
income, these doctors (the nurses only account for $2,859

of this $56,034) would be highly skilled, high income persons
with other work in private practice.

In addition, in a comparison of past years' budgets with
the forthcoming budget, the total personnel costs for the
Central Staff were compared with the costs for aides in the
Community Schools, one of the original titles created to give
new opportunities for poor inmer-city residents. Taking changes
of personnel titles and shifts of personnel to other budgets as
well as percentages of salaries attributed to CEP into
account, the amount allocated for Comnmunity Schools aides
declined by 25% while the Central Staff increased by 16%,

At the same time, the original Community Schools
budget called for administration of the program by the
School Department. The new budget has an education adminis-

tration component which totals $41,239 in supervisory personnel

costs alone. This figure excludes such other costs associated
with implementing this administration component, such as

space costs, equipment, supplies, travel, telephone and

other miscellaneous items. At the same time, the salaries

of the aides in the community schools have increased from
the original 1965-1966 rate of $1,75 per hour to $1.85 per
hour, for a total increase of 5% in the past four years.

In contract, the cost of living has increased 20.27 in those
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same four years. At the same time, a professional working in %
the administrationcomponent, should he have worked for four years
from a starting salary of, for example, $7,500, would have recc
received a total percentage increase of 21.5% and would now be
earning $9,116 per year.

While some other aides have not fared so badly, their
salaries still do not measure well when compared to the
state. While Progress for Providence professional salaries are
higher than those paid by the state, the salaries paid to
non-professionals are lower. For example, Case or Neighborhood
Aides earn $4,250 per year. The state's new case aidesposition
payvs from $5,460 per year to $6,474 per year, a difference of °
between $1,200 and $2,200.

A further inquiry into the employment problems of the
agency reveal that in a rank order jobs fall only in two
categories: highly paid supervisory and poorly paid aides,
many of whom work nart-time and have their hours cut each year.
In this rank order, the professionals fall on one end of the
scale and the non=professional poor on the other. 1In an agency
with approximately 440 persons on the OEO payroll, the median
salary funded by Versatile CAP or a combination of Versatile
CAP and CEP for the same salary is about only $2,000, but the
average salary is $3,327, $226 below the federal poverty index
of $3,533 fior a family of four. (President''s Commission on
Income Maintenance) In contrast to the agency as a whole, the
average salary for members of the Central Staff, without

fringe benefits, 1s $8,648. The average had been lower, however,
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the fact that Mr. Lachapelle's budgeted salary increased
from $15,00 to $18,000 this year caused a corollary increase
in the already high Central Staff average salary. The average
annual salary for working persons in the State of Rhode Island
as a whole is $5,666, more than $2,000 more than the average
salary for Progress for Providence, and more than $3,000 less
than the salaries for the Central Staff. In addition, of the
440 salaried positions in the agency, only eleven fall in the
$5,000 -~ $6,000range of the average salary for the State.
Table 2 below demonstrates in graph form the range of
salaries, the numbers of persons receiving these salaries
including all personnel, full and part-time. Physicians
and part-time nurses are excluded from Table 2, as the

Agency is probably not their primary source of income.

Fage 23a cont2ins the Salary Range Graph, Table 2,
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TABLE 2
PROGRESS FOR PROVIDENCE

EMPLOYEES!

SALARTES PER YEAR
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SOURCE :

0.E.O0. REFUNDING APPLICATION, 1969-72
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More extensive research into the proposal to OEO
for funding of the agency for the coming year reveals that
of the approximately 440 persons on the payroll 259 are part-time.
0f these part-time personnel, 220 or 84,9% are non-professional
neighborhood workers. ©Only 39 of these part-time employees
are professionals, and these are doctors and nurses, who, it
might be assumed, do not need the poverty program for a
principal source of income.

The contrast is even greater when the number of part-
time non-professional positions is compared with the total
number of non-professional positions requested in the 1980
grant application. This application cites 276 non-professional
positions, for a total non-professional budget before
fringe benefits of $468,705, or an average of $1,698 per year
for each non~-professional working. This ffgure does not
provide a true picture, however, since of the 276 non--
professional positions, 220 or 79.7% are part-time. Thus, in =
an agency whose principal objective should be economic opportunity
for the poor, and for which OEQO funds a tetal of approxi- |
mately 440 positions per year, only 65 full-time job
opportunities exist for unskilled neighborhood residents.

Finally, it should be noted that the area of greatest
controversy in the neighborhoods is the fate of the community
schools. This is now more easily understood, since it is there
that the majority of non-professional positions exist: at

least 138 or more than one-half of the 276 nonprofessional
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positions in the agency are in the community schools. The
pickings may be slim (ave. $1.85 hr. for 12-15 hours per week f
for these 138 positions), nevertheless, these positions are the
principal opportunity for the poor in Progress for Providence .

The large number of professional positions which pay highh
salaries, compared to the low number of non-professional
opportunities would lead to a highly competitive situation in w
which many poor people compete for what seems like a large number
of jobs (276), but what in reality is only 65 non-professional
jobs for a total inner city population of 290,000 persons. This
competitionwould lead to the type of animosity exhibited in the
agency, staff politics and neighborhodd competition for funds
and job slots for their people.

Also, while the aide positions pay poorly in comparison
to state averages, whether on an entry level at $1.75 per hour
or after several years at $2,11, examination of the budgets
and job titles indicate that there is little opportunity for
advancement within the agency. There is no evidence that a
structured career ladder or lattice exists through which poor
persons employed by the agency can plan a career. In each
component the rule is a range that goes non stop from Director
at $10,000 ~ $12,000 per year, ahd Specialist at $8,000 -
$11,500 per year to Aide at $3,500 ~ $4,500 per year. The
only exceptions lie in the areas of clerical personnel, who
nust have skills often not available among poor persons and the

nine Staff Assistants. Therefore the only avenue for advancement
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of poor people in the agency would seem to be a hop scotch
affair which would have little or no relation to skills
learned on the previous job,

Testimony given by witnesses at the Council hearings
verify this hypothesis, not only among the non-procfessionals,

but among the professionals as well,
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C. Mobility within the Agency Structure: : ety

In his original testimony, »r. Lachapelle stated,
"hopefully we can develop new opportunities for non-professionals
in this program”. (329) If the budget is any criteria, this has
not been accomplished to this date. The following will ex-
plore the '"opportunities’™ within the agency for advancement,
and what the agency does to assist in advancement. The
second section, related to this, is how the agency insures
advancement or mobility of 1its perscmnel into established
agencies and institutions.

In the first days of the investigation two conflicting
reports concerning agency mobility were described to the Council.
rs. Irene Teller testified before the committee that she had
been employed by Progress for Providence and that this employ-
ment helped her move out of the project and better her standard
of living. (6) For two yvears she worked in the drop-in center
and supplemented that incorme with ADC payments. She was given
notice that the center would close on Tuesday, and the Fricday
that followed, she was again out of work. After two years of
working in the drop-out center, she stated to the council in
response to the question, “Do you now consider yourself
trained by the agency so that yvou could go out and e¢et work?",
“"No, they asked me when I was screened for the job, to be myself
«+.l am not trained for anything else, doing what, for instance?"
(17 & 12) To the question, 'After two years it hasn't trained
you for anything other than to work in the poverty program?',

she replied ''not in that sense, no’. (21)
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At the same meetine Tirs. Lillian Gilbody related her
experience in a different component of the poverty program:

"I -started as a parentvaide in conmunity school. I am a case
aide., I am going to Roger Williams Junior College through
Progress for Providence.' (1)

This program is a component of Head Start, one of Progress
for Providence's few successes.

While Mrs. Teller has received neither training nor up-
grading and Mrs. Gilbody is improving herself through Bead
Start, Alan Skvirsky has demonstrated the considerable mobility
cf the professionals and their rapid advancement. In question
2 he relates his history with the agency: My present capacity
is Director of Education. I was formerly a Program Developer
when I was first employed on May 11. 19667,

r. Skvirsky’s entry level salary as Program Developer
would have been 58,500 in “ay, 1266. His salary as Education
Director according to the present budget would be 812,800,
This represents an increase of 54,300 over the past three and
one half years, or more in salary increases than the average
poor person employed as an aide by Prosress for Providence earns
per year. Nomne of these salary increases represent increases in
professional skills in one particular speciality over the three
and one half year period described, since each job title
was in a different department of the agency.

ilr, Skvirsky was avare of the lack of mokility among the

72

aides. In question 105. he was asked, .. -ho7 many (parents)

are employed for their second or thir¢ year in the program?”
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He replied that ...I wouls® say that probably a good percentage
of the people who are in the progran two ycars ago are still in
the program. I might say that that is a failure, in a way,

but the failure is a two sided failure. It is a failure

to provide meaningful employment outside of the confines of
Progress for Providence, but also a failure on the part of
institutions that should accept such people and they don't,

and don't create meaningful kinds of jobs that credit them with
experience ,

The discussion continued:

0. 106 “That is my fear, that often a program like this
becomes dead end, and that these people don't move out and
leave an opportunity for people to follow. '

4. I heartily agree. That is a great danger.,”

HMr., Lanigan further defined the problem of employment
in Progress for Providence, especially in terms of mobility both
within the agency 2nd outward mobility to private employment.
“...this is one of the big problems, you see the same faces,
the same people. The only thing that happens, they leave one
job category to advance to another. But never out of the agency
into jobs that are meaningful. (That's the) the name of the
game, private employment.’ (13) Mr. Lanigan suggested that
"...new people (should be) brought in and certain lencth of time
attached to training, say as a neighborhood aide, and they get
six months or a year of training, at the end of the year, you
are out into private employment, or somewhere else to give

someone else a chance. Rotate the people. I suggested this a
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long time age". (15)

The problem of training for its personnel has never
been approached on any widespread basis by Progress for Pro-
vidence. The agency had a Training Director at one time, but
he had no budget to work with to provide college or certificate
courses. and to hire consultants to devise specialized cur-
ricula to respond to poverty population needs as they re-enter
the job market, and, for that matter, a newly created job
market. Mew Careers has onlv been 1in existence for about 3
years. Even now the Agency has a training component in their
in their new grant application, but azain, it is purely pro-
fessional personnel. a Director of Personnel and Training at
$12,200 and a Training Specialist at $10,170,

-

Miss lic¥eil's testimony demonstrates the type of train-

e

ing offered to inner-city residents in the past: '...in the
Progress for Providence program, they d41d Lave a program which
they called the sensitivity program. That was financed by
Progress for Providence...and there was at the time John
“enower., the training director. They held this trainine systen

(the sensitivity session) and he was questioned about it. His

answer was that the sessions were sometimes brutal and loud.:(207)

Investigation indicates that this training was to make
persons working in poverty areas empathize with poor persons.
However, there is no indication that it helped any poor
people advance in their own jobs or to find jobs in private
employment.

Miss McNeil commented on the performance and mobility
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of the women working in the education program: "As I say,
I think we have fine people in our area working in the program.
I think they try to do the best they possibly can. The only
fault I have that these good women were not given the chance
to better themselves., The program started out first, and I
believe the parent aides were getting about 20 hours a week,
I could stand correction on that. Every time there was a slice
in the program, the poor people took the cut, not the high
bracket, the high brass. That has been my call and my gripe
since the program started.

“"There are many people in my program... They are fine

people and do good jobs. If they could only get better posi-

tions and more chance of advancement, I would ke very happy.' (241)

Q. 242 'In other words. you would say the central staff
and the higher-ups of P. for P. have enriched themselves at the
expense of the people attempting to get off welfare?”

A. "Definitely, there are people in my center (who) have
a fairly good education, nice appearance, perfect ladies,~and
over the years they have not been advanced one iota. They
are still in the same category as when they started, unless the
pay increase.of 5 per cent, whatever it has been...’

Q. 243 "They received about a 5 per cent gey.increase?”
A. "Yes, whatever the raise was."

Q. 244 "That was about 7 cents an hour?"”

L. "Yes...

Q. 245 "This was 5 per cent across the board?”

A. "Yes, and they were cut down from when the program
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started, I could bear correction, I think it was 20 hours when
it started. I think it is down to 10 or 12 now. They are the
ones that suffered. Every time the budget was lowered or cut,
it was the people in the low bracket of pay that were cut out.”

In addition to the discrepency between professional
and nonprofessional salary scales and increments, Miss McNeil
also divulged the fact that part-time poor working in the
community school program do not receive the same fringe benefits
as the rest of the agency.

From the testimony thus far, advancement seems limited
to the opportunists, most of whom were professionals. Addi-~
tional testimony furnished in later hearings further defined
the methods of advancement in the agency.

There were several references in the testimony to the
"Acting Director”™ situation. VWhat in fact this was, and the
testimony will back this up, was a mechanism through which
a professional would operate a program which appealed to him
usually with a higher salary, until a qualified person could
be found to fill the spot. Under normal circumstances, one
of two things happened: the job would never be advertised and
the person would slide into it, or the job would be advertised
and he would get it on the basis of having experience on the
job and an appeal to be loyal to the agency's own employees.

The lengthly testimony by Turchetta and Connell demons-
trates this mechanism rerfeetly, illustrating how the “paper
cutter” became Administrative Assistant. (Turchetta 18. 192 -24,

Connell, entire testimony) This last illuminates the whole pro-
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cedure in detail. In lire 27 Connell agrees that this procedure
is normal in the agency. and in 31 and 33 he acrees that "acting"”
personnel usually get the jobs, seemingly magnifying the hypoc
risy of Mr. Lachapelle s "'reviewing applications all day”. (18)

The other example is Q+ 8 Turchetta: “Then we have
Alan Skvirsky. Director of Education. The job wasn't even ad-
vertised. Mr. Skvirsky was Acting Director of Education for
several months before he became director. 1In his testimony he
related his experience in education "How many years of class-
room experience have you had?"
The Witness: "Two." (p. 167)

An example of the difficulties involved in upward
mobility in the agency was related in the testimony of “ir.
Joseph Tonasso. 1In a series of questions (16-31), Mr. Tomasso
describes the difficulties encountered by Miss Susanne Shaw
in her attempt to move up one grade in the employment ladder.
While she is highly spoken of, and "helped our community write
a few proposals and a2lso has been a lot of help in the communities’
{16) . her application was in difficulty. Mr. Tomasso read a
letter from Dr. Valbandian, Director of Research and Fvaluation
into the record in which he resigns effective upon Miss
Shaw's a“vancement: “"To the Personnel Committee- If Miss
Susan Shaw is hired as principal planner social planner for
planning group, please accept my resignation effective as
regular notice of resignation. This letter was signed by
Myron K. ¥albandian. (138)

In further testinmony., }r. Tomasso indicated that he
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was "under the understanding that Dr. Malbandian had one person
put one (application) in, and that is the person that is likely
to get the job". (25)

At the close of Mr. Tomasso's testimony, Dr. Nalbandian
came forward to discuss the question of lMiss Shaw's application.
On page 377 & 378 of the record he describes the situation:

“A position became open with the resignation of a former
planner. I said to Iir. Lachapelle, and a few people in personnel,
that I would screen the applications which were involved. Miss
Shaw, whom I do not denigrate is a good worker. She has a virtue
of defect, 1ike all of us, and the defect is her virtue. She in-
formed me she would like to 2pply for the position.

"I had another applicant whom I had taught, who wrote
the program for me. He is a VISTA worker. He is a graduate of
Williams College, and has a degree in economics, and a year in
graduate work, and has been a VISTA worker for a2 year. I am not
interested particularly in his ethnics or his frame of reference.
I think that the fact that he had come to Providence to be a
VISTA worker says something for him, He writes very well. He
has the qualifications. This involves some importance.

"I reviewed his qualifications,...and I said to Miss Shaw,
...'Don’t waste:your time applying for the position., You are
employed in a position vhere I think you are functional. You do
well. You get a decent salary.

"Mow in fact instead of advertising this position at

$§10,500 a year, which is whut the previous person who held it was
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paid, I said, ‘I will advertise it at $2,500 a year’'. There are
only two applications for this position to ny knowledge.” (p.377-
378)

Dr. Nalbandian then reiterated that he felt that he should
have the sole right to hire his staff, and that he would resign
should Miss Shaw be upgraded to the vacant position. (P.378-390)

An inquiry into this testimony reveals that YMiss Shaw had
vorked for the agency as Social Planner for eight months at
an annual salary of $7,500. She had also participated in the
summer work-study program (to enploy disadvantaged college students
who exhibit talent and financial need in public agencies), the
previous summer in Progress for Providence, working in the plan-
ning department. It was on the basis of her performance in that
capacity that she was hired by the agency upcn completion of
her college education. Toth she and her family are Providence
residents. She had heen trained by her immediate supervisor,
the past Planning Director, Jane Yayerson, and she had recommended
that iiss Shaw apply for the job as the most experienced and quali-
fied person available, and one who had worked on past program
proposals and had knowledge of the agency based on working there.
She had highly recommended X¥iss Shaw for the position., and felt
it a natural advancement on a career ladder. 1In addition. liiss
Shaw had extensive support in the neighborhoods.

The other candidate, 'r. Gordon Allen. did have excellent
academic credentials. ¥e had worked in VISTA and had cooperated
with Dr. NMalbandian in prepzring a Crédit Union proposal. He
came from Syracuse. N. Y. and has an M.A. There is no evidence

that he had other experience in planning.
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iiiss Shaw has since left the agency. Mr. Allen is still
working in VISTA. The position was filled by Mr. George Pipero-

poulous, a Creek citizen, who has just completed his studies in

Mr. Tomasso also told the circumstances under which a young
lady was hired as Assistant to the Director of Education. 'This
voung lady who has the job never put in an application. The time
limit was up and gone.” (31)..-"At the time this was brought up, I
happened to be the Chairman of Federazl Hill Advisory Committee. A
black woman applied for this job, and a white applied for the job,
both capable of handling it, There was a negotiation., The whites
were fighting for the fellow and the blacks fighting for the
woman. They put in a substitute.” (35)

This substitute had been working for the agency in the Head
Start program. Her beginning salary in 1966 was $5,000 per year.
and with this raise in 1968, her salary became $9,000 per year.
She is a college graduate, with no other experience outside of
that gained in her twc and one-half years in the agency.

While there is little evidence of upward mobility of non-
professional personnel in the agency, at least one instance of
reverce, downward mobility was cited by Mr. Tomasso:

Y...one of our people, that we felt should go to work in
community schools. She was one of the legal aides and lost her
job om the spur of the moment. We had this job onen for quite a
while. We asked her if she would like the job, and if she could

do it. She said she cculd.
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"They screened her, okayed her, and sent her papers. [
took her her papers up to the central office. When I got there,
I couldn't find any of the directors, or assistant, or anybody.
’ In fact, I spoke to his secretary. This went on for three days. (1
L The woman was finally put to work. However. the salary

for legal aides was $2.00 per hour for 35 hours per week, while

that of parent aides is §1.75-1.85 per hour for 10~12 hours per

week. There is no indication in the testimony or elsewhere that
‘n this woman had been trained for e—mployment commensurate with her
s previous salary, especially for employment in the legal field

in which she hed worked in the agency.

Other examples of upgrading within the Agency structure are

Mr. John Long and Mr. J. Webb Mangum. In the course of the in-

vestigation, it became obvious through examination of personnel
T records that most of the upgrading in the agency has occurred in
the manpower component. At least five examples of upward mobility
in this comporent can be documented,

In Mr. Mangum's testimony, he stated as part of his back-
o ground: "I was a member of the Soul Patrol st the time when the
_, disturbance was in South Providence., I was a project coordinator
for Success Insurance Program for Progress for Providence. I
was also a field supervisor for the QOutreach z2nd Progress for
Providence.” (6) Mr. “angum is no¥w Deputy Director of the Con-
centrated Employment Program, the Progress for Providence Man
power component. While his beginning salary was $7,000
in 1967, he now earns $10,500.

The testimony cites several examples of upward mobility

in the Agency, but only one example of mobility from the status
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of non-professional aide to a better position, and even that was merely

a part-time aide becoming full-time, The professionals have been ex-~
tremely mobile, and have advanced into positions that were not advertised
through the mechanism of "Acting Director', Some people have advanced

in direct opposition to the wisheS of the screening committees and the
neighborhood regidents who are supposed to be served, Others, showing
proper credentials, have been by-passed through personal wishes on the
part of superiors,

There is no organized training to help people advance in the agency,
and, for that matter, to find jobs in the private sector. While the agency
has employed a Training Director, and has presently expanded its budget
to include two persons to work in training, they have never allocated
funds for the more formalized training needed by the non~-professionals
if they are ever to advance, Sensitivity training is no alternative for
college courses and high school equivalency, or, for that matter, direct
and simple training in job skills,

One example was given of backward mobility, This example is a
condemnation of the Progress for Providence Manpower Program., According
to Mr, Lachapelle's testimony, the Manpower Progrem has a Vocational
Counselor for each neighborhood, The entire program is funded for
$2.087 million annually, yet there is no counselling and job placement
for the unfortumate poor who are phased out of jobs in the Agency's
own structure, In other words, rather than placing her as a part~time
parent alde at a huge salary cut, the phased out legal aide should °
have been placed in private employment by tHe agency. This would have
provided her with secure good pcying employment, and would offer an entry

level job to some other person who does not have any skills,
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Two comments in the testimony have bearing on the above
discussion and conclusions  one was by Mr. Mangum in discussing
the jobs available in industry and their appeal to the poor
and the other by ™r, Gifford in his commentary on the troubles
of the acency. 1In describing the Success Insurance Program ™r.
Manpgum stated, in part, that “the program, as it was designed,
would prove nothine because the jobs that were available were
menial in nature, and that to prove something under this would
not be valid...(to) prove the things they set out to prove
(these factors would be necessary):; that jobs with potential,
and the opportunity to advance, according to the individual's
ability, (should be) made available, (s0) that the retention
rate of hard core unemployed would be hipher.” (33)

While the aide jobs do allow the employee the freedom and
status associated with white collar work, the work is basic
and a look at the budgets and their lists of job titles demons=-
trates that these jobs are low-paying and that opportunity to
advance is complicated and difficult. Since there 1s little
counselling or testing before an aide is placed on the job (Mrs.
Teller, 13 14, how she oot her job), the opportunity to advance
on the basis of ability is at best a chance affair. Too often
employmnent is based. as in the case of Mrs. Teller or the woman
on Federzl Hill, on what happrens to be open at the time of need
for a job, any job.

ir. Gifford in his testimony states that "“Ye have the
pressures from the agency itself. We have the built in politics

among the staff, which is natural in any agency, but in our
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agency I think it is more prevalent than most.” (p.l1l1) A
study of the testimony in these sections on hiring and advance-
ment practices might provide some indication of how and why
these political pressures have evolved., In an arency whose
major thrust according to its legislative title is to be
economic opportunity, and which has 1little in its activities
to jmplement this goal begides initial hiring of the poor in
low paying jobs, it seems almost natural that jungle in-fighting
might evolve to take advantace of the better jobs that might
exist. This infightine becomes even more understandable given
the behavior of the professional staff, which has resorted
to advancing itself outside of its own professed procedures.

Thus. the picture is one of tokenism in jobs for the
poor, with correspondingly higher salaries for professionals,
low levels of salary for poor persons coupled with little
opportunity for advancement within the agency, while the pro-
fessionals advance at a rate not common in established private
agencies. The results of all this are increasing levels of
frustration and a credibility gap that will be hard to over-
come.

The next section, Outward Mohility, reinforces this r:=

reasoning.
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D. Qutward Mobility from Jobs within the Agency to the Establishment:

While the newspapers have documented the departure of professionals
from the staff in the past several months, the principal interest of a
poverty program might properly be the mobility of the poor who are hired
and, supposedly, trained, in its programs for more secure employment and
economic opportunity in the private sector, Testimony in the records
reinforce this opinion concerning the priority of the goal of outward
mobility., That some employees were not trained and therefore were reduced
to waiting for other jobs to open or to taking lesser jobs because they
needed the money has been documented in the previous section, This section
will deal with the staff's and neighborhood's recognition of the need for
training and mobility and what has actually occurred, In his testimony,
Mr, Gifford recognized the friction and pressures of the staff and correctly
attributed it to the politics of the job. He also mentioned earlier in the
testimony that there was pressure to open the CEP program '"...by way of
expectation of its staff members, that were going to get certain jobs
within the program', (p. 1i6) This is probably attributable to the lack
of outward mobility, as described first by Mr, Skvirsky "...very often a
program like this becomes dead-end, and that these people (the aides) don't
move out and leave an opportunity for people to follow", (106) Miss McNeil
agrees in her testimony that this is indeed true, (241)

Mr, Lanigan sums up the goal: ",,.it was never intended for these
people to be hired, brought into Progress for Providence, and allowed to
flop in the job until the program phases out", (12) This comment reflects
the fears of many that if the program is suddenly not funded, many people
will be unemployed and back on welfare. Mr, Lanigan discussed the Progress

for Providence system of hiring many persons for one job, the rationale



=

wd

T

-

T

42
behind that system, how it can. be abused and offers a suggestion for a
éhange in the system:

", ..he (Mr, Coldberg) said in his law office there was one secretary
for maybe three or four lawyers, Here there was a discussion at this
meeting as to whether they should have two or three for one lawyer. ct
course, again, you can't really criticize that, This is putting neighbor-
hood people to work, There is a fine line you have to draw here, If you
criticize this, as I have at the meeting, the poor will come back at you
and criticize you because you are trying to take jobs away from them,

"Really and truly they are not needed. This is a good thing for
New Careers where these aides con be trained, I know attorneys all over
the state will be happy to get trained people...’” (42)

", ..this is one of the big problems, you see the same faces, the
same people, They leave one job category to advance to another, But
never out of the agency into jobs that are meaningful. The name of the

game, private employment,'" (13)

He recommends that "...new people (should be) brought in and a certain

length of time attached to training, say as a neighborhood aide, and they
get six months or a year of training, at the end of the year, you are out
into private employment, or somewhere else, and give someone else a chance.
Rotate the people. I suggested this a long time ago," (15)

F rom the lack of further references to this type of system in the

testimony, it appears that this is not done, Since there are references

to lack of training, it can be assumed that unskilled people would be forced

to remain in these dead-end jobs for lack of skills to advance outwardly,
Tt is known that the School Department hires teacher aides and the State

Department of Social Welfare case aides, but it is nowhere mentioned how
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many, if any, of these people have previous experience working for Progress
for ‘Providence. Thus, one of the most important questions remains unan-
swered: what does happen to all these people (60-65% of the Progress for
Providence staff), if federal funds are cut off?

New Careers was designed to provide training and jobs for disadvantaged
persons in public and private institutions, It was the intent of the pro-
gram to get people to work in these institutions and the federal government
would pay for their salaries and training costs during the first year while
they learned their jobs., After that they were to become permanent employees
of the contracting agency. It is not known how many New Careers enrollees
had previous experience with Progress for Providence, However, if re-
cruiting had been properly accomplished, it would follow that aides would
take advantage of this opportunity. Both Mr, Lachapelle and Mr, Skvirsky
speak of '"new opportunities" for aides, but neither apparently seems to
think of New Careers as this opportunity, Once again, the Progress for
Providence aide is considered "taken care of", As in the entire Progress
for Providence manpower effort, they direct their efforts to the population
outside the Agency, to the neglect of those whom they hire, They thus
shirk one of their major responsibilities in more or less chalking off their
own employees and not insisting that they be given the advantages of coun-
selling, testing, training ond placement that are given to the rest of the
community.

One of the reasons for this lack of outward mobility can be cited
in the lack of job comparabilities. There are only two main categories
of jobs in the State employment that compare to Progress for Proviknce
nonprofessional positions, Most school departments are beginning to hire

teacher aides, and the State has its two classifications, Youth Advisor

- ; f. . ce % yema
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and Case Aide, Again, it seems unknown how many ex-aides from Progress for

Provildence fill these jobs., However, someone should speculate on why more

jobs of this type do not exist, given the New Careers program and the admitted

usefulness of the aides. Perhaps Mr. Lanigan has the answer when he states:

“"That kind of arrogance we can stand, the arrogance that comes from
agencies that know their business, but not from an agency that can't back
up anything they have done,

"If the Boys' Club created such a situation as you have mentioned,

a beaurocracy of their own, for instance,...they have something to back
it up, the experience and training over the years...'" (46)

It might be worthwhile to consider the relations Progress for
Providence has with other agencies when considering the possibilities the
aides have of having new jobs created for them outside of the poverty
structure, With this kind of arrogance exhibited by the upstart poverty
agency, there can be little optimism that established agencies will extend
themselves to work cooperatively with Progress for Providence to create
new, untried and innovative job restructuring in the private and public
sector,

There might also be an interesting study into the cause and effect
relationship between the delegation of education programs to the School
Department and the eventual inclusion of aides into their formal structure.
By actually having them assigned to their department, the teachers were
able to assess the value of the aides with no budgetary considerations to
confuse the situation, They then decided that the aides were worthwhile
and reacted favorably to the idea of having them full-time in the school

system.
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E. Termination Procedures:

An examination of the Progress for Providence Personnel Policies
indicates a futile attempt to produce nothing, The policies concern them~
selves with such legitimate areas as the number of permissable sick days,
vacation days, fringe benefits, and the like, The establishment of such
criteria is indeed laudable; however, nowhere in the policies is there any
mention of any grounds for termination of employment, It seems that the
Agency relies on the principle of " what the Board giveth, the Board can
take away'".

It is true that mention is made of a Personnel Committee where griev-
ances may be aired, but nowhere does it explain what grievances, nowhere
does it state what shall be grounds for termination, and should such an
action be taken, it might only occur at the behest of the Board of Directors,
Thus, if such is the case, and one must and can only assume it is from a
review of these policies, the Booard would be in the position of terminating
an individual who would then have the right to present his grievance to
a Personnel Committee, Or, otherwise stated, the whole would fire and give
the fired the opportunity to appeal to the part in the hope of overturning
the whole's decision ~ an unlikely if not impossible situation,

Actually, if I may be permitted some latitude of interpretation,
what undoubtably was in mind when these policies were drawn up was the-
fact that everyone knew that in truth and in fact the hiring process was
fully in the hands of the Executive Director so it was assumed (but not
stated) that he would also control the firing ( this was also not stated),
and that he would not fire on an arbitrary or capricious ground, Not only

was this not stated, but this last has no foundation in any form of reality
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judging from the past and present conduct of our current Executive Director,

Thus, the result was that the Agency in doing a half-baked job in
originally establishing a meaningless set of policies, bound itself to
o useless set of procedures which are little, if any, help in assisting
an individual who has incurred the wrath of the Executive Director,

It does not seem that it would have been that onerous a task for
the Agency to establish a meaningful and workable set of personnel policies.
Precedent and guidelines have been set down by private employers, local
communities and the State of Rhode Island; and I am sure that a workable
program could have been established after only a cursory examination of
these other programs -~ that is, unless it was the Agency's intention to
allow for such arbitrary action as the Executive Director may direct,

At present, the only grounds for termination are the normal federal
prohibitions: nepotism, violations of civil rights,violation of the Hatch
Act and certain criminal actions. Thus, it would appear that as long as
en employee did not run amuck of one of these prohibitions he must be
retained no matter how incompetent he may be. If he be terminated for any
other reason, or other grounds, we would be back to our original proposi~
tion that the whole would be firing and giving appellate regress to the
part; or we would have to resort to our other proposition that just as the
Executive Director has proven to have the power to hire, he may also fire
on grounds other than stated above and on such grounds as he himself may
from time to time determine,

One effective manner through which termination has been effectuated
within the Agency has been the '"cutting the job" technique. This is ac-
complished by eliminating ah employee who is not wanted by the Executive

Director from the federal grant application; in fact to eliminate his
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job and title in the budget. While this procedure may effectually rid

the Agency of an undesired employee, it draws once again its effectiveness
not from efficiency or the needs of the poor, but rather from the dis-
cretion of the Executive Director. As an example of this procedure, the
position of the Training Director, a seemingly obvious position in an
agency where 60-657% of the employees are considered non-professionals

and unskilled, was cut from the budget in 1968-1969, Such a technique
implies that the job itself, not the employee, was not adequate and of

low priority. It also combined with other personnel practices to reduce
morale, increase employee politics, and, in general, reduce the efficiency

of the entire agency,
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III. LACK OF RESPONSIVENESS BY THE AGENCY TO THE POOR:
or
"The Poor For Vhom We Are Advocates'
Gifford, p. 121,

Progress for Providence, as the official anti-poverty program for the
City of Providence, should be above all the agency that responds to the daily
problems and needs of the poor, incorporating them into an overall plan to
combat poverty as it exists in the inner-city target area, However, testimony
and research indicate that the proposals do not change from year to year,
reflecting the impact of successful projects, that the poor are not really
included in planning, evaluation, and decisions on priorities, and that agency
staff members are "arrogant,'" "laugh at" the poor, do not even give them the
courtesy of responding to their requests, and use the residents whose poverty
pays their salaries to act as stageprops on committees that often do not
serve any meaningful role,

A comparison belween the programs of the funding years from 1366,

when the agency first began to operate at full funding, reveals that there
has been little change in programs in the last three to four years in spite
of the fact that Mr, Gifford states that "This is a program in which we have
to give high priority to imagination and innovation.' He uses this objective
as an excuse for lack of tidiness: 'this program, generally speaking,
gentlemen of the council, is not a tidy program," (p. 120) Nevertheless,
the programs that were originally proposed and funded are still in existence,
in essentially their original form, although with some additional administra-
tive personnel, and fewer nonprofessionals, indicating that a bureauocracy and
catnhlishment hnvé evolved and that some degree of tidiness might not be too
much to ask, Cenerally, these programs include community schools, health

centers, drop-in centers, detached workers, neighborhood resource units for
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social case work, manpower, planning and evaluation, housing (originally Home
and Bloeck Improvement, now Housing), Community Organization and Central Staff,
Included in the new budget, as a new component, is Economic Development, which
shares its funding with the Planning Division, It seems strange, to say the
least, that in four years of spending approximately $5 million per year on
these nine neighborhoods that their needs have changed so little: economic
development, the one new program, represents only a totél of $60,673 of federal
money, leaving the remainder of the grant for programs that have been operating
for years, An inquiry into reasons for this lack of change other than the
reason of total disregard for nejghborhood demands and priorities will be
included in the section entitled "Planning & Evaluation,"

Various testimony demonstrates the degree of participation by the poor
in the setting of program priorities, planning and evaluation undertaken by
the Agency.

In some of the most controversial testimony in the hearings, several
persons, both volunteees and staff of the program discussed some of the
problems of the Emergency Food and Medical program., The subject was introduced
during the testimony of Mr. Alan Skvirsky, Director of Education, It was
brought to light that there was a sizable fund of money ($18,000) which was
reserved to provide food for children in the Community Schools' summer program.
For many reasons, only $3,600 of this money was spent, "It has been suggested,
for (snacksz. . « that there are many children at the Fogarty School, . ., who
might be able to benefit (by) an evening supper program, but nothing has been
done about that,'" He also mentions that the program might "'try to identify the
childicn (who are) not unly undernourished, but who need medical care also."
(°1)

Mr, Lanigan had some suggestions for use of the Emergency Food and
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Medical money in his testimony: ", . . nurses and nurses aides, . . could make
the decision on who is eligible for this type of emergency food, . . work with
the doctor, and determine, yes, this family is suffering from malnutrition. . .
the doctor could observe that, and treat them directly through the use of

funds through the medical health center," (30)

Miss McNeil believed that "There must be many hungry children in the
area, , . when this program first started, I tried to bring to the point that
in this program they should have hot breakfasts for the children, because I
believe many of the children go to school without food in their stomachs, 1
believe that if they had food in their stomachs. ., . they (would be) more happy
and content, they would learn more, , . I tried to work for the hot breakfasts,
but it didn't materialize." (206, 207)

Further testimony, which will be cited in the section '"Poor Communica-
tion," indicates that very few persons in the neighborhoods were aware of this
program, although apparently those who were both knew of cases of malnutrition
and had ideas on how to spend the money, - However, the program was both poorly
advertised and poorly administered, with suggestions from persons who did know
about it ignored, Thus, it finished its funding year with a lag of approxi-
mately $46,000 in unexpended funds, much of which could have been used to help
alleviate the symptoms of poverty in the innmer-city neighborhoods of Providence.

The poor also have suggestions that should have been considered in
setting priorities in planning and funding programs. In every instance where
it is mentioned, the Health Program was universally praised, yet every witness
testified that it was underfunded, Mr, George Olsson stated that ', . . (the
bhealth elinice wie) vexy good, (but) they can use more money, as everyone has
said," (16) Mr. Tomasso wae most lengthy in deseribing the problems of the

health clinics: "Now last week, . . we had a meeting of staff assistants,
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chairmen and Dr, Kerrins (Director of Health) at the Medical Center, They led
us to believe the medical centers would close unless we give help of a hundred
thousand dollars., At this meeting Cleo Lachapelle was sitting in., They
recommended we get outside monies from outside sources. ., . it was very critical
that they would close.

"Yesterday we found out that we got close to $148,000 lag money (unex-
pended funds), and no necessity for the chairmen and everybody else to go out
and demonstrate, so forth and so on, because the monies were there." (43)

These statements have led the members of the committee to ask several
questions: If this is one of the most successful programs by neighborhood
standards, why did it not have enough money to operate for more than seven months
of the funding year? Why was no financial emphasis placed on it? Why were
rhere more than enough unexpended funds to continue the program for the remainder
of the year, yet the staff assistants and chairmen were encouraged to "g0 out
and demonstrate" to get more money for the ailing program? Finally, if the
poverty program in general is so successful that all components should be
refunded each year, why is there unexpended lag money, indicating that the
programs are not fully utilized as budgeted? All of these answers seem to
hinge on the inquiry contained in the section on '"Plomning and Evaluation,™
and the section entitled and discussing "'Sloppy' Administration,

Mr, Gifford proudly described his staff as "Advocates' for the Poor,
(See Section title, also ref, p. 121). As such they should be open to listening
to the poor at all times, being sympathetic to them and to their problems, and
ehould be prepared to risk themselves for the benefit of the poverty community,
The testimouy regarding the actual behavior of the staff, taken in light of this
mandate, is at best not professional, In the following quotations, representa-

tives of the poor describe the staff ana "arrvgnnt,” "laughing at them' and
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ignoring their requests, thus denying them one of the most basic rights, human
dignity. Theoretically, the dignity of the individual, especially one living
in poverty, should be a major concern of Progress for Providence; practically,
it seems about as highly valued and relevant as the screening committee for the
CEP, This behavior, as much as the poor personnel procedures, seems to be
responsible for the breakdown of faith in the poverty progrem by the poor,

and the increasing '"credibility gap."

The screening committee was a good example of how the Agency complies
with neighborhood demands, In Mr. Lachapelle's testimony, he describes how the
screening committee came into existence:

" . .at the board of directors meeting, where the program was actually
passed, it was recommended we set up a screening committee made up of a repre-
sentative from each target zrea, plus five appointed by the chairman of the
board," (242) '"The screening committee was recommended by a member of the
neighborhood advisory committee chairmen," (244) This would indicate that the
neighborhoods would have control over those appointed to the CEP, since they
held 2 majority of at least nine to five on this committee, Yet the extent
of their real power over their own appointces is documented in what actually
happened: Mr, John Long had already been chosen director of CEP months before
he ever applied, Mr, Webb Mangum was appointed by Mr. Lachapelle even though
the screening committee rejected him by a vote of six to two. In another
action, someone inserted Mr, Harold Jennings' name in an empty jacket of 0JT
applications, and he was hired, The committee deliberated in "meeting after
meeting" (260), yet the actual hiring was dome by the director of the agency.
It certainly cannot be said in this instance that the staff, and especially

r. Tsochapelle, acted as advocates for the poor, reflecting their desires.

Mr. Turchettals testimony deerribeg the unfortunare position of the
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poor on committees, such as the executive committee of Progress for Providence,

where Mr, Mangum and others were finally hired:

" . . You turn to Cleo and say, 'This fellow is fair, and he has a
Master's Degree, and works such-and-such a place,' and Mr,. Lachapelle says,
"This fellow was recommended to me by John Long and Webb Mangum' and the rest
of his cronies., There are three of us on the board against 16, we can't out-
vote them," (41)

"You believe that the poor are inadequately represented?"

"That is right, all the way down," (42)

"How often are you voted down?"

"Every time we go to vote., I haven't won a vote yet--excuse me, we won
the vote at the last committee meeting, three to one, Seth Gifford almost went
into a state of shock, Dr., Kolodney made a motion to table it fourteen days.

T seconded the motion, and Dr, Kolodney said a show of hands, myself, Dr,
Kolodney and Mr, Williams, Seth Gifford got yp and said, 'All opposed,' and
just his hand went up. He couldn't understand it, He asked for a second
count,'" (&7)

The poor also find themselves in unfortunate positions when they make
requests of agency staff members, Mr, Lanigan, an unemployed inner-city resi-
dent, requested consideration for cmployment in the agency and had to wait fevr
information on h is application for six weeks, after which he was told his
application would be kept "on file in the event we can use this experience
and background in another position." Almost two years later Mr, Lanigan was
still secking employment in the agency, and was told he would have an interview
in a week, Tour months later he stil¥ had no interview. (2)

Miss McNeil states that "I have been trying to voice my opinion in the

program, I believe I haven't been getting any place with the complaints," (204)
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" ., . I ask queseions for information, and the other evening I asked
a question, and I got an answer, But I didn't get a satisfactory answer, . .

I was told by the chairman of the board., . . one question at a time. I want
to know how you can get an answer if a person gives you an answer and you
don't understa nd, aren't you entitled to ask further in order to get your
viewpoint cleared up?

"I am so sick and tired of hearing this same expression, maximum feas-
ible neighborhood participation, I represent the poor in South Providence, 1
come asking questions concerning the program.'" (p, 282)

It seems Miss McNeil has the right to represent the poor, but no right
to understand what it is she represents them on, and no right either to ques-
tion the staff or to receive answers to those questions,

Mr, Joseph Fryer's case is an interesting one, He states that he is
enrolled in the CEP and for the last six weeks preceding his testimony he
attended classes, One of his major topics of study was "How to make out employ~
ment cards, how to file that; how to file for a job," (130) Yet Mr, Fryer has
"put in applications repeatedly. . . (and was) told every time that (he) asked
about it, I am 60, I am over the hill," (6) While the agency has passéd judg-
ment on the gentleman's employability because of his age, they continue to
waste his time and the taxpayer's money equally casually by training him in how
to apply for a job, His main benefit for attending the classes is that he made
$25,20 per weeck on relief; he now gets §47 per week as his CEP training aliow-
ance, (46) 1In addition, the CEP orientation course, in:which Mr, Fryer was
enrolled, was supposed to hold trainees for a maximum of four to six weeks for
testing and counselling before placement in formalized occupational training
or directly on a job, Since the CEP staff have seemed to have passed unfavor-

ably on Mr, Fryer's vocational future, it can only be concluded that Mr, Fryer
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became to them nothing more than a cipher, a CEP statistic, designed to demon-
strate the success of the program by keeping the number of enrollees in the
Fraser Center up to federal requirements, while violating the terms as dictated
in the funding of the grant in keeping him in "employment orientation' for
months, with no hope of every achieving a job.

Witnesses also testified to what they considered the "arrogance' of
the staff, 1In addition to Miss McNeil's problems in finding answers to her
questions at meetings of the Board of Directors, other testimony, even that
of the staff, seems to confirm this "arrogance,"

In regard to the screening for CEP for example, Mr. Lachapelle felt no
compunction in overturning the work of the screening committee and appointing
Mr, Mangum, stating that "in my judgment I feel he is well qualified to do this
job." (290) He also takes credit for Marathon House, which has never been
funded or administered by Progress for Providence, saying that "Marathon House,
which was set up initially by Progress for Providence, ., . (is) one of the out-
standing programs in the country, . ." (349)

Mr, Gifford offers advice to the upcoming officers of the poverty
program: 'We have got to play it absolutely above-board, be fair, listen to
all factions, seek to be objective but without losing sight of the fact that
we are advocates of the poor. We must move towards our goals, but in this
advocacy, I think that we have got to be mature, and we have got to stay objecc-
tive, It has been my afford as chairman of the board to not place one group
above another, but to try to regspect the points of view of all the groups, to
give an opportunity Lo cach within the framcwork of the goals and guidelines
of the agency," (118-119) These are high ideals, but uufoxrtunately they have
not been practiced by the staff, and research proved that the objectives and

opportunities did not even exist,
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Mr, Alan Skvirsky, who testified next in the hearings, was a prime target
of neighborhood discontent, In spite of this, he had no difficulty advancing in
the agency, going from $8,500 per year to $12,800 per year in the latest budget.
Mr., Skvirsky claims to be an "Advocate" but admits that "it is natural to be
concerned about one-self's own interests , , . ." (108) However, he says, ". . .
if the time came when the poor, . . no longer felt that I, in my positiom, with
my salary, was being their advocate, . . they could get rid of me, and if that
was the case, so be it," (112)

In spite of Mr, Skvirsky's stated modus operandum that he would resign
if no longer wanted by the poor community he seemed not to blanche at the slurs
cast at him by his constituency., Mr, Skvirsky is among several of the top staff
who received a vote of "no confidence' by the neighborhood residents who testi-
fied, Miss McNeil describes the elementary program operated under his direction
as “"disgusting" to her. In onme session she attended, she "never in (her) lifs
saw such bedlam. In fact, when I happened to be up there, the rescue squad and
police came in, The kids had beat each other up, That is my experience with
the community school,' (240)

She was also critical of the attendance, especially in the acult classes,
She cites one individual who wanted to take courses for a high school equivalency
but couldn't because the attendance was so low that no class was held, Even in
the elementary classes, she states that '"the attendance was in no way comparable
to the attendance that I was given to understand was at the school. (237)

While the Education Administration component is responsible for the em-
ployment and training of aides, and their welfare while employed by the program
and their advancement once in other jobs (if and when this bappens), two problems

wera cited to demonstrate a lack of concern: Miss McNeil stated that aides
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received only a 5% increase in salary over four years (while Mr, Skvirsky's
salary increased 667 over his original rate), and that they did not receive

the same benefits as the rest of the agency, including major medical insurance
and pensions, In addition, Mr, Ceorge revealed that the aides, once employed
in the regular school system were denied admittance in the Teachers' Union,
(17) Apparently no one in Progress for Providence assisted them in their fight
for this membership privilege,

1t remzined only for Mr.Tomasso to document Mr, Skvirsky's real concern
for the poor, His description of a meeting of the Neighborhood Advisory
Committee Chairmen is a stereotype of all the grievances of the poor against
the Central Staff:

", . . This meeting was in regards to community schools, ~‘hile this
was going on, Alan Skvirsky and Carol McCarthy were sent to Atlanta, Georgia.
The chairmen couldn't ask any questions. When we did ask him, we couldn't get
any replies from Cleo Lachapelle,

"These community schools have been more or less working from day to
day, you might say, . . Alan Skvirsky was given a budget to figure out how
much each community should have and how many people and teachers, and how many
schools are running in the areas. What he did with this budget is what a nine
year old kid would do, put it on a table and cut it in nine pieces, . . . and
said, (If you need any more money) 'go to another community and see if you can
have it, If they okay it, you will get it,' This is the director talking
about the neighborhoods, . . (he) never went around to the schools to ~ find
out how many people attended the schools, how many schools were open, how much
work was being done in the schools. He just didn't care,”

"The chairmen all got together and at a board meeting we asked for his
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resignation, He laughed at us, When he got up to explain the proposal to us,
he had o thousand dollar raise in his pay in the budget, after telling us we
were short a hundred thousand dollars, which later he got." (6~16)

This is the same Mr, Skvirsky who earlier said in sworn testimony, ". .
if the time came when the poor, . . no longer felt that I, in my position with
my salary, was being their advocate, that they would get rid of me, and if that
was the case, so be it," (112) The Neighborhood Advisory Committee Chairmen
are supposedly the elected representatives of the poor, who voice the feelings
of all the poor in the nine target area pove rty neighborhoods of Providence,
If they are not the poor who would "get rid of" Mr., Skvirsky, then who would?
No one on the staff made a move to fire him, From the personmnel policies, also,
it would seem that there is no accountability by the staff to the poor, or any=-
one else for that matter, There just is no wvay to "get rid of" an unresponsive
advocate, even by the poor, in their own agency,

Mr, Skvirsky was out of town with his assistant in Atlanta, Georgia
during this meeting. In his absence, the Neighborhood Advisory Committee
Chairmen were informed that the program needed $100,000 to operate fully, At
the same time, the Agency was negotiating with the School Department on the
contract under which they would operate the community schools. The schools
would not open until this contract was complete, Nevertheless, the Director of
Education and Community Schools Supervisor, both highly paid and supposedly
highly dedicated, went out of town together for one or two weeks and delayed
that program, preventing thousands of poverty level children and their parents
from realizing its benefits, That this actually occurred is attested by Mrs,
Faith Schacht of Fox Point, who said, ", . . the community school, . . was very
slow getting started., Ue felt we did not get the help we needed from the

director and the education director, They didn't get together with the school
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department in time. Everything was l.: slide. They kind of put the respon-
sibility to us, We weren't really qualified to take over. We were quite
disturbed about this at the time." (8) Because of this delay, the community
schools operated with an $80,000 lag in unexpended funds until the date of the
hearing. (Tomasso, 13)

This new agency, the poverty program, was established because the old
institutions for the poor were unresponsive and unsympathetic to the needs of
those who relied upon them, It was supposed to be sympathetic to the needs
of those who reliedupon them, It was supposed to be sympathetic and gain the
trust of those who had been exploited by the establishment in the past and
make an impact upon those established institutions making them more responsive
to the needs of their clientele. It is to be hoped that the agency's staff,
many of whom remained unmentioned and unsung in the testimony, do fulfill
these duties, offering inspiration and deducation to the poor they served,
Nevertheless, the hearings brought out the failings of the staff most visible
and most capable of creating a ¢ risis of unbelief and unrest, the Central
Staff, Mr, Lanigan sums up the feelings of many of the poor, who feel that
they have had enough arrogance in established agencies without creating omne
more in their midst, when he says "As it stands now, I believe Progress for
Providence, their operation and some of their personnel, are arrogant, not only
towards the poor, but also towards other agencies, Theyclaim it is good to be
arrogant with the State Department of Social Welfare and criticize them and get
them to change. Their arrogance goes beyond this, It goes into areas of just
common ordinary dealings between the pcople and other agencies, other federal

and state and city agencies." (43)
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These then, are the '"Advocates of the Poor' as described by witnesses
at the City Council hearings: arrogant, unresponsive, bad mannered, and not
above using their constituents to advance themselves into higher positions,

Given the malaise concerning the hiring and employment practices and this
kind of arrogance, unresponsiveness and lack of responsibility to the very
poor they purport to serve, it comes as small wonder that the complaints
became vociferous enough to cause a Council investigation into the treatment
of ordinary Providence citizens under an agency which uses millions of

taxpayer dollars,
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PCOR COMMUNICATICN:

In addition to beilng unresponsive to the needs and
wishes of the poor, and with the exception of 1ts reliance
on outreach workers and one edition of the news letter, tlie
agenty has made ro attempt to inform residents of what it
wags doing and what was available to them in the form of
services and opportunities for employment.

In spite of the fact that Progress for Providence

had a funded position of Public Information Officer, the

quantity of work produced by his office verfies one resident's

report that "he cuts newspapers". (Turchetts ,25) While
the agency was supposed to have a newsletter OF mewspaper,
and Mr, Connel was hired to oversee that activity, only
one newspaper was ever printed. This appeared in late
summer of 1967, and was edited by Mr. William McNamsre,
then Executive Director. Emihating from the Public infor-
mation office no flyers or distributions have appeared in
the neighborhoods. Radio and television coverage has been
limited to news, and there is no evidence from either of
these media that Progress for Providence took advantage

of theilr public services announcements. There have been
no telephone campaigns te inform residents of the op-
portunities available to them through the agency. There
is also no evidence of any coordination of the activities
of the Public Information Office and the Neighborhood Aides
who canvasgs the neighborhoods &aiL& to inform residents cf

the agency's ser¥ices.
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While many examples cf treakdown of communications
were cited in the testimony, the failure of the Emergency
Food and Medical Services Program to attract any recipients
most fully delineated the problem. While the agency staff
struggled to find ways to expend the funds, neighborhood
residents who might have needed and used this money remained
unaware of its existence.

"How is the emergency food program in your area,
would you determine it is a success?"

"I think it would have been a big success if someone
had known about it. No one in the area -- the poor people -
didn't know about it. I think staff and certain members of
Progress for Providence knew about the $50,000 funding they
got for it.

"...I found out about it reading the amendments to
the Economic Opportunity Act which I secured from State OEO."
(Lanigan, 23)

In his testimony, Mr. Robert Bailey, Chairman of the
Canp Neighborhood Advisory Committee, further emphasized
the lack of communications and informationm about the programs
in the neighborhoods.

"How about the food program in your area, how did 1t
wark?"...

"First I really had gooed knowledge of that was vhen
Dr. Nalbandian testified. The only thing I ever heard was

lack of funds, lack of funds." (}92, 20)
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"You feel as though there is need of more funds in
your area for emergency food?"

Without a doubt. We had a case Monday, or Friday of
last week., I understand the thing was shut off December 3lst.
Ididn't know about it. I found out Friday when I took a young
man up to see the social worker in our area.'" (21)

It seems elemental that at a very minimum the
Chairmen of the elected Neighborhood Advisory Committees
should be made aware of all programs, since they do represent
the residents of the neighborhoods served by the program. *
However, this testimony makes it evident that these chairnen,
and, it would follow, all members of their committees, remain
uninformed about basic anti-poverty program spproaches.

Mr. Olsson, from the Joslin Committee coifirms
Mr. Bailey's report and proves that it was not only the
Camp neighborhood which was unaware of the Emergency Food
and Medical Program,

".,...any other comments?"

"Yes, you mentioned earlier...the emergency food program.

...Evidently the social workers have known about this, but
have not told the welfare people or anyone else about it.

There is very little known in the Joslin area that it was

even in existence. Someone said here tonight that it was

stopped. These social workers deal with the clieats, and

knew about this, There is one in our resource unit and no
information came out." (22)

Mr. Chester George was the chairman of the Flynn



Neighborhood Advisory Committee., Yet he did not reslize
that Emergency Food money might have helped the Health
Clinic program which he states should be extended.

In spite of this kind of poor public information,
Mr. Connell received a raise and was advanced i position from
Public Information Officer to Administrative Assistant, not
necessarily because he was the best of all applicants, but
through the device of being made "Acting", implying the confid-
ence of the Executive Director that he had done a good job in
the past, and would continue to perform in the same manner in
a better and more influential position.

Poor communications exist not only between the staff
and the neighborhoods; this condition seems not unusual
within the staff itself, If anyone should be intimately
aware of the agency and aill its programmatic details, it
should be the person to whom the staff assigns the role of
chief evaluator, the Director of Research and Evaluation.
Yet his testimony makes it obvious that he lacks some of the

most basic information concerning the agency and its activities

(page 78, this report). 1In addition, Mr. Zaidman also seems

unawvare of some of the programmatic details of the agency.
If this is true of these two persomns, it might follow that
Progress for Providence is essentially a group of insulated
programs which do not interact except tc share the OEO
Versatile CAP funding, and that no real coordination or

welghing of program priorities can occur.
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V. PLANNING AND EVALUATION.

The keys to successful demonstration programs are
the quality of planning and evaluation, the quality of the
personnel implementing the plans, and the future planning
that is done based on objective and subjective evaluations of
these demonstration projects. The quality of the top staff
which directed the projects has been discussed in the previous
section, in which witnesses reported their own experiences
with that staff. This section will provide indications of the
quality of planning and evaluation in Progress for Providence
by relating the testimony and research that evolved during
the course of the hearings. 1If the poverty agency was funded
to demonstrate new ways of reaching the poor "where they are', as
is so often stated in the colloquial, and for overcoming
their multifaceted problems, it should be necessary to evaluate
successes and failures before continuing the "war on poverty"”
each year. Both the testimony and the grant applications for
the four years of its operation indicate that Mr. Gifford's
“high priority to imagination and innovation” did nct actually
take place within the progranm.and that evaluations were few
and took place only after programs were firmly entrenched.

Progress for Providence began its planning operatica
with a tremendous amount of research accomplished, which was
inherited from the agency's predecessor, the Youth Progress
Board. This, combined with many meetings to determine the
neighborhoods’ desires and needs in programs resulted in a

first year program that was fairly comprehensive and was easy
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to build on for future projects. However, once the original
evaluation was completed and programs were designed based on

it, there was no further evaluation, with the exception of

one informal subjective evaluation of the comnmunity schools
until summer of 1968, three years after the original grant and’
the opening of the program. In addition, planning, which had
been based on reasonably reliable data combined with neighbor-
hood reports and feelings seems to have been reduced to "plan-
ning in a closet™. Later proposals show no indication that

they rely on evaluation and/or community desire. They are mainly
simply efforts to continue what was already begun, with no
judgment onvthe effectiveness of the effort. (see pages 49 & 50,
council report, listing the programs funded during the past
three years by C.E.0.) The following testiwmony verified these
research findings: 1little or no major evaluation was under-
taken, planning responded to the agency and regional 0.E.O.

not the neighborhood requests, and figures and statistics repertnd
by the agency may not be worth the paper they are printed on

due to human error or lack of research or both. Thus the ex.
periment continues with neither changes in plans nor objective
reports to predict its outcome in terms of improvement in tha
everyday fate of poor people.

If the structure had been followed and OEQ guidelines
kept to the letter of the law, no rlanning would have taken place
without evaluation and maximum feasible participation of the
poor in all phases. From the declaration of need, to setting of

program priorxities, to anrtunal propram design, the poor should have
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had a voice in their own programs. Testimony indicates that
this was not the case, at least in the immediate past.

A look at the structure of the Agency shows that

maximum feasible participation of the poor in the planning process

is, at best, a difficult task. The agency has a board of
directors, and nine neighborhood advisory committees, based on
geography: (census tracts). In addition, each advisory com
mittee has several sub committees, based on problem areas.
Thus, in order to plan any one prograwn, the Planning Depart-
ment, which consisted of one person, would have to have had
meetings with at least nine committees, most of whom had vested
interests in getting the most for their neiohborhoods. Consi
dering that a plan would require votes on the need, priority,
outline, plan and budget, each proposal would necessitate

45 meetings of sub committees, plus nine meetings of advisory
committees, plus one meeting of the entire board of directors.
It 1s understandable that this kind of planning came to an

end at the énd of the first year and "planning in a closet™
became the rule rather than the exception with plans presented
to the board of directors after their completion.

In addition, once unemployed persons were placed in
jobs they were reticent to relinquish these jobs to octher new
plans and projects. This conjecture might explain the fact
that in four years Progress for Providence, despite its claim
to "imagination and innovation® planned only one major group
of programs, which it then continued to fund vear after year.

A description of the plaunning process engaged in hy the
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(refunding proposal, 196%-70,. TIf these figures adequately
reflect past practices, then the Department of Research and
Evaluation should have averaged about $100,000 per year for
the three years of its operation, for a total of $300,000. TFor
this sum of money, the Department, at the end cf two-and-a-half

years, had produced three complete evaluations, or $100,000 per

evaluation. Dr. Nalbandian described the quality of these

evaluations in his own words:
Community Schools Evaluations:
“Did you finally evaluate it (the Community Schools)?”
"That is an open question. ' (192)
"I would like an answer."

“We published a community school evaluation, which I

am prepared to defend for what it pretends to represent.” 200 ..

"i..I am not sure that (it) is a definitive evaluation of the

"A significant actual beginning, a first piliout
evaluation, and one which I would like fto have stricter con~+-~-
trol.” (22)

“that evaluation took your depertment 2 % years?”

"It took ocne $5,500 staff member threce monthse' worlk.
and my own participation...”™ (23)

Dr. Nalbandian, on being acked if he had accomplished

any other ov 1w =7, renort

"n

hen said, "Up until the last

oy

eight montns, our shop was very poorly defined..." (32) If this
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was the case, it took him aimout Iwo years L0 O
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tistical section to the point where any work could be done,

However, two other reports were introduced into evidence:

Head Start Evaluation:

"Tlow would yvou characterize that evaluation report,

fode

, is that a begipnning or a good one?"
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"That is probably technically as good as ary Head

tarc

evaluation...I am prepared to defend that statement. It lackec

a certain control. I think the shop epent $1,500. We had to

buy the test for 10 cents each...” (35)

"Did your evaluation report praise the Head Start pvo-

gram?’

"It neither praised nor condenned. As I said,

have the type of controls in testing, pre impcsed testing,
yp s ¢ P

would permit us to make definitive statements theat this

gram is better than the other...”" (36)

e didn't
that
ocne 2ro-

Since these children are in a Progress for Provildencze

progran, and had heen enrolled since the previous Sentember,

also, that this program hadé teen in existence since 1265,

&)

seems strange to
and even more strange that there was no pre-testing of

as they cntered the program. This is evidernce cf poer

ey

lend
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discipline in the eveluvation department, and littl

ning as to what will be tzsted and the needs invalwved 1

Thme third evaluation compiled by the Evaluastic:

ment in those 2% years was on the program New Caresre,

of his testimony it benomes ohwvi~us that he does uvot know

ay the least that no controls had baoen
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of the nost bLasic facts about ‘he poverty egency which he is <o
evaluate; for example, in respronse to the question, when did

the funding end for the New Careers?', he answers, "That ended
sometime in June...It didn't coincide with our funding year --

1

or maybe it did, T don't know.” (64) However, an evaluation wes
completed and a copy of this evaluation placed cn file with

the Ccuncil. The following discussion summarizes the findings
of the evaluation of New Careers.

"As a result of the large expenditure of time on your
part in evaluating the New Careers program, could you charan-
terize the New Carcers Program as a successful program?'

"It depends on the criteria you use it is pr~-ahlv -s
good as most."...It is 2 model program, and maybe it isn't es
successful....It is probably comparable to most New Careers Fro-
grams' on the other hand, if we did it again, I would say it
is a bad program.” (£2.,43)

"Would you recommend that New Careers be re-funded?"

"Yes, <ndnr ine preseat design, and not to the oxi-

ginal design.” (44)

Based upon this evaluation, New Carczrs is again =

h

functioning romp-r=ut of Progress for Providence.
For soreone who fills the role of Director of Plan-
ning, Reseerch and Evaluation, Dr. Nalbandian exhibits sur-

prisingly little perscnal knowledze of tl» prenorem. Whilce he

says that it is his vresponsibility to evaluate pregran:

W)

<

Y
o

determin~ th 7~ oo o cerrs of priorities and renec: funding.
(7,8.9), he doecs not have such basic information at hand as the

funding vears for different vrograms (64), whether or -t
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Success Insurance was refunded (it was refunded but Dr.

Walbandian says "I am not familiar with it." (96)), he has no

idea of how food stamps are distributed (the district nurse
has a handful of food stamps, the neighborhood aide has
some..."” -126),---food stamps are distributed on a very strict
basis, since they are the same as money in a market), and he
does not even know how people are appointed and hired for

the agency ("...are the hiring prccedures designed for the
screening committee to screen applicants and recommend who

is to be hired?" "I simply don't know.'” - ~p.380). Finalliy,
in the testimony that will be quoted in the following discus-
sion, Dr. Nalbandian states that he wrote a program based

on his assessment of community need entitled :Expanded Emer-
gency Food and Medical FPrograrm™” which doublad the request for
funding of a pragram 'that had previously experienced a lag 6f
92% 6f its funds unexpended at the clése of iits program year.

While claiming no awareness ihat there had ever Bbeen an Ener-

gency Feod and Medical Program in the past, Dr. Nalbandian %ook

it upon hinself to judge the quality of that rrogram.
Re. Emergency Focod and Medical Prozram:

“Did you write the original?"

"No, the first time I saw that was in Washington...'"{I1I12)

"Did you supply the statistical data, or who wrote
the program?”

"I don‘t know." (104

“Did youa sipply any ctatistical data for that nregram?

"I really don't remember. I cextainly didn’t do any

-
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serious statistical analysis ol 1t... 1355
ﬁ(yet)..cyou said to the Doard of Directors... 'There
is no question at all we have a problem of undernourishment.'”
"I said that, ves.” (106)
“Do you have available...any figures on the number
...who are undernourished?”
"...Mo, But I could do the routine. There iz no
guestion at all that the problem does in fact exist." (107, 108}
“"You tell this committee there is no question we have
undernourishment in the City of Providence...Hcwever, only
$3,600 (of the grant) was spent?"”
"I heard that tonight.” (110-111)
“Bo you have any idea to what extend the problemn
cxists in Providence...?"
"I think we could spend a houndred thousand dellars
in four months feeding underncurished children and families.
¥c quesiion at all in my mind, it is a very expencsiva problem. {113
"Would you say the administration cf that emergency
food grant was lax or impreper? How wouvld vou averusite that?’

.- - v A e =
(S AR A A I

"I think "lax' is 2 good word, irl

ot
(¢
-

ar adjective.” {(Ll9y
"Don't use my adjective, use your own how would vou
characterine it?"

"Sioppy." (117

~’

".. In this mnew propo-al that you have just writien.
arkirng Icr ewergeacy fuod and medical services. did vou take
into acrount the progzram last summer?™

"I said I didn't see it until after rhe prograr wag

wvricten. . .” D
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“You disavow any knowledge of it

"I didn't know anything about it.” (119)...I just don't
know anything about it. We have some internal problems which
we are in the process of solving.” (120)

If the previous program was “sloppy", and Dr. Nal-
bandian did not evaluate it and its mistakes before writing

13

his "Expanded Food and Medical Program'” (the very title implies
he must have had some knowledge that there was a predecessor),
the new work program he outlines for the expanded program seems
even "“sloppier”. Aside from the fact that he has not evaluated
data on need, (although he could ""do the routine”™), he designed
a program with no controls:

“You were quoted:. ‘Anyone that says he is hungry gets
foof for up to one week.' is that correct?"®

"Yes.” (124) "...they (resource unit workers) will say,

¢

‘Have you got a family?' If 2 man is a hum on his own, we are

not talking about that kind of person’ "...someone comes in ovar
to the resource district nurse, and says, I°'m hungry. e hawe
no food in the house.’ The district nurse has a handful of food
stanps, the mneighborhood aide has some, and she savs, "Wait =
ninute here, go down,and we made arrangements with this market.
or that one; to go, and if ycu can’t go, stick around, I will
get you food. What do yvou need? I will get it for vou.' They

will cone to the neighborhood. Then we bring vou into the system
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Aside from the fact that there is no nurse in the
resource unit, and the only nurses are located in the health
clinics, Dr. Falbandian, who should be concerned with quality
and control of programs, makes no mention of forms or intake
procedure during this initiazl contact which might help
him in his future search for statistics on the problem. He
even admits that the program might give food to persons who
are “phony (12¢9), and who might take the hand out but seems
unconcerned about this possibility which might be controlled
by a few sterner measures before giving out food vouchers and
food stamps-

,..even if they do (cheat), 6 so what, I think the
results are worth the risk that we take.” (131)

He alsoc has no definition of undernourished and has
not taken the precaution of including questions in the health
form concerning malnoutrition.

", ..under your proposal, what is the definition of
undernourished, when is one determined to be undernourished?”

"1 don't know. I would assume the health plan physician
e (137)

“Do you figure this has to be a medical determinaticn?’

“Yes.  (132)

“Do you currently utilize the health services in the
neighborhoods tc determine the extent of undernourishment or
malnoutrition?’

‘Yo, they don't report that.” (140)

The saga of the Emergcncy-Fooé and:l%edical -Program, ac -narva-
ted by.-Dr. Walbaoandian and Miss Mayerson,: the two :.persons most

directly reeponsible for program planning in <he agencw, night be
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an example of the way in which th2 agency plzas its atteck oun puve

erty. First,someone from regional calls -to say that thera 15 mongy.
Then the planners go to work to find out what programs the
agency has need additional funds, whether to expand or to fill
gaps formed by 0.E.0. cutbacks (research indicates that this

was the origin of the C.E.P. program also--there were cuts and
short funding in Manpower, so the planning team applied for
smathar grant to continue the project), and apply for a grant.
This grant is based on need, whether the need established three
or four years sgo which has never since beeu evaluated, or on
fantasy figures. The money arrives, but there is no effort to
improve the system: months after the program begins, there is
evidence of "sloppy" administration, unexpended funds and

no real evaluation of whether the need ever really existed, or,
if indeed it did, whether the program has had any positive effact
is alleviating the problem, At the.end of the funding year,
presumably again because funds are available, with no hard
ctatistices, only the planner's unsupported:feeling that an even
greater need now exists. "There is no question at all we have

a problem of undernourishment"-Nalb:ndian, (106) the sgency again
applies for the same grant, this time for twice the amcunt.

Once again funds are granted and the cycle goes on.-

The implications of this kind of blind atta~k on poverty
are basic to the program as a whole. If projects are planned
based not on hard statistics proving local need, but a regional
telephone call offering a grant, and if there is no evaluation
comparing the degree and kind problem that might exnfat rnd. the
impact of the agency's program to attack, then the whcle thrust

of the poverty program might be mistaken and $51/2 million is
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being wasted every year. If on the other hand, some successful
approaches are unrecognized, then programs might take the wrong
direction and miss an opportunity to make a significant impact
in improving the geucral economic condition of the City of
Providence.

The Agency claims that large part of the efforts of its
heavily funded Research and Evaluation Department is directed tec
data collection. If this is so, then the agency should have, as
Dr. Nalbandian claims "the best data bank in the human resources
field." (27) and there should be no proposal based on guess-
work, in which "... we can't know the real extent of the problem,"
Nalbandian, (133). Progress for Providence has had grants from
0.E.0. in the past for internal management and comtrol. The
reports eminating from this system, which took 2 1/2 yearc %o
develop and refine, and of which Dr. Nalbandian is so proud,
are supposed to provide basic information to thc agency for use
in evaluating, changing, expanding, or discoatinuing prograns.
However, many of the questions presently asked are too basic,
and the urgency scems to have only demographic information ca
its clients, such as neighborhood, sex, race, educational level,
employment status (employed, unemployed, retired, etc.), wiaether
the client is on aid and type of aid, marital status, brcad
category of client problem, estima2ted income per year, and tuo

position of the person doing the interviewing. 1In the health

h

contact sheet, for example, there is no space for a coded syshom
to record medical history, such past problems as lack of pre-nsztal

care resulting in prematurity, still birth, or phyzical or mental
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defects. There is not even any indication of whether this 1is a
first or follow-up visit. There is also no place for comment

on whether the problem is immediate or chromic, or whether the
patient is disabled and the degree of his disability. There 1is
not even any indication of where a professional or other person
seeking to assist the client might turn for a medical history:
discussion of previous medical treatment and by whom the treatment
was administered in completely left out of the form. Finally,

as 1s the case in every form reviewed by the committee, there is no
provision for what happened to the client -- in the case of the
health clinic form, we know if he was referred to another source
of assistance, but what, if anything, happened once the interview
was complete is left unanswered.

The Manpower Cousmnelor Contact Record is just as uselees to
anyone seeking to provide informed assistance to & poor person in
the "poverty system."' Like the other forms, it asks only basic
demographic questions, such as name, neighborhood, age, sex, race,
edncation, and present employemnt and marital status. Employment
related questions such as _job interests'" are covered only in the
most broad terms, as an open-ended question, with no ccde attachzod
relating to categories of employment possibilities. As a result,
it becomes virtually impossible tosmatch skills and interests with
jobs or training, and, should the "right" job become available for
an individual poor person, a counsellor who does not know the in-
dividual personally would be unable to find him to place him in
the job.

In addition to the fact that these forms are useless in
assisting in the placement process unless the couselor and the clic
know each other personally they are also useless in compil-

iwg any area widé, study of msnpoewer .and eppioyeri  dn the .

- - . P . . KL TN vl
fzper-city of Providence. Sinne questions such.as 'iob ipneve . ts e
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“skills  are not coded, researchers cannot comnare inner-city
skills with the job market in the Rhode Island area. Without

"interests' in combination with "skills" and the

a coding of
job market in the area, one cannot made decisions on what kinds
of training to institute in the manpower program. Since there
is no question at all on what kinds of jobs inner-city residents
may have held in the past, the Agency cannot even sneculate

on causes of unemployment in the target area. Finally, follow-
un information is limited only to where the counselor sent the
client, so it cannot be discovered from the form whether the
placement and the Agency's suprortive services were a success

or failure in terms of how lone the nlacement lasted or what
kinds of successes or failures the client achieved on the job

or in training.

The system itself has problems. While every form asks
for the same basic information, there is not one form which asks
whether the client has a basic form already recorded. Because
of this, there can be no accurate count of how many different
people Prosress for Providence actually does serve. Since
no form for second or follow-upn interviews was submitted to
the Council, it will have to be assumed that no such formr exists
and that every visit by a client is treated, record-wise, as
an initial visit and a new person enrolled in the system. The
imnlications of this failing in the system are widespread: at
a very ninimum, it would render the entire revortinp system
invalid, since no one can tell with ease exactly how many of

the neonle served by the Agency are dunlicates and what the



actual number of persons in the '"poverty system” is in ome
year, or for that matter, even one week.

The system is also at fault in its lack of interpretation.
In a 41 page renort, 3%% pages are devoted to a confusing morass
of x's and numbers, and only 1l % pages are devoted to an ex-
nlanation of what this mess is really all about. Even this
page and a half does not mention comparisons between numbers
of neople reached and the entire inner-city nooulation, the
numbers in poverty or the numbers reached in the last evaluation
period. Percentages computed are limited to blacks and whites;
males and females, age groups and welfare recipients. The
reader does not even know the nercentage of unemployed and work-
ing poor who have heen contacted, since this valuable index of
poverty is left out of the narrative altogether. Tinally, to
make the entire report completely incomnrehensible, the columns
containing the numbers of contacts and tynes of nroblems are
not even totalled, so an evaluator would not even know how many
contacts of each type were made in one renorting period. Thus
the data collection procedure used hy Progress for Providemnce
is an elaborate and highly complicated approach by which to
obtain only the most crude and meaningless numbers. With such
a weak and feeble system of management, control and reporting
of nrograms, a sophisticated evaluation system cannot possibly
be built without resorting to the fine arts of fantasy and
illusion.

Civen this kind of performance, even if a program dirertor

did want to institute change based on statistical evaluation,
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he could not do it uniess he became his own researcher or hired
a social scientist to interpret the information for him. Even
that would be fruitless, however, since the system which
Dr. Nalbandian is ‘‘prepared to defend” (51) and which the
Research and Evaluation Department snent 2 % years developing,
does not even determine how many individual peopnle are served,
and vhether the program has any effect on them, beyond an in-
itial session of hand-holding and interviewing.

This kind of professional laxity is inexcusable; with
a project budpet for fiscal 1970 of $101,019 of 0.E.0. money
based on an expenditure of $98,260 last year (Refunding Pro~
posal, 1969-1970) to evaluate $2,000,000 of 0.E.0. grant funds,
this 1is completely intolerable. Dr. Malbandian finally says
¥.,..we have the statistical problem solved...and the system
defined...anyone can process it now." (27) Based on the re-
search above, the Council cannot be at all thet certain. Even
if the problem were solved, apparently no one has taken the
time to process it. Evaluation remains one oi the Agency's
most expensive continuing failures, one which has unfavorable
implications for the integrity of the entire "war cn poverty'

in Providence.
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VI. Duplication of-Setyicés qggv@Qm}gigﬁrgg;ve'Wasté:

While the war on poverty was to be a new and imagina=
tive attack on the problems of the poor, there is little to
indicate any on-going innovation in the programs of Progress
for Providence. Although many of these programs may have
been innovative at the time of their inception four years
ago, other established agencies have now begun to use some
of the same approaches in their own projects. This can be
considered a success of the program. However, once the es-
tablished agencies turn to the successful poverty approaches
and incorporate them into their own planning, the poverty
agency should attempt to implement new ideas. This, it sec=zms,
has not been done, and Progress for Providence is now in the
position of an agency that duplicates the efforts of other,
longer established, better staffed agencies.

Much of this was brought out ‘ddring’ the tectfimcany ia
response to questions phrased by Councilman Pearlman, and wmany
of the witnesses volunteered testimony relating to the problsm
of duplication of services, which in turn has precipitated a
situation in which two agencies and adminictrationz are operat-
ing essentially the same and competing programs in an area.

In his initial testimony, Mr. Lachapelle states that
" _ Unless this is coordinated, it doesn't make serce...Thi
is not a duplicate service, but dealing with many preblens we
have...The purpose of the unit coordinatcr is to cocudinate sc

that families ara served effectively without the duplication

of effort." (346)
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The question seems to avise, duplication of whose effort?
It has already been ascertained that the agency has no way of
finding out how many different individuals are served, and how
many visits they have had, and by whom. If this is the case,
then avoidance of duplication of effort within the Agency by
its own staff would require personal knowledge of each case
by all staff members. Given the size of the staff and the nuwn-
bers of people in the population of the inner-city, this presents
logistic problems that are humanly impossible to surmount.
Therafore, without a system of cross-reference and easy retrieval
of information, which does not seem to exist, it becomes evident
that come duplication of effort is bound to occnr within Fvogress
for Providence itself.

In additiorn, there is also evidence of duplication of

project effort by the agency. For example, both the C.E.P.

program and the Department of Employment Security operate manpowart

]

outreach and recruiting programs in the inner-city. Thke Becy'
Clubs ané the Recreation Department of the City of Providenan
brth sponsor youth and recreation programs in the inner-city.

While Progress for Providence might justify its ovn 921 the basi=

¥

that it purports +o coffer veocational cougelling fn its drop-i
centers there is no evidence either in the evalvuatiors svbmitiaod

to the Courcil (there is no 2valuation form gt 211 for-the

drop-in centers) or in the budgets that a vocational councelow

is an irtegral part of the staff of these centers. Since
this informatlion is unavailable, snd girre the new budgets =y ubk

only of "youth develooment directdra" and aldez working divectly 1.
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centers, it must be assumed that recreation in its simplest form

rather than coumselling is the primary objective of the drop-in
centers. Also they cannot claim to be innovative and different
as training grounds for non-professional indigenous workers,
since the testimony ¢f Mrs. Teller speaks to the contrary,
verifying the fact that if these centers go out of existence
the workers will either be unemployed or on welfare again or
both.

In one section of the testimony, Mr. Pearlman asked :The
witness, Mr. Lanigan, for his views on the possibilities and
value of delegating the operation of the drop-~in centers to
existing agencies.

"Do you feel they (the Boys' Club, the Y.M.C.A.) wculd
be more qualified to run a youth program...?"

"Definitely, these people have been traimed..." (35)"...

I do believe that people like, for instance, Providence Recraation,

Jack Cronin, as an instance, has a tremendcus program {or hand-
ling kids and people in the Wanskuck Boys' Club. These are the
people that should set it up..." (37)

In delegating this program to another agency, Progress
for Providence might effect any institutional changes It seeks,

provide legitimate training for neighborhood persannel with &

reasonable assurance of permanent employment, reduce administra-

tive costs (the savings in this program alone would be at least
$¢20,000), and strengthen existing agencies. It thetvefore secms

lcgical that at a uminimum, this entire program, and not siwpiy

2 section of the personnel, should he delegated tc amotherxr agenc

P A
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and proper contracts and evaluations developed to assure that the
program fulfills some well-defined objectives, which in itself
would be innovative, since the program has nomne at this time.

Mr. Pearlman also asked Mr. Lanigan his views concerning
the possibility of the Legal Ald Society administering Legal
Services, since "the Legal Aid Society is for $30,000 handling
the same caseload that it costs the Neighborhood Legal Service
to run at $300,000." Mr. Lanigan replied that much of this
was for salaries, and that as presently operated, this was
", .,.really and truly...not needed. This is a good thing for
New Careers where these aides can be trained. I know attoraeys
all over the state will be happy to get trained people..." (42)

However there is no evidence that this program trainms
legal aides or secretaries for eventual employment in the private
sector. Again, there is no data on the numbers of employees
who leave this program and enter private employment. However,
it can be zssumed that few, if any, would be tempted to resign
for employment elsewhere, for in practically all instances the
Legal Services secretaries are earning far more than their
counterparts employed by private attorneys. This is an in-
stance where it is more beneficial for one to remain "untrained.

The social workers in the Neighborhood Resource Urdts
also represent a duplication of effort, since most social WOTrK-—
ers spend a great percentage of their time in the field. In
spite of this, and also in spite of the fact that the social
workers for Progress for Providence perform many of the same

services as those working for the State Department of Social
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Welfare, the agency has in the.past employed two for each neigh-
bochood, one as a Family Case Worker and the other as Neighbor-
hood Rescurce Unit Coordinator. While these workers are permanent-
ly outstationed and serve fewer clients thus presumedly provid-

ing more service, they may also become a permanent part of this

new establishment since their salaries are higher than those offer-
ed by the State. This gives them a personal stake in the con&linua:
tinuation of the poverty program, and may provide an incentive to
them to hope that it will continue, since they cannot duplicate
their salaries elsewhere in the state.

Three other problems are also evident in this particular
case of duplication of effort. One is that the role of the
Neighborhood Resource Unit Coordinator has changed since the
inception of the agency. At that time, this person was in charce,
1% terally, of coordinating social agency resources in each
neighborhood and serving as a social worker-counselor to residents.
With the proliferation of Progress for Providence progrens,
he has become principally a coordinator of Progress for Prowvidence
programs eminating from his office in the neighborhecods. As a
result, his skills are no longer relevant to his job descriptiea,
but in many cases he may continue although he may not be suitable
for hisunmew:ridle

The other problem is that with the advancement of the
Resource Unit Coordinator, his duties had to be assumed by rome-
one else. As a result the position of Family Caseworker would have
been established. Thus the staff e¥tends itself and becomes more

entrenched.



Finally, as the original caseworker became an administrator.

and the family caseworker position was established, the adminis-
tration also became larger. Whereas originally the Neighborhood
Resource Units were administered by one person, this administra-
tion now expanded to include two job titles. Thus, once again,
a job that Fkad originally been accomplished by 10 people now
requires 20, and could have been operated by the State Department
of Social Welfare and employed 9 persons, is now operated by
Progress for Providence and employs 20.

One of the major expenditures in the poverty program is
its community schools. This program employs the greatest number
of neighborhood people as "parent aides". This is also the
program that has had the greatest impact on an existing institu-
tion, since "parent aides” or "teacher aides" are included in
New Careers training and are now becoming more common in the day
school classrooms. This is also one of the few programs that
has been delegated by Progress for Providence to another agency.
The School Department has had major respomsibility for the Com-
munity Schools since their inception, and since the progran
operates "on the inside," so to speak, any successes or fail-
ures that it might have would immediately become visible to
the institution having the greatest impact upon education
in the inner-city community, i.e., the School Department.
Because of this, this program could have served as an ideal
laboratory for the School Department to try out new ideas
and adopt those that seem most promising of success for the
entire system. This has been the case with the "parent aides™

experiment.
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The importance of the delegation of the program can be
evaluated, in comparison with a demonstration school progranm
established by Progress for Providence, the Roger Williams
Comnmunity Center. However, this evaluation will have to be
subjective, narrative and informal, since no formal evaluation
of the demonstration was ever attempted.

The program was established in the summer -and -£all of
1966 at which time the community of Lower Scuth Providence
decided to break away from the school department and form its
own educational component. Imn this, the community received
almost the full dedication of the Director of Education and
his two assistants. A demonstration program was designed; and.n
tnpitemented for one year. This program was to be a show pilece,
and the agency staff believed that school department adminis-
trators would come and look at it and make changes in the schesli
cystem based on what they saw. There is no evidence that anyone
ever observed the program, and therefore it follows that the
preozram probably had no effect upon the school department.

Even thé attendance was poor, as attested by Miss McNeil.

v . the attendance was in no way comparable to the attendance
that I was given to understand was-~at the school.' {(237)
(REowever, there is no reliable data on attendance either.,)
Since the program was expensive (about $90,000 for one year),
and there was poor -attendance, boith by the progpective stucents
and by School Department administrators and observors, and, in
addition, there was reighborhood pressure to close the school

and return to the School Department program, it may be assumcd
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that this experiment in autonony was a failure.  Thigs:fallure
may be one of the reasons why the Community Schools remain
in the hands of the School Department.

However, the fact that the Community Schools are delegated
to the School Department has not prevented Progress for Providence
from forming a separate administration of its own for them.
7rom a staff in which the Deputy Director and his assistant
doubled as watchdogs and technical assistants to the schools in
addition to their other duties, with a budget consisting of
part of their salaries, the education administration staff has
increased to several people and a total budget of $52,000 for the
past year. However, the staff still deludes itself that theve
is no duplication of effort and administrative waste in funds
for unnecessary salaries for professicnals. Mr. Skvirsky,
Director of Education, stated in his testimony that " . .educatieon
programs were delegated to the Providence School Department.

This was not done by accident. It was done because it was felt
we could not operate a parallel system of education.” (p.125)
He agrees that the School Department has changed, and that thls

"je what it is really all about, to make the educaticnal system

3]
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more responsive to the particular needs of poor people.” (p.i2
Yet no one in the agency can tell why the School System changed,
whether it was the force of this expensive administration, the
effect of operating the Comnunity Schools on the real adwinis-
trators, the School Department, or, and this cannot be discounted

since there is no data to support amny other thesis, whether ‘s

change might have naturally evolved in any event, given the large
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numbers of federally funded programs with federal guidelines
that are now flowing into the School Department directly from the
State.

Thus, once again, the agency takes credit for institution-
al change with no solid evidence :that the Providence Schodl
Department, State Department of Education and the Federal
Government through the influx of Title I, Elementary and
Secondary Education Act or simple evolution and changing times
has actually caused thece changes. While informal opinion
suppoxrts Progress for Providence's claim to this credit, there
nevertheless can never be any true evaluation of what impact
the agency actually did have: the data and the system just do
not exist, and so the agency continues to pride itselfion
what it may or may not have done, while the remzinder of the
community rests in doubt, since there will never be any adejuaza
proof of what exactly tramspired.

Finally, in terms of duplication of services and adminis-
trative waste, it should be noted that Pregress for Providence
spends approximately 857 of its budget on salaries {Zaidman, 1.0.}
q Thus, by his own admission Mr. Zaidmen indicates that
in a program when approximately 5 1/2 million dollarsz a yeavr is
given to Progress for Providence to eradicdtel,overry within k-
city, approximately $5,075,000 dollars is spent for zalareis
and $425,000 "trickles" down to the poor. The very definition
cf "poverty" implies a lack of money yet ncne of the members o
the Central Staff who appeared before the commitiec sezmad at

all bashful about accepting their poy-checks, their travel pav,
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their vacation pay and thecir cther benefits; nor did amy of
these people who are the authors of the federal proposal seen
in any way squeamish about requesting more and more money:.fcr
themselves. They critisize the .conminity itsélf, the board.of
directcors and others for their lack of councerm for the poor
while at the same time setting themselves up as the champions
of the forgotten and down~trodden. Such a position can only
lead one to wonder whether the rhetoric and concern ¢ the
members of Central Staff is motivated more by.a:justificatiocr of
their own economic existénce and betterment than out of a true

and legitimate coacern for their fellow man.



[

VII.

SLOPPY ADMINISTRATION

100



"SLOPPY' ADMINISTRATION

(Jaltandian., 117)

“Then asked to describe the administration in his own worde,
Dr. Nalbandizn, Director of Research and Evaluation, who should
comprehend the problem better than anyone else in the agency,
called it "sloppy . That he should make such a statement
under oath, is astonishing however., testimony and research
reinforce his judgment. The discussion that follows will be
based principally on descriptions of the administraticn of the
agency as provided by witnesses at the hearings.

Mr. Lachapelle sums up the 'sloppy’ administration in
discussing the problems of the institution of the Concentrated
Employment Program. While the program was originally funded
in June 19268, 1. Lachapelle comments thzt '..,.the proeram
is now just getting off the ground in terrs of a full operation...”
This statement was made in December, 1768, six months later.
Since the program was written including salaries, supplies and
other items for 12 months. this would indicate that the pro -
gram was delayed siz months while the staff and the board of
directors tried to exert their influenc¢ on the hiring practices.
There is no estimate of how much could have been done for the
poor during those months had the agency had a strong director
who would have made a correct and popular decision and stayed
with 1t on how the hirine should be accomplished. As it was,
first the entire staff which had been working in Manpower was
to be transferred, then a decision was made that all positions
would be advertised and that existing personnel would have

to compete for their own jobs (there was no evgluation of their
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past performance to act as a guide in deciding indeperdent of a
comparison of original applications who should remain, advance
or be terminated), that a screening conmittee would he appointed
and would review applications, and finally, the decisions
were made solely by the Exccutive Directer on the basis of
recommendations by memhers of the Central Staff who actually
performed the review function. Because of this confusion, the
hirine of staff, a process which might norwally consume a maxi-
mum of six weeks to two months actually required six months
to complete. At the end of these six months the same man who
was originally listed as director of the project on the grant
application was appointed and assumed his responsibilities.
Thus the agency wasted a full one half year on an effort which
resulted in legitinmizing a decision which had been made sgeven
or eight months before.

1fr. Skvirsky also testified to the inadequacy of the
administration. A grant of more than $50.,000 was received for
emergency food and medical services. Yet no cne-in the agency
had full responsibility for this money, and as a result only
$3,600 was spent. He is, in fact, the one director wﬁo did
spend some of the money. and he does know that he spent it on
a caterer, but when asked the name of the caterer, he respoaded,
"I don"t know...", (68) Nevertheless he adwmits resporsibility
for payment: Only 63,600 was spent, you were responsihle for
paying the §3,6007" That is rieht, after I received the bills."”
(84) Throughout his testimony Mr. 5Skvirsky bears witness to

the fact that his entire administration staff is a duplication
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of that paid by the Providencz School Devartment, and that he only
assists the school derartment in its duties.

Dr. Malbandian is the Nirector of Pesearch and Tvaluation,
vet he was unaware of the existence of the Emercency Food and
Yedicel Program. Since his department should most obviously
have all information available 1in the agency, it can only be
assumed that the Executive Director has never organized chains
of command and lines of cormmurication within Progress for Pro
vidence. ¥®ven his forms ars "slopny and reveal that he could
not have very meanineful communication with otherlpro:ram
directors: for example, although there vas a food and medical
program, there was no quastion on the health forms to indicate
whether this problem really existed and to what deagree it was
teing overcome by the prozram. (140 142)

Mr., Lanigan described how applications from poor neigh-
borhood persons can get lost for years, and how appointments
and requests for zctinn are overlooked, in spite of the fact
that the Executive Director has the assistance of toth a secre-
tary and a large professional staff in addition to a full time
Aldministrative /Lssistant,; who should devote his efforts to
such matters. (208-210)

liiss Mcell, a2 South Providence representative, described
several examples of sloppy administration. In one zection
of the testimony, she mentioned the Roger Williams Foed Buyine
Club:

...we have in the RNoger Williams ¥ousing Project, a buy~-

ing club...TI know there is a director ewployed by P. for P. who
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heads this proqgram. Te my knowledse., the store has been closed

for about four weeks. I am vondexring if that progran is a

successful program, as the othesrs that I happen to know about.' (21

“,..I have brought up at the meeting, not only me, but
the cormittee has brought up, that they would like to have a
report. We were told it wasn't compulsory for him to furnish
a report to our committee. I zm very. very anxious to know
vhat the duties of that clut, or that director, is.” (219)

The committee investigated the Food Ruying Club, and

its director, Mr. Jcel Osborne. The club was his orly respons-

ibility. It was open to receive orders from rasidents of the
housing project early in the week, and dispensed these orders

on Friday. Residents outside the project or elsevhere in

the neighborhoods were not encouraged to participate. The total

weekly hours of operation of the club were estimated at 20
per week. For this Ur. Osborne was paid a substantial yearly
salary.

This investiration. when related to Pr. Nalbandian's
corment ...even if they do (cheat). so what, I think the
results are worth the risk we take”, reflect the attitude of
the agency's administration: so what, we have 5% million
dollars of taxpayers® money to spend, and even 1if they (or we)
do cheat. so what...

Further in her testimony, Miss Mclleil implies that sone

checks are nissing from Progress for Providence.

“...I have been told that there are mahy checks that hawve

wandered away from P. for P..., but from my information, they

e
=<
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have not been legally signed... (220--222)

“This is similar to the situation in MNew York?"

"Yes.'" (224) ...A11 I can tell you is that I have been
told there have been quite a number of checks that have been
forged... I helieve it is from the central office...if you call
the director, he should be able to give you the proper infor
mation.”’ (232, 235)

“You feel a great deal of money has been misused by
reason of inefficiency and administrative chaos?"

"Yes, I definitely do...I believe the poor could have
received more reimbursement from the programs than they have
received.” (252, 253)

The council has not yet been able to completely ascertain
which checks are missing and what amount is involved. This
portion of the investigation is still pendine.

Mr, Turchetta rave further avidence of the disgust of the
neighborhood people with the present administration. He des-
cribed some of the hard feeclings that were engendered by ¥r.
Gifford's proclamation that '‘The position (of deputy director)
has to go to a black man.’’ This kind of ‘KeiNieae: connent
can only lead to increased politics among the staff, and mis-
trust of administrative motives in decision making by the
residents of the inner-city. When askéad his opinion on the
adninistration of Progress

for Providence, Mf. Turchetta echoed

.y of the comments received by Councilmen which 6riginallv

triggered the Council investigation

o

“Do you have any olservations on the administtration
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of Progress for Providenca?

“You could have a big change of administration. We
should start from the top down. The city should take over
the program and start from the top “down.” (4%)

"You have had an opportunity, as being a member of the
executive and board of directors and neighborhood advisory
conmmittee, to concern yourself with people in the program, people
who are being serviced by the prozram ant people on the neigh-
borhood advisory conmmittee: would you say that your opinion
is shared by them also, that there needs to be a shake-up in
the agency?"

"Definitely, just like they had in the Providence Police
Department, a shake up every six months.” (49)

Testimony also indicates that performance on the job
has no reletion to promotion. Mr. Connell, who never fulfilled
his most important responsibility. publication of a newsletter
and informing the neishborhoods about proecrams at Progress
for Providence,6 vas promoted from fublic Information Officer to
Adninistrative Assistant to the Executive Director, indicating
that the Director had great confidence in him. 'hat this
cecnfidence was based on obviously had nothing to do with achieve-
ments on the job. i'r. Skvirsky had no qualrs in going to
Georgia during the most crucial pericd of the community scheool
contract negotiations with the School Department, yet he re-
ceived a2 $1.000 raise. Mr. Zaidman, the person most responsible
for agency finances. found no protlem ian writing inte the budget

a $1,000 raise for himself, $400 above the 5% increase he was
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entitled to, yet not only is there no evidence that he was
ever reprimanded, he even received the raise. If the adminis-
tration is "sloppy™ it also leans heavily on the worst forms of
"politics" and 'political patronage . While the Executive
Director continually cries about politics" from City Eall in
the press, he is also guilty of it himself. Perhaps the
‘politics’ mentioned again and again in the nevs are simply
“"anency politics’ instituted by the Executive Director himself.

In another area, Dr. Malbandian admits using his
department to perform evaluations for other agsencies, while
completing only three for his own agency in 2% years. 1In the
course of his testimony he defends his qualifications by
stating, “...I don‘t have to defend ny qualifications to this
individual. This committee can feel free, as Mr. Tomasso
has said, or implied, that I am not qualified. I have done
several studies for the Providence School Department. I have
done a study for the Governor's commissions cn Vocational Pehakil-
itation, on Comprehensive Medical Care, and on Model Cities.” (p.
375, 376) Perhaps the reason he is so unconcerned by evaluation
problems in Progress for Providence is because the Executive
Director allows him to perform as he pleases and spend his
time writing for other agencies while neglecting his own. In
any event, the Executive Director displays tacit agreement (word)
in allowing him to continue to write evaluations of others at the
expense of Progress for Providence. This can be interpreted ir
several ways: the Executive Director has no control over his

staff the Executive Director is unconcerned about the daily
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activities of those on the agency rayroll the ¥xecutive rector
has not made himself aware of the output of his staff- the

Executive Director is mainly interested in the activities of

o

iirector would
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other agencies® and/or, finally, the Exec
prefer that there were no evaluation of the agency which he
directs. Any or all of these alternatives are a condemnation

of the top administration of Progress for Providence.

Some of the most telling testimony in the hearines re-
volved around the activities of the Concentrated Employment
Program. The first section of this report described the con-
fused hiring system that was developed to suit the various
pressutre zroups and how the Executive Director, r. Lachapelle,
eventually did the hiring himself. 'Jhat then transpired has
led to incredible revelations which have found their way into
the front pages of the newspapers and have claimed the attention
of every responsibhle regional and national reviewing agency.

In order to ‘"get the problem off the ground”, as seems
most important to Procress for Providence staff members, quality
of program again became of secondary importance. In this case,

i

involved findirng and remno-

‘getting the program off the ground’
vating a large building which would house both administrative
staff and trainine procrams for the unemployed. This buildine
vwas to te located in the 'odel Meighborhood, South Providence.
in accordance with federal guidelines, which associated the
grant with the national model cities program as its manpower
component.

Since it required three months or one quarter of the
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grant time period to hire a director, and since only limited
efforts were made until that time to find or begin to build
a suitable building, once the lease for building on Public
Street was negotiated it became imperative that renovations DrO~"
¢ cede as rapidly as possible, for this administrative ineffi-
clency had nearly led to the loss of the grant,

In spite of Mr. Leach's offers of more advantageous
terms which would have included renovations, the lease was
. eventually signed for five years, "$12,000 for the first year,
o and $10,000 for the next four years...a §52,000 lease’'. (Lacha-
pelle, 522,523) The original contract for renovations was
bid on and won by Raymond Constructicn Company of Bristol, and
for ¢2,580 he 'put the building in workable condition, which
meant installation of the west wall plus floor for the secend
. floor, which had to be a new installation of a floor". (525)
Ffrom the type of rencvation described, the building was not at
all sound in condition: in fact, it was only assessed at $20,0030
on the City taz rolls and could not have been rented in 1ts
present condition without such basic repairs.
— Powever, after this initial bid, which was well within
the Department of Labor's allowable costs of $64,000 for the year
for rent and renovation combined, the remainder of the work
was simply contracted to Mr. DeLeo of Raymond Construction Co.
on a lucrative cost--plus basis. Neither Mr. Long nor Mr. La-
¢ chapelle found anything wrong or unusual in this procedure at%

that time. It was only the outcry from the Council and the pr:=sc

that opened theilr eyes to the possibilities ard the criticisms
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that could arise from not putting a federal renovaticn contract
out to bid.

Their avpalling naivete, arrozance and confidence in
their own judgment, and their belief that a sirnle apology rates

continued confidence from the public is witnessed by their

testimony, documented in the followin-o dialogues between Council-

nen Caprio and Lynch and i‘ssrs. Lonz and Lachapelle:

“"Who obtained the buiidincs permit?’

“"The contractor"”. (Lone (617)

"To you know how much the building permit was for?"

“No. (Long, 618)

“Do you know if the contractor made any revisions of
that original estimate?”

‘I do not know.: (Long, §21)

"Have you ever had any previous experience in any con -
struction work as far as remcdeling and redecorating are con-
cerned?” (Caprio)

“Ye renovated an auvtomoile dealership in a training
center. T was not directly involved...once I put the rcof on
a garage.  (Long, 623,625)

"This was your first venture in civine out any contracts
or any construction work, is that correct?’” (Caprioc)

‘Yes." (Long. 626)

"Did you seek any professional help other than eveak-

ing to Paymond Construction?' (Caprio)

,!:IO.-! (Lon'!', 627)

P
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On the basis of the experience he ,gained from helping renovate an auto=-
mobile shop and putting a roof on a garage, and without professional help or
consultation, Mr, Long then expanded his original contract with Raymond
Construction Company from $2,530 to a total renovation fee of $167,288.36 on
a cost-plus basis, However, this did not include the cost of fire-proofing
the building with a sprinkler system for an additional $2,000 (which is still
not attached to the water main) and paint for the exterior at $1,900, These
figures also would not cover necesssry renovations for the roof of the building,
(Long, 508, 672) Thus, simple addition proves that the administration respon-
sible for CEP funds in Providence, given a budget of $64,000 for rent and
renovation for the first action year of the CEP program managed to spend
$185,768,36 on those budget items, or in other terms, almost three times as
much as they were authorized to spend, and one-tenth of the entire grant that
was supposed to upiift the poor, not improve a derelict building

In another aspect of the same type of administrative and financial ir-
responsibility that led Dr. Nalbandian to say that it didn't matter if some
people cheated the federal government by obtaining emergency food money under
false pretences through the Emergency Food and Medical Frogram, the administxra-
tion of Progress for Providence seemed unconcerned, or to be kind, unaware,
of the possibility of helping the %oor by buying the building they improved sc
greatly for them, As Chester George, Chairman of the Upper South Providence
Advisory Committee put it,

"Maybe they are doing something we don't kncw and (have) some secret
weapon, I don't know. As far as visible changes, I can't ses it, . . . I am
concerned with the fiscal aspects. . ., that is the new CEP building.

"One thing that the residents would like to know, that since the
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Concentrated Employment Program originally was supposed to concentrate just on
South Providence, and if the building goes the way it is going now, who will
reap the benefits, the local community group, or someone that doesn't live in
the community?

", ., . we feel a local group through some way, or legal determination,
should get this building.," (George, 22, and p, 445, 446)

It is obvious why people ask what is going on, There are no terms :n
the lease to assure that at the end of vie years and a total rent and rencva~
tion expenditure of $225,763,.,36, or almost one-quarter million of federal money,
that this building will go to the poor and not remain in the hands of the
present private owner, If this expenditure is to help the poor, it surely must
be an oblique secret weapon, as secret as Mr, Lachapelle tries to kcep his
activities, his propcsals and his answers to the Council investigating
comnittee,

While Mr, Long was relatively forthright in discussing ths error of
his ways, and, it will be seen, was appropriately humble in the face of review
and possible reprimand, Mr. Lachagelle's response to review was to attempt to
hide the evidence until he could call a iawyer=-~a scomewhat belated move, As
Mr, Caprio stated for the record, '"Mr. Long was not reluctant at all to have
the building repaired or remodeled, . , to expend what he considered to be
$170,000" (508, 509), yet Mr, Lachapelle is very reluctant to divulge the cosis
and invoices for these expenditures of taxpayers' dollars~~why? It requircd
no less than 23 questions and 7 pages of testimony devoted scolely to the amouut
of money expended before Mz, Lachapelle surrendszred the invoices to the con-
mittee, (528-551, p. 502-509) Also, even after all this testimony, Mr,
Lachapelle refuscd to answer the question directly (which is entirely censistent

with Mr, Lachapelle) and merely handed the invoices to Mr, Caprio, who then
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personally read the total amount expended to that date into the record, It
was only through this agonizing process that the public taxpayer was allowed to
see just exactly how much money was spent to renovate a privately owned build-
ing in South Providence.

In spite of this, Mr, Lachapelle maintains the aurora that he has
nothing to hide: "I want to mcke it perfectly clear I am not hiding anything,"”
(557) After this performance, Mr, Lanigan's statement that 'some of their
(Progress for Providence's) personnel, are arrogant, not only towards the pocr,
but also towards other agencies' (43) comes as an understatement, Mr,
Lachapelle, throughout the staff resignation and walk-out and in the press has
constantly decried the influence of City Hall and the Agency's investigation
by the elected officers of the city in the City Council, yet when questioned,
after evading 23 questions, he can still comment that he is '"not hiding
anything."

The quality of this performance, including spending six months cf a
twelve month grant in hiring, and renovating a building for six months wiin an
expenditure of one-tenth pf the grant with no assurance that the final fruite
of the expenditure will go to the poor, is astonishing enough, but the reaction
of the administrators is even more astonishing, Mr, Lachapelle seems thovoughly
insulted that anyone should question his program., Mr, Long falls on the mercy
of the committee and the public, saying: ". . . the agency did not have any
clear-cut policy as far as renovation work, putting things out for bids, . .
there were all kinds of tensions with getting the program going., I quite
frankly did not think about it, . . I had a deadline, , , quite frankly, (the
fact that the situation was strange) did not occur toc me, I certainly have
learned, and if I am ever confronted with a similar situation, T would certeiuly

be more practical,'" (583, 584)
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In response to this answer to his question, Mr, Lynch could only respond,
as would the rest of the public, "I hope so." (584)

This is, to say the least, a very expensive on=-the-job training program
in construction that the public has financed for Mr, Long and Mr, Lachapelle.
While this kind of on-the;job training may make both men better equipped for their
roles as directors and contractors, one wonders if the citizens of Providence
might profit from their having learned their jobs before coming on the public
payroll from Syracuse (where incidentally jthe poverty programt went bankrupt)
and West Warwick, and whether their own cities of origin might now profit from
the experience gained at the expense of Providence residents by participating
in a little "outward mobility' from the poverty program back to some other
established city or town that might make better use of their newly acquired
construction and contracting skills and training. Mr. Gifford spcke of high
salaries as a "lure" to talented and experienced persons to come to work in the
Providence anti-poverty program; however, this ''lure' seems only to have attracted
the inexperienced who are either arrogant enough or foolish enough not to recog-
nize their own inexperience, avoid expert assistance and therefore make their
own $200,000 errors,

Any furiher repetition here of what has already become extensively known
would serve little purpose, It secems sufficient to point to the facts that brve
become public knowledge concerning the absolute wastefulness and overexpenditure
of funds involved in the remodeling of the CEP building through the study cdone by
the Providence Evening Bulletin indicating the ineffectualness of the program
itself, in order to reach the conclusion that this program has, to this point
of time, been an abominable failure, Progress for Providence itself must have
been disturbed, since the Agency contracted with an outside consultant to

evaluate the problems of the program and the steps which would be necessary to
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rectify the situation, This consultant worked for three weeks and was highly
paid, The results of her study are printed on pages 115a, %i3b, 1152, The re-
port speaks for itself; this committee cannot begin to comment on it, Suffice
it to say that apparently this report was so highly regarded by the Executive
Director that based on its quality he hired its author as Manpower Coordinator
for the Agency at an annual salary of $14,000, T will draw no conclusions from
the report or the Executive Director's subsequent conduct; but rather submit
the'same to be judged by each reader of this Council report,.

At the close of the fiscal year, that is, June 30, 19269, the CEP grant
funding year came to an end. As a result and as part of normal procedure, it
became necessary for Progress for Providence to resubmit a grant application
for refunding for the fiscal year in which we are presently operating, Althcugh
the proposal was not forwarded to the Council, or to any other city or state
goternment or agency before it went to the Department of Labor, it was reviewed
as part of the research for this grant,

This proposal is of approxzimately the same sophomoric quality as the
cronsultant's report, Although the original CEP proposal for funding included
a Planning, Research and Evaluation team of four persons and a total payroll
including fringe benefits of almost $32,000 per year, they were able to turn out
only one page of supporting statistics for their request for $2,600,000 for the
coming year, In effect, what this page with its two mcager tables say, is,
these were our goals and we met them. The remainder of the background informa-
tion in support of the application is a laundry list of woes of the prozram
end reasons why it would never happen again. What they fail to realize is that
we will not let it happen again- if only the Department of Labor will continus

to give the Agency $2,000,000 each operating year, The peonle who wrote the
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Progress for Providence

CONSULTANT 'S REPORT ON C.RE.P.

"TO: Cleo

MEHMO

n. Lachapelle

Executive NDirector

FRCM- Jennie R. Brown
Consultant - Critical Paths-

DATE- July 3, 1969

SUBJ: EVALUATION AND FINDI'GS OF CFER, PROVIDENCE, RHODE ISLAMD

The following are the findings upon a brief evaluation of
the Zoncentrated TFmnloyment Progranm beginning June 13, 19269-

1. STAFF

A) ADMIMISTRATIVE

1)
2)
3)
4)
5)
G)

7)

)

no coliesiveness
poor orgarnization
one component not informed what the other is dJoing
not vproperly oriented as to the full duties of their
position
not civen the authority to function in assigned ..
capacity
program extremely ton heavy with directors and =«
assistant directors (all chief and no Indians)
many directors of components not capable of doing
their Sob because of lack of education, experience;
inability to supervise: unable to communicate with
their staff  no knowledge as to how to delegate
authority: in ability (sic.):to taifu &h= initictive
in team vroxrt. follow #l.chgh (sic.) tactfully and
respect to the suggestions of others
middle management showing:
a) no resrect for the top management
b) not realistic (while making selective sua-
gestions to him in trying to change his bagic
habits, attitudes and tendencies).
¢) not being nractical in understanding their boss
or supervisor, his likes or Aislikes, standards,
strengths and weaknesses.



B)

C)

™

d) no courteous, respective or cordial
@) permitting the attituse they have to their boss
to affect the excellence of work performance.

INSTRUCTIONAL STAFF

1) no loyalty to supervisor

2) no respect for authority

3) not canable of functioning as instructors because of:
a) their attitude

b) attendance
c) inability to motivate and stimulate enrollees

3) poor knowlrdge of subject matter
e) no rnowledge as to how to nlan and prepare their
woxl
£) no knowledgc of rffactive teaching methods
and good work habits
g) poor classroon management
4) no initiative

NON -PROFESSIONALS
Cannot adequately evaluate at this time

PROGRAM (EDUCATIONAL)

Poorly constructed

RECOMMENDAT IONS

1
2)
3)
4)

5)
6)

The organizational chart be revised to insure better
1ines of communication and supervision.

ilethod of componcnt reporting be changed f£rom monthly
to weekly

In service managerial training be offered IMMEDIATELY.

In -service training for instructors IMMEDIATELY.,

T

In-service training for non-professional staff IMMRDIATEL

CEP Director be given the authority to function as a
director and not as a puppet; that he have the autho-
rity to hire and fire competent and incompetent people
without bheing subjected to unwarranted pressures ; (9ic..
permitted to run progran without gross interference,
mandatory that CEP Director evaluate all administrative
staff in areas of attitudes, conscientiousness and
attitudes and bhe allowed to make changes he deems
neccssary with full support of tho Executive Director

of PFP and the Board of Directors.



7)

10)

il13c.
3

e concurrencae of neighhorhood advisory
n on the hiring of staff be abolished to
nsure the hiring of competent staff.

-3
o
8}
o+
e ot
[y

t there bhe a complete revision of cutiss and
ff at the ton echelon of CPFP to insure qgood
administration.

The projected nersonnel changaes be carefully
reviewed so that to take into consideration the
complexities of the CTP prograrm.

at the Staff Training component be comnletzaly
aHOllGRﬁ’ and initiate a Personnel Department
with 2 personnel officer ard one clerk or secre
tary."® -
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proposal do have some idea of what constitutes research; they list all its basic
components, However, they experience no embarrassment at having used not one

of these indices in monitoring their own program, In addition, they are unaware
of the faults of the Research Department of their par- .. agency: by way of
improving their future performance, they promise that CEP research will now
become a part of Progress for Providence and that 'the two year experience of
this Division with the Management Information System of O.E.O. will be very
useful in this context. (Refunding Proposal for Concentrated Employment Frogram,
P. 12g), The Council would hope that the staff from CEP would learn, ameng other
things, to total their columns, to make comparisons, and to compute percentages,
and not simply to compile more extensive, expensive and meaningless numbers o
add to the millions that Progress for Providence has compiled in the last 2%
years of operating this Management Improvement System.,

Finally, although they had numerous problems, most listed in the pronosal
for refunding, and although there was enormous administrative waste in the renova-
tion of the building, no follow-up to indicate the success or failure of their
placements, unexpended funds of almost half the original budget, several invesii-~

" administration

gations of their activities and misuse of federal funds, "sloppy
and no program control, Mr, Lachapelle, the supreme sel f-seeker, sees fit to
turn all these problems to his own advantage by arguing that the program will
improve next year if he and his central staff all receive raises, based on funds
granted from the Department of Labor, his raise alone amounting to $3,000,00.
Thus, once again, the professionals, not the poor, receive the fruits of federal
money : more than $200,000 of CEP money for the coming year is proposed, mnot for
salaries and training for the poor, or even, fer that matter, for a building in

their neighborhood, but for higher salaries for Mr. Lachapelle and his friends

at Progress for Providence, (Refunding Proposal, 1969-1970) The beai improve-
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ment that anycne could possibly make is, quite simply, the remcval of Mr,

During April 1969 the entire top administrative staff of Prcgress for
Providence resigned in order to obtain several demands from the Board of
Directors, The demands they made and research into both their validity and
the outcome of having these demands concurred with results in several
conclusions,

The staff demanded that the Agency payroll be transferred from City
Hall to its own offices, The rationale behind this demand v : that having pay
checks reading '"City of Providence' was damaging both to ti Lty and to the
Agency, Several staff members indicated that the Agency suffered because while
it claimed independence from the political structure the pay checks were
visible evidence in the neighborhoods that the City did have influence. Cn
the other hand, the reputation of the City suffered, as many of the agency
employces were considered at best "unreliable' by such establishment persons as
bankers, and that they would have a reduced opinion of City Government because
these "unreliable" persons were on the City payroll, As a result, as a symbol
of its independence, the Agency would ;remove the payroll frem the City and be
responsible for that aspect of fiscal affairs itself,

Previously testimony regarding the misuse of CEP funds form a basis fox
understanding the position of the City in its attempts to keep the payroll in

City Hall, However, the discussion then becomes academic: aithough the Doard
agreed to the staff's demand, the payroll remained in City Hall. Uhen asked why
this was so, a staff member commented wanly, "We don't have the capability to
operate it. . .".

Lnother demand was that the Board of Directors take a more active role

12 the day-to-day activities of the Agency, While the Board finally also
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concurred with this by accepting the staff back to work in their previous pesi~
tions, this is in fact an impossibility, and makes the Board on administrative
rather than a policy making and review grcup. If the Board, a volunteer group
who serve without pay, are brought more fully into the activities of the admin-
istration, they at least deserve to be compensated for their time, It seems
unrealistic at best to expect people who probably have many other commitments
to give more of their time for free when agency personnel who should be per-
forming administrative functions are receiving high salaries.

The picture presented in this section is of a highly paid, but definitely
"sloppy" administrative group, who are unconcerned by misuse of funds, poor job

' unless they

performance, high salaries for little work, agency 'politics,’
themselves are involved, poor hiring and training practices, lack of respon-
siveness to the poor and their problems, lack of communication both between
themselves and the nezighborhoods and with each other, lack of evaluation of
programs in order to define priorities, and who finally, when faced with the
pressure of accountability to the public through the instrument of the press
and a City Council investigation, relies on a scapegoat, its own Deard of

lirectors, to save itself, In so doing it raised a question that was almost

resoived in the negative by the Board of Directors: are they worth saving?
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VIII. Altexrnatives

Under the Green Amendment, so called, the City Council
has been delegated the responsibility of designating the agency
to administer the poverty funds in this community. This amend-
ment has been attacked as giving too great pclitical control to
the administration of poverty monies. It is not the intention
of this committee, nor I am sure is it the intention of the City
Council to any way render politcal what was and is intended to
be an effective governmental attack on those conditions witlhin
our society which prevent and hamper individuals from pursuing
a better life for themselves and their families. It is pateatly
obvious that a new expenditure of money, by and of itself is a
waste of funds as well as an exercise in futility. Yet, from
what has been brcught ostgaat -our hearivg and suprazized in the
proceeding pages it appears that not much more has been
accomplished by our local poverty program.

Proceeding from this proposition what recourses are

=

left open to the City Council?

1) We could refuse. to designate any agency, theraby
losing 5 1/2 million dollars of federal funds which would be
left to be expended in other communities. However, to do this
would be a disservice to our community as well as a discredit
to ourselves as community leaders.

2) We could continue to designate Progress for Provideace
and admonish them to seek means to be more efficient - an admouich-

ment which seeminglv would be of little practical effect judging

from the past conduct of the current agency hierachy.
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L)

D)

A

3) We, could set up a separate agency of our city govern-
ment to administer the poverty funds. However, such a course
without attempting some other alternatives would most certainly
brandish our action political. We would be characterize as

patronage seekers and non-responsive to the need of the poor=-thusg

i*h

perhaps tsinting the effectiveness of the program itself

j UL
Therefore, this alternative, it seems w*ould be.éﬁzg%nnnhf only
after all othar avenues have been traveled and found wanting.

4) We cculd create a city agency whose primary res-
ponsibility would be to work with any and all private organlza-
tions who concern themselves with helping the less fortunate witkilz
our community. Once again, however, our action would be attack-
ed as being political. While this tact would not be as
vulnerable as that mentioned in number 3 alone; those, so called
advocates of the poor who do not subject themselves to the
approval of those they seek to serve while retaining the benefits
¢f their service would critisize our action.

Therefore, we urge that the adoption of the follcwing
precedure iu designating any agency to bezomz tkhe "advocate of
the poor" in this community.

l.et every agency or group withing our community, interasted
in upgrading the plight of the poor in the Providence area subuli
thelr proposals to us as a council, at all times taking info.
consideration federal guidelines, the laws of the State of
Rhode Island and ordinances of our city. Let then present

their ideas for future action for our comsideratiscn. Let ewvery

interested group public, quasi public, or private give ug th.
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benefit of their thinking. Let us not hastily pre-judge Progiecs
for Providence, but let us extend to them the opportunity to
demonstrate their concern and ability to meet that concern by sub-
mitting their proposal to be judged in meritorius competion witl
others asserting that they can do a better job. Then, after due
deliberation and consideration let us designate the best possibla
program that will help us eliminate poverty in this community.

In the interim let us continue to exist under the current
system with the admonishment that we will no longer tolerate the
eloppy admiunist¥ation of the past: and that should the P for P
proposal to this body be deemed by this council not to be as gooi
as may be submitted by another submitting agency, that the other
group and not BProgress for Providence will be so designated. Lct
us further, admonish, that, if for any legitmate reason none of
the proposals stbmitted to us are deemed sufficient, that we wiil
have no other alternstive than to follow the procedures previcusi
enumerated in #3 and #4 of this section; to do otherwige would
be to shrink from our duty no matter what the charge or cry

rendered by the discontent.
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RECOMMENDATICHNS

The following should be considered in conjunction with what has been
said in the previous sections, and is offered for the assistance of the current

agency as well as any aspiring designate.

1. Establish Set Hiring Practices and Follow Them Strictly

In a program which is dedicated to improving economic status of a low
income group, a higher wage, and a better job are two immediately visible signs
that life itself may improve drastically in the future, The current agency
offers opportunities for some selected persons who may nct have equal oppor-
tunities elsewhere in the labor market, such as the unskilled and persons with
criminal records. As a result, these persons look with hope to the future and
for better employment to the one most visible source: the poverty agency.

Because they have a record of frustration and bitterness in seeking
employment and because this agency, at first glance, seems to be the one that
will afford them their sole chance, to find that this change is fantasy and
that the opportunity is there for some privileged members of this under privi=
leged class causes an increase in bitterness and frustration, This 1s the
major result of the Progress for Providence hiring practices, When the dic-
advantaged groups see job advertisements for the agency and read job descrip-
tions that they believe are not prohibitive to them, their hopes are aroused,
To find after this that the democratic and open hiring they had expected is
only a fantasy disguising the seme old methods of chosing employees is a cruelty
that Progress for Providence cannot be allowed to continue,

Therefore, the Council should insist that before any agency is desige-
nated, the Agency submit its hiring procedures and prepare a document, includ-
ing job descriptions and requirements that represent the manner in which each

job will be filled, and the minimum requirements for the job. Once these have
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been completed, the Agency must abide by them. In addition, the practice of
creating "Acting' Directors must end,. In the future, jobs should be advertised
immediately as they bccome vacant and no agency staff member should be allowed

to be appointed "Acting Director."

2. Establich Career Lattices

Because Progress for Providence is totally devoid of middle managem~nt
pocitions and the possibility for orderly upward mobility, the Agency staff is
clustered in two groups: the top, highly paid professionals, and the bottom,
outreach worker and parent aides, The lack of any orderly mobility in turn
caused a scramble for any jobs that become vacant, and this, coupled with dis-
orderly hiring practices, in turn causes the kind of staff "politics" that lead
to a concentration of one's self and his advancement rather than the good of
the program,

In addition, because there are no middle jobs, the poor whom the program
is supposed to serve are often locked into jobs at the bottcm, earning bzrely
better than the minimum wage while not gaining any marketable job skills,

Therefore, before Progress for Providence, or any other agency, can be
designated the official anti-poverty program for the City of Providence, the
Council must insist that the agency fulfill the following requirements:

a. That salaries be revised to be in conformity with state and city
salary averages to encourage outward mobility of personnel from Progress for
Providence to the private sector,

b. That job descriptions include a ladder or lattice indicating to the
applicant what jobs he might realistically expect to advance to within the

Agency, based on quality of performance and completion of training,
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c¢., That, as a corollary, the Agency move immediately to readjust its
budgets to include monies for training of its nonprofessional personnel by an

accredited institution. Except for orientation and on~the-job training, which

may be conducted by Progress for Providence, it is imperative and is ordered by
the Council that training be accomplished in such a way and by such an insti-
tution that the nonprofessionals will gain recognized training and skills, which
private cmployers can rate according to established scales.

d, That the submitting Agency submit to the Council scphisticated plans
for its personnel structure to include meaningful middle management jobs for
which its nonprofessionals can qualify after training and work experience within
the Agency.

e. That these middle management and semi~skilled jobs be directly
related to existing jobs in the private sector, so that, in effect, the Agency
becomes a vast training and laboratory cxperience and there can be immediate
transfer of training which prepares indigenous residents of the innter-city for
eventual permanent employment in public and private agencies and iunstituticns,

f, That the Agency make available to its nonprofessional staff
counselling, testing and other advantsges on a formalized basis, and that plans
for this activity be submitted to the Council in contemplation of designation,
This counselling should include, at a minimum, discussions of employment oppciw
tunities both within the Agency and in the private sector, so that nonprofes-
sional employees will be able to make informed career decisions and begin a
planned program of career development,

g. That in conjunction with the conditions described in the secticn
above, the submitting agency begin to negotiate with other agencies and insti-
tutions to plan rationally programs through which Agency employees may be

employed as permanent employees of established agencies and ccmpanies,
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Emphasis in these negotiations should include the possibility of delegation
of complete programs so that established agencies will supervise and assist
in the training of personnel who eventually may work for them full-time,

Since many of the prospective jobs for paraprofessionals will be work-
ing in the state agencies, it is also recommended that a designate begin work-
ing with the Federal Coordinator for the State as well as with heads of Stste
Departments to organize a plan for a state-wide Public Services Careers
training program,

h. That the Agency design formal evaluation form for each job descrip~
tion, based on quaiity of work in training and on the job, so that promotions
will be based on rational criteria rather than subjective decisions and
favoritism, and so that clear references can be written for personnel seeking

jobs in the private sector,

3. Establish a TFajr and Rational Procedure for Termination

At present decisions on terminations, when they occur, are based on
subjective decisions, often without sufficient evidence of poor performance
on the job, With the creation of an employee evaluation system, superviscrs
should keep daily accounts of the performance of their subordinates, so that
decisions can be made and verified regarding eiiher promotions, raises or
terminations

In addition, given the Agency's basic responsibility to the poor, in
the case of terminations of poor persons, evaluations should be made regarding
the cause of failure on the job, counselling should be instituted and an
attempt made to place the nonprofessional in ancther role in which he may be

more successful. Once placed, he should receive the maximum availadle suprort~

ive services from the Agency so that failure will not recur. Since it may be
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assumed that professionals have adequate training and should be experienced

in their roles, no such reassignment is necessary, and they may be terminated

without any attempt to have them continue to work in the Agency,

4, All of these conditions should be included in a more definitive document

on personnel policies,

5. Reallocation of funds and positions to create more middle management

training positions,

The testimony has revealed that Progress for Providence spends a
disproportionate percentage of its annual budget on highly paid personnel in
the Central Staff, As part of the requirements for designaticn the Council
recommends that an Agency take immediate steps to reduce the numbers of persons
among the top supervisory staff and begin to utilize these funds to create
middle level jobs for poor persons whom the Agency will train, Scme recommen~
dations for specific positions to be cut from the budget include the duplicate
administrations of social work, recreation, and education,

Other funds that have been revealed as possible for reallocation for
middle job positions are those now allocated for employee pensions, While
sickness and major medical benefits are important, on-going benefits fer all
employees, and are especially important for low=paid nonprofessionals who may
be decimated by a sickness in the ifamily, a pension implies that this Agency
will be in business forever, Since a "war on poverty' properly organized, shculd
result in a victory, it may be assumed that Progress for Providence or any other
designate should plan for its own phasing out and should consider itself a
temporary agency, Because of this pensions represent a contradicticn of rhe
term "war on poverty" and should be discontinued so that more funds can be

allocated to winning the war,
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In conjunction with this particular allocation, it was brought to the
attention of of the Council that Community School aides do not share +the same
benefits as others in the poverty program, This situation should be rectified
immediately, since these are the poor people who receive the fewest benefits
from the program in terms of salaries and wages and are therefore most in need

of fringe benefits,

6. Reorganize and Change the Role of the Central Staff

At present, the Central Staff is organized to operate programs. Each
program has its own director who supervises the operation of his project and
the delivery of his particular form of service to the poor, Decisions are made
by that staff as to what services should be rendered, with little reference ©0
the individual differences in the neighborhoods, These director positicns should
be abolished, and neighborhocds should be allowed to make their own choice cf
consulting assistance in developing programs, with funds assigned to the
neighborhcods for use when they have made these choices,

The Central Staff of course has fiscal responsibility for federal funds,
and therefore it should retain the roles of fiscal accountability, evaluation
of all programs operated by the neighborhoods, and review of neighborhocd plans
for compliance with federal regulations, In addition, there is an advantage
in variety of training and education opportunities that can be offered through
a city central agency wide coordinated effort,

Finally, the position of Executive Director should be retained ac s
1iaison between neighborhoods and for ease in negotiations with State, City ard
Federal Agencies and to assume overall responsibility for the program thioughout
the inner-city target areas.

As & second condition, the Council must have assurance from the
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Executive Director and the Board of Directors that this Central Staff, and,
for that mater, all the staff of the agency, are genuinely accountable to
neighborhood residents and responsive to their needs, As an assurance of this,
the Agency should revise its bylaws to include provision for either election
of the top staff or an annual or semi-annual vote of confidence on their per-
farmance and responsiveness or make some other mutually satisfactory provision
to insure that neighborhood residents are served by personnel in whom they have
every confidence,

This recommendaticn should reduce the"arrogance' of the staff and
encourage the kinds of respcmsibility that is accepted by elected administrative
officials in city and state government and reduce the kinds of feelings of
invulnerability that leads to belief in infallibility and resulting paternal-
istic feelings toward the pcor by the very people who should be most responsive
to their needs and desires.

In addition, it might be well to put a time limit on every job, No
persons working in the 'poverty system' and especially professionals, should
continue in this work for more than aifew years. At the end of this time there
is often & tendency to become entrenched beaurocracy, protective of one's our
job at the expense cof the kind of dedication that takes risks to improve the

lives of the poor.

7. Planning should be more individualized and gshould change baged on changing

needs in iadividualized neighborhood situations,

Woile many federally funded programs have strict guidelines indicating
exactly how funds may be expended, the 0,E.0. Versatile CAP morieys has no such
restricticns, Therefore, these funds, amounting to almost $2 million anauaily,

should be used for innovative programs which cannot be funded elecewh=re, no-
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for continuing programs which have outlived their initial impact, and become
bureaucratic and traditional,

New programs should also be delegated as often as possible in order to
increase the opportunity for impact on existing agencies, to improve the atmos-
phere for hiring neighborhood residents, and to reduce the possibility that new
personnel hired for these programs will become more interested in continuing
their own jobs than in the need for change in programs to respond to charnging
seighborhood needs,

All plans should be designed with the assistance of subcommittees from
the neighborhoods which are directed to the subject to be included in the grant
application, 1In this way, plans will accurately reflect the stated needs and

desires of neighborhood residents, rather than agency personnel,

8. There should be a complete reorganization snd change in the Research and

Evaluation Department.

One of the major problems in justifying the activities of Pungrass
for Providence is the lack of any h. .d data on the Agency's succasses an
failures and on the validity of the approaches taken in the 'war on poberty,"

his failure also made it extremely difficult for the elected Councilmen
responsible for program review and designation to make any balanced determina-
tion of the value of the program and whether or not they should approve it for
another year of operation,

Therefore, before an Agency is designated the official anti~poverty
program for the City of Providence, it is absolutely impeeative that a new
system for evaluation be developed that will provide easily understanduble,
relevant monthly reports for review by the Neighborhood Interim Boavds, the

Poard of Directors, the City Council, the State Department of Community Affairs,



the Tegional Office of Economic Opportunity and other cooperating agencies or

governmental and private institutions,

£

hiz new evaluation system should be tied in with an on-line computer
system, so that information will be immadiately available for retrieval, and
evaluation will not suffer from the "'lag of six to eight weeks before, , . a
report (is published)," (Malbandian, 77) In addition to increased efficiency
in the new system, costs should be reduced in this aspect of the program: there
is no justification for an annunl expenditure of approzimately $100,00 of money
that should be directed to the problems of the poor for an average of one
report per year, or a cost of $100,000 per report,

Also, it has been brought to the attention of the Council that the
Research and Evaluation Depariment of Progress for Providence will begin to
supervise the evaluation of the Concentrated Employment Program in the coming
year, Because of C,E.P.'s many problems, it is importaut that that progream

component have an independent evaluation conducted by an outside agency,

%. Lines of communijcation must be improved,

With the reduction in size and numbers of supervisory duties assigned
to the Central Staff, this group should become a liaison body between neighhor-
hoods, providing them with the latest information on programs frcem Washingtoun.
and an inter-neighborhood bulletin describing programs in each neighbothend,
Therefore, before the Council can consider designating an agency as its
official anti-poverty zagency, a formalized system must be devised, and specific
finds cllocated in the budget for such public information tcols as a weekly or
bi-weekly newsletter, flyers, public service announzements and the like, This
newsletiter should alsc delegste space of at least one page of each editiocn for

P

cvaluation of programs, so that neighborhood regidents will have the pvopar
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data and information on which to base decisions made in the advisory committees,

10, End duplication of effori and administrative waste.

In order to ~ut budgets and alloczate more funds to the employment and

training of neighborhood residents and to open opportunities for them to work in

the private se:xtor, the Agency should take immediate steps to begin to delegate
programs ~nd terhnical assistance roles to existing agencies., A report cn the
steps taken, the lines of communication, coordination end cooperation established
should be submitted to the Board of Directors and Council within one months ¢
this report, Thereafter, the administration should submit monthly reports to
the Board of Directors and Council stating the agency's progress and problems in
this area of effort, An evaluation report should also be attached, listing zs
minimum requirements, the numbers of persons leaving the agency for private
employment, the training they have received while in agency employ, their back-
ground, and the method through which they obtezined the new jeb,. Cther categor-
ies of inquiry should also be included in this questionnaire, as well as z

narrative explanation including totals, fields of reference, and percentages.

Delineate Agensy goals and obiectives, both iong aund shert ronge, inte

—
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measurable terms,

The objectives, goals and philosophy of Progress for Providence ave

Cefore the Council can redesignate Progress for Providence the official anti-
poverty agency for the City, goals, objectives, and basic agency rhilesophy
must be redefined in behavior terms which can be related to, and measuved by,

the new evaluation system,
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These goals, objectives and philosophy should be speci-
fic for each program, so that programs can be measured and
future priorities determined. In this way. such popular
and successful programs as the Health Clinics will not find
themselves without funds, while other programs such as

Comnaunity Schools Administration are cverfunded.

tespectfully submitted
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Frank Caprio, Chairman




' I-;or Reiease Monday, December 15, 1969~ noon

CITY OF PROVIDENCE COMMITTEE ON URBAN REDEVELOP-
PROVIDENCE, Sc. MENT, RENEWAL AND PLANNING

MINORITY REPORT

This report is presented as a dissenting opinion as to some of
the conclusions >f the majority report of the Zommittee on Urban Redevelopment,
Renewal and Planning of the Zity Touncil of the ity of Providence of the State
of Rhode Island made public on December 8, 1969 and prepared by “ouncilman
Frank Caprio, Chairman. Beginning in the Spring of 1969, the Zommittee held
approximately eseven hearings, received numerous documents and complaints,
hesrd numerous witnesses and recorded over 600 pages of testimony in its
investigation of Progress for Providence, Inc., which is the local agency for
the "antipoverty" programs of the Office of Economic Opportunity of the federal
government,

Sonclusionsg

1. The local antipoverty program has been inefficient, bungling
and guilty of tremendous waste. The poor and needy of the City were getting
shortchanged. Some of the poor got very little help and most got no help from
the several millions of dollars spent on these programs in the City of Providence.
Too much of the money spent has been used up in administration and too little
actually gets to the poor in services or direct aid. For example, the
Neighborhood Legal Services program was spending almost 5300, 000 per year on
a smaller caseload than that handled by the Rhode Island Legal Aid Society which
was operating on a $30, 000 per year appropriation, or one-tenth of the cost of
the Neighbprhood Legal Services program.

2, The waste and bungling was inevitable because the program
was ill conceived. The planners and administrators of the local antipoverty
programs had the colbssel gall to believe that they could set up several new

programs and agencies with inexperienced persons and make them work. The



originators mistakenly believed that all it takes is enough money. Instead, the
evidence showed the opposite. For example, the two million dollars per year
spent by the “oncentrated Employment Program (CEP) was and is being almost
completely wasted without adequately helping the poor. The amount of money
spent on & program has no necessary correlation with effectively helping the
poor.

3. Existing and experienced agencies that had dozens of years
know-how in helping the poor should be the only agencies to handle O.E.O.
programs locally. For example, the Boys Clubs, Z.Y.O. and Y. M. C.A, with
their experienced personnel and know-how should run the youth programs;

Rhode Island Legal Ald Society should run the legal program; and good private
or public schocls should run the educational programs. More service to the
poor and at approximately one-tenth the cost would result in this approach.

4, The 0.E.0(Program should be reevaluated at the national level
but, in the interim, a crash program should be instituted to terminate immediately
all existing wasteful programs and making prompt use of experienced local
agencies and services by beefing them up with subsidies. For example, a dollar
spent in getting existing hospitals to expand and beef up their hehlth clinics
would provide better and more service to the poor, This is much better than
. spending money on new clinics which could not get adequate and experienced
staff and equipment promptly enough. It is ironic that the very time the local
hospitals can't get enough help we created a new competitor. At the same time,
complaints ae being made of surplus and overlapping hospital services in our
community, the local OEO agency is trying to further duplicate the services

rather than improve existing ones.



5. All local private agencies, such as Rhode Island Legal Aid,
hospitals, Boys Clubs, schools, etc. should come forward as a community
gervice and make proposals to operate the various programs which they can
best do. They will be fully paid for their expenses and the poor will get
better services. The Providence Sity Zouncil and all OEO local, state and
national officials should invite and encourage these private agencies to

make proposals without delay.

Respectfully submitted,

THOMAS W, PEARLMAN
Republican Minority Leader
’rovidence Zity Zouncil





