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PART II: 

SHAPING YOUR CORPS 
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CORPS PROGRAM MODELS 

Size, structure, sponsorship, funding sources, leadership, and mission all vary from one 
corps 'program to another. State governments began to create year-round and summer corps 
programs in the mid-1970s. Cities and counties began to organize youth corps several years 
later. In the mid-1980s, numerous oper:3-tors of summer youth employment programs under 
the federal Job Training Partnership Act developed local and state youth corps. The early 
1990s witnessed the creation of new corps with JTPA funds, National and Community 
Service Act funding, and other sources. 

Nevertheless , corps programs fall generally in line with several models. The elements of 
those models are listed here. 

State vear-round corps programs are often: 

■ Managed by a land-managing or employment and training agency, sometimes 
through contracts with a nonprofit organization; 

■ Funded from general appropriations, bonds , and user fees, and contracts; :· 
■ Designed to employ young adults 16-25 who are out of school; 
■ Set up to conduct projects on public lands or in public institutions, and to provide 

corpsmembers with basic education and life skills training; and 
■ Set ·up to involve residential or non-residential crews , or both. 

State and local summer corps programs are often: 

■ Developed by a state department in cooperation with local agencies 
such as Service Delivery Areas or parks departments; 

■ Funded through discretionary and local-grant federal JTP A funds and private sources; 
■ Designed to operate for 8-12 weeks on a small number of projects, and to provide 

educational services so as to prevent summer "learning loss;" and 
■ Designed to employ youth as young as 14 in non-residential settings. 

Year-round urban corps pr om.ms are often: 

■ Funded by a broad mix of federal, state, and local government funds, 
as well as private sources and fee-for-service contracts; 

■ Designed to employ out-of-school youth from 16-23; 
■ Set up to conduct projects ranging from human service to conservation; 
■ Operated as a non-profit organization or as part of a larger nonproiit; 
■ Set up with the cooperation and assistance of city and state government; and 
■ Designed to provide comprehensive education and support services to corpsmembers. 

Variations on all three models exist. Contact NASCC for more information. 

State Corps Planning Packet - National Association oi Suvice and Conservation Corps - 1994 
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TEN BASIC PRINCIPLES -- STATE CORPS 

■ Clear structure. Set forth a clear administrative structure that assigns responsibility 
for program implementation to a single state agency with adequate capacity. 

■ Distribute operations. Authorize funding levels sufficient to establish youth corps 
programs of sufficient scale in all regions of the state. 

■ Align program with provisions of federal youth service and job training laws. Set 
forth programmatic requirements that would qualify the corps for federal assistance 
under the National and Community Service Trust Act and the Job Training 
Partnership Act. These include: 

* 
* 
* 

* 
* 

* 

Clearly define the corps in keeping with the definition at 42 USC 12572 
Authorize age-appropriate educational activities for participants; 
Provide for recruitment to reach a cross-section of the community's youth; 
Dedicate the corps to work projects performed in crews and well-supervised; 
Provide work, living, and study environments that meet basic standards of 

health, sanitation, and safety; 
Allow for necessary support services and benefits -- basic health coverage, 

transportation , child care, counseling, & housing. 

■ Case management. Include case management services to ensure that participants and 
their dependents receive adequate health care (immunizations & health screens) . 

■ Incentives for cooperation. Require or create mutual incentives for the corps to 
cooperate with and benefit from other education, training, and youth development 
programs in the state, especially those receiving federal Job Training Partnership Act 
funds. 

■ Non-displacement. Require that work projects not displace other regular public or 
private employees, and require consultation with local labor organizations. 

■ No incentive to drop out. Require that corps take steps to ensure that young people 
are not encouraged to drop out of school to participate in the corps. 

■ Broad range of projects. Allow the corps to tackle a broad range of work projects. 

■ Adequate benefits. Authorize minimum living allowances as well as a structure to 
provide post-program benefits (cash stipends, grants, or vouchers) to encourage 
program completion and to encourage further education and training . 

■ Assess effectiveness. Require the corps to generate and report participant and work 
accomplishment data that can be used to assess program effectiveness. 

Source: Building Youth Con:,s, Gary Lacy and Alice Yang, Children 's Defense Fund, 1990. 

State Corps Planning Packet - National Association of Service and Conservation Corps - 1994 
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STATE CORPS MODELS 
AND IMPLEMENTATION STRATEGIES 

Iowa Conservation Corps 

■ Program Model: State Umbrella Agency. The ICC is a division of the state 
Department of Economic Development, and operates as an umbrella agency in support 
of four service programs for youth and young adults, with an overall age range of 14-
24. The programs involve 700 corpsmembers year-round, 175 more during the 
summer, and 100 seasonally. 

■ Operations and Funding. The ICC contracts with school districts as well as CAP, 
employment and training, and other agencies to operate crews. These agencies 
contribute a match of at least 35 % of project costs. Total budget: $2 ,000 ,000. 

■ Implementation. Enabling legislation for a state corps program passed in, 1982. 
Regulations to implement some of the current programs took effect as early as 1975 , 
based on the 15 prior years' experience with summer youth and in-school work 
experience programs. As amended, the regulations create the office of a state youth 
coordinator who administers the ICC grant program. For each program, regulations 
either limit grant size or set out a distribution formula. 

Florida Conservation and Service Corps 

■ Program Model: State Contract with Nonprofit Agency. FCSC consists of two 
elements -- a residential statewide program for 40 young adults ages 18-21, as well as 
a nonresidential program for 80 participants ages 16-25 operating in Fort Lauderdale. 

■ Operations and Funding. The residential facility, . which the first group of 
corpsmembers renovated, is located in a rural community. Corpsmembers conduct 
conservation projects on public lands. Eckerd Family Youth Alternatives operates the 
residential program under contract with the Department of Natural Resources, and 
contributed capital costs for the residential center. A small staff in DNR's Office of 
Civilian Conservation monitors corps operations and expenditures. EFY A also 
operates the Fort Lauderdale Conservation Corps. Total budget: $1,970,919. 

■ Implementation. Legislation creating the Florida corps passed in 1987. The final 
version of the bill provided that the DNR could request proposals leading to a 
contract with a public or private nonprofit agency to administer residential and 
nonresidential conservation corps centers. State officials then developed 
comprehensive implementing regulations. Fort Lauderdale was one of 15 Urban 
Corps Expansion Project sites supported by foundation planning and seed grants. 

State Corps Planning Packet - National Association of Service and Conservation Corps - 1994 
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Statt Corps Modtls and /mpltmuttation StroJtgits, continued 

Washington Service Corps 

■ Program Model: State/Local Partnership. The WSC has two components -- a 
year-round program involving 430 unemployed young adults 18-25 and a summer 
program for 180 youth ages 14-21 -- and is administered by the Washington Youth 
Employment Exchange (Job Service) of the state ' s Employment Security Department. 

■ Operations and Funding. The state identifies and contracts with a wide variety of 
public and private nonprofit local agencies for placement of individual corpsmembers, 
who are linked together through a regional crew structure. Work sponsor agencies 
must provide a 20% cash match to the program. Corpsmembers assist the·elderly, 
refugees, and the disabled, and promote tourism and economic development. The 
corps provides participants a stipend, and assists corpsmembers' pursuit of funher 
education and training through scholarship grants. The WSC also supports a network 
of small local corps throughout the state. Total budget: S 1,300,000, of which S 1.1 
million is a state appropriation and $200,000 are local matching funds. 

■ Implementation. The 1987 enabling legislation for the Service Corps is highly 
detailed. Youth Employment Exchange staff members summarized additional 
guidelines and administrative requirements for enrollees, supervising agencies, and the 
service corps in a twelve-page handbook. 

California Urban Corps Network 

• ■ Program Model: Decentralized Local Corps Network. Ten localities are home to 
independent non-profit, nonresidential urban corps programs that employ 850 year­
round and 1040 summer/seasonal corpsmembers ranging in age from 12-26. 

■ Operations and Funding. In all ten urban corps, crews of corpsmembers carry out a 
wide range of conservation, community development, and human service projects. 
The corps operate or develop links with basic education and employability 
development programs. Funding sources include: Fee-for-service projects with land 
managing agencies; the state Department of Conservation's Bottle Bill recycling 
program; urban-emphasis funds granted to local programs by the California 
Conservation Corps; cities, CDBG, and JTPA; and the private sector. All programs 
operate year-round with young adult corpsmembers; some corps operate parallel 
programs for junior-high age youth or expand in the summer to include younger 
participants. Aggregate ·budget: $23,860,000. 

■ Implementation. Urban corps took shape 1983-1994 through separate, locally-driven 
planning effons. Legislation has required the California Conservation Corps to pass 
through funds to urban corps meeting certain criteria since 1984. Urban corps have 
applied for and received state recycling grants since 1988. Many of the urban corps 
have developed close relationships with land-managing agencies that result in revenue­
producing projects. Some cities have granted beautip.cation funds to urban corps. 

State Corps Planning Packet • National Association of Service and Conservation Corps • 1994 
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State Corps Models and lmplemenJ.ation Strategies, continued 

Pennsvlvania Conservation Corps I Urban Corps I Summer JTPA Corps 

■ Program Model: State and Local Program Network. A statewide conservation 
corps for 350 young adults, seven local/urban corps for over 200 young adults , and 
summer corps in every Service Delivery Area in the state enrolling 5,200 youth 
operate with the support of PennServe, the state office of citizen service located 
within the Department of Labor and Industry (DOLI). 

■ Operations and Funding. State agencies and local governments submit project 
proposals to the state corps for projects of public benefit that will produce revenues 
for the state (e.g. fee campgrounds and cabins). Urban and summer corps solicit and 
develop work projects with a range of public and nonprofit agencies, and carry out 
basic education and employability development programs on-site or in cooperation 
with a local institution. State corps originally operated with support from bond 
funding. Urban Corps have received state funding from the Departments of Labor 
and Industry (JTPA discretionary funds), Education, Public Welfare, Aging, and 
Community Affairs. Other urban and summer corps funding has flowed from 
foundations, corporations, local private industry councils and the Commission on 
National and Community Service. 

■ ·1mplementation. Economic recovery legislation passed in 1984 to establish the state 
corps. Urban corps received state support through a competitive process. The state 
provided technical assistance , training, and small grants to encourage SDAs to 
establish summer corps programs. 

Marvland Conservation Corps 

■ Program Model: State/local partnership. The MCC is a statewide program that 
recently expanded operations from summer-only (700 corpsmembers) to year-round 
(60 corpsmembers). The Forest, Parks and Wildlife Service of the Department of 
Natural Resources operates the summer program for youth ages 14-20 in partnership 
with SDAs across the state, and the year-round program for young adults 17-25 .. 

■ Operations and Funding. The state applies to all SD As in the state for JTP A 
funding to support operation of locally-chosen summer crews, and for assistance in 
recruiting corpsmembers. During the summer, the DNR provides training, uniforms, 
materials, supplies and transportation ; DNR also helps develop conservation projects 
on state, county, and private lands. MCC deploys year-round corpsmembers in five 
sites (one residential). Summer- and year-round corpsmembers also panicipate in 
employability development and environmental and basic education activities. Funding 
comes from the National and Community Service Act (5 8 % ) , JTP A (20 % ) , state 
appropriation ( 11 % ) , and corporations and foundations ( 11 % ) . 

■ Implementation. The state first implemented the program as one of several parts of 
its environmentally-focused Chesapeake Bay Initiative. 

Stace Corps Planning Packet - National Association of Service and Conservation Corps • I 994 
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State Corps Models and Implemeruation StroJegies, continued 

Wisconsin Conservation Corps 

■ Program Model: Independent state agency and corps commission. The wee is a 
statewide nonresidential program for 330 young adults from 18-25. The program 
operates as an independent state agency attached to the Depanment of Administration 
for fiscal and budgetary purposes. The governor appoints a citizen policy board to 
administer the program. 

■ Operations and Funding. Public and nonprofit agencies submit proposals to receive 
services from crews organized and staffed at the local level; the corps operates 
primarily on public land. Corpsmembers who complete one year receive a $500 
bonus or a $1,500 scholarship. State appropriations, links to federal and state 
conservation funds, and a small share of the state's National & Community Service 
Subtitle C grant combine to produce a budget of $4 ,400,000. 

■ Implementation. Legislation creating the WCC passed in 1985. • The citizen board 
appoints an executive director who hires central-office and regional staff members. 
The board also approves policy and project proposals. Board terms are staggered. 

State Corps Planning Packet - National Association of S<!rvice and Conservation Corps • 1994 
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STATE CORPS ENABLING LEGISLATION: 

TYPES AND SAMPLES AVAILABLE 

States have approached the task of drafting corps enabling legislation from many angles , and 
the resulting laws are yet another reflection of the diversity within the corps network. The 
following is a list of some of the governing structures that legislation has created for corps 
programs; samples of these laws are available from NASCC. 

Corps operates as part of a state natural resources agency 

California Conservation Corps and urban corps"'*** 
Florida Conservation Corps#***** 
Michigan Civilian Conservation Corps# 
Montana Conservation Corps***** 
Ohio Civilian Conservation Corps 

Corps operates as part of a state employment and training agency 

Iowa Youth Corps# 
Missouri Youth Service and Conservation Corps# 
Oregon Youth Conservation Corps** 
Pennsylvania Conservation Corps*, urban corps, and local incubator corps 
Washington Service Corps# 

Corps operates as a state agency governed by a commission 

Arizona Conservation Corps*** 
Wisconsin Conservation Corps 

* 

** 
*** 
"'*** 
***** 

# 

Includes provision for bond funding 
Includes provision for amusement tax funding 
Includes provision for funding through donations 
Includes provision for "Bottle Bill Float" funding 
Includes provision for operation by contracting with a nonprofit organization 

Regulations or guidelines also available 

State Corps Planning Packet - National Association of Service and Conservation Corps - 1994 
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FOR STATES WITH JTPA CORPS PROGRA1l1.S: 

DIVISION OF LABOR AT IMPLEMENTATION 

Several states now operate a corps program with its basis in the existing job training system, 
funded in large part by the federal Job Training Partnership Act (ITP A). Several models of 
summer and year-round corps programs based on ITP A already exist. Whether summer or 
year-round, these corps typically depend on the joint efforts of state and local agencies. 
Often, the Service Delivery Area (SDA) fulfills local responsibilities. Sometimes, SDAs 
contract with local corps or other training providers to field youth corps crews. The division 
of responsibilities may look something like this: 

STATE ROLE: In consultation with local providers, state agencies develop svstems, 
procedures, and standards for a wide range of program issues such as --

■ Fiscal and budget management, and dissemination of funds 
■ Post-program benefits for corpsmembers 
■ Promotion, public relations, marketing (e.g. brochure) 
■ Identifying/obtaining commitment of work sponsors 
■ Crew supervisor training, staff recruiting 
■ Preparation of an Operations Handbook ** (see next page) 
■ Administration, :MIS, program evaluation, annual reports 

The state may also take the lead in helping local agencies communicate and 
understand the corps model. It can do this with an overview document, a sample 
corpsrnember handbook, public meetings, and a handbook of regulations. The lead 
state agency also fulfills the external relations role by developing and recommending 
amendments to corps enabling legislation, and by involving the corps in emergency 
response training. 

SDAROLE: 

■ 

■ 

■ 

■ 

■ 

■ 

■ 

■ 

Participating Service Delivery Areas adoot the princioal local role on 
tasks such as --

Identify/solicit/contract with program operators 
Conduct staff recruitment and administrative training 
(perhaps limit to job descriptions, selection criteria) 
Conduct corpsmember recruitment and certification 
Provide local budget/fiscal management & private fundraising systems 

. Communicate the modeL through PIC, public & private agencies 
Conduct outreach to potential work project sponsors 
(includes development of master agreements with public agencies) 
Conduct outreach to potential corpsmember development component 
providers (of education, post-program services, support services, and 
life skills) 
Develop local post-program benefits and placement ·options 

Stace Corps Planning Packet - National Association of Service and Conservation Corps • 1994 
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JTPA Dr.'vision of Labor at lmpltmentation, continued 

CORPS OPERATOR: If the SDA does not operate the corps program, it may ask its 
contracting agency to implement the corps locallv . This means 
the contractor will develop local systems and procedures for the 
foilowincr --

0 

■ Recruitment and orientation of corpsmembers 
■ Staffing 
■ Communicating the model and its local form 
■ Work program -- criteria and process for choosing/scheduling projects 
■ Corpsmember development program -- in house or contracted out 

. OPERATIONS HA.l~BOOK: 

The state can ensure greater local consistency and rapid implementation by preparing 
a generic handbook or set of forms. The handbook/forms would address: 

■ Corpsmember recruitmen ti hiring/ orientation/ discipline/ grievances/ 
wages/benefits/assessment/evaluation; 

■ Work project sponsors -- application , contract, hazard analysis, evaluation, 
reports; 

■ Administrative functions such as :MIS , personnel procedures; 

■ Practical items such as facility, vehicles, tools and equipment; and 

■ The preferred or mandated outline for corpsmember development and training. 

FOR MORE INFORMATION: 

Please refer to the 1993 NASCC technical paper, 
Making ITPA Work for the Corps. 

State Corps Planning Packet - National Assoc iation of Suvice and Conservatio n Corps • 1994 



STATE CORPS PLANNING RESOURCES: 

A BRIEF LISTING 

All resources listed below are available from NASCC, either free or a1 cost. 

Sample corps enabling legislation/regulations -- available for ·numerous states. Free. 

Corps Development Action Plan -- useful tool for planning corps implementation. Free . 

Corps program annual reports -- reviews and evaluations of state programs. Free. 

Urban Corps Expansion Project Resource Book --

35 

A state-of-the-art compendium that explains and provides examples of numerous corps 
program operations and procedures. Designed for use with urban corps programs but 
many materials and much commentary are applicable to state corps as well. 
Available at cost. 

Building Youth Corps -- A thorough discussion of the process of forming a state corps 
program , with numerous examples. Free. 

State Corps Planning Packet - National Association of s~rvice and Cot1Servation Corps - l 994 
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SU1l1MARY -- NATIONAL ALVD COMMUNITY SERVICE 
TRUST ACT OF 1993 

The National and Community Service Trust Act of 1993, P .L. 103-82, creates a new 
Corporation for National Service. Under the Corporation , the ACTION agency and the 
Commission on National and Community Service will be merged. ACTION's programs 
were reauthorized as part of the Trust, although they retain an authorization separate from 
the new "national service" programs which are authorized at $300,000 ,000 for FY 1994, 
$500,000,000 for FY 1995 and $700 ,000 ,000 for FY 1996. To receive national service 
funds , states must set up State Commissions , and submit a state plan to the Corporation for 
National and Community Service. Provisions are made for national organizations , federal 
agencies, and local and state programs (which want to replicate themselves nationally) to . 
apply directly to the Corporation for funding. The Corporation will be headed by a Chief 
Executive Officer who shall be appointed by the President, with the advice and consent of 
the Senate. All board members will also be appointed by the President with the advice and 
consent of the Senate. 

National service participants may enroll for up to two years and will receiye up to 
$4,725 per year in college or job training scholarships or loan forgiveness. With "limited 
exceptions, national service programs must provide all full-time participants with a living 
allowance equal to or greater than the average annual subsistence allowance provided to 
VISTA volunteers (currently $7,440 annually). The Corporation shall contribute up to 85 % 
of the -level of the average subsistence allowance to a program's living allowance costs. 

Funding will be provided to carry out full or part-time national service programs , 
including summer programs. Funding can be provided for the establishment, operation , or 
expansion of a program and may not cover a period of more than three years. After three 
years , renewal is possible. Federal agencies which receive national service funds are allowed 
to enter into contracts or cooperative agreements with an existing national service program of 
high quality. The State Commissions and Corporation will both set priorities for the types of 
national service programs to be assisted. 

Eligible national service programs must address unmet human, educational, 
environmental or public safety needs. Most of the programs which are eligible for funding 
are in the-new Subtitle C. These programs include community corps; year-round or summer 
youth corps programs; programs that provide specialized training in service learning; service 
programs that recruit individuals with specialized skills or provide specialized pre-service 
training; individualized placement programs; campus-based programs; preprofessional 
training programs; professional corps programs; programs for economically disadvantaged 
16-24 year olds which combine service, education, and employment skills and in which 
participants meet the housing needs of low-income families; national service entrepreneur 
programs which identify, recruit, and train gifted young adults ; intergenerational programs; 
programs administered by a combination of nonprofit organizations located in low-income 
areas; community service programs designed to meet the needs of rural communities ; 
programs which seek to eliminate hunger; and such other national service programs as the 
Corporation may designate. 

Stace Corps Planning Pac ket - Nacioaal Assoc iation of Service and Coaservacioa Corps - I 994 
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Summary: National and Communily Service Trust Act, continued 

Other programs which are authorized, but do not have a separately authorized 
appropriation, include the Military Installation Conversion Demonstration program to provide 
meaningful service opportunities for economically disadvantaged youth in communities 
affected by base closures or realignments; the Public Land Corps Act which allows the 
Secretaries of Interior and Agriculture to create such a Corps or utilize existing conservation 
corps to carry out conservation projects on public lands, Indian lands and Hawaiian home 
lands; and the Urban Youth Corps which allows the Secretaries of HUD and DOT to enter 
into contracts and cooperative agreements with any qualified urban youth corps to perform 
service projects. 

USC 12572 

Definition of Youth Corps from NCSTA 

Section 122. TYPES OF NATIONAL SERVICE PROGRAi\1S ELIGIBLE 
FOR PROGRAM ASSISTANCE. 

(a) ELIGIBLE NATIO AL SERVICE PROGRAMS.--The recipient of a grant 
under section 121(a) and each Federal agency receiving assistance under section 121(b) shall 
use the assistance, directly or through subgrants to other entities, to carry out full- or part­
time national service programs, including summer programs, that address unmet human, 
educational, environmental, or public safety needs. Subject to subsection (b)(l), these 
national service programs may include the following types of national service programs ... 

(2) A full-time, year-round youth corps program or full-time summer youth corps 
programs, such as a conservation or youth service corps (including youth corps 
programs under subtitle I, the Public Lands Corps established under the Pub lic Lands 
Corps Act of 1993, the Urban Youth Corps established under section 106 of the 
National and Community Service Trust Act of 1993, and other conservation corps or 
youth service corps that performs service on Federal or other public lands or on 
Indian lands or Hawaiian home lands), that--

(A) undertakes meaningful service projects with visible public benefits, including 
natural resource, urban renovation, or human services projects; 

(B) includes as participants youths and young adults between the ages of 16 and 25, 
inclusive, including out-of-school youths and other disadvantaged youths (such as 
youths with limited basic skills, youths in foster care who are becoming too old for 
foster care, youths of limited-English proficiency, homeless youths, and youths who 
are individuals with disabilities) who are between those ages; and 

(C) provides those participants who are youths and young adults with-
(i) crew-based , highly structured, and adult-supervised work experience, life 
skills, education, career guidance and counseling, employment training, and 
support services; and 
(ii) tne opportunity to develop citizenship values and skills through service to 
their community and the United States. 

Stace Corps Planning Packet - National Assoc iation of Suvice and Conservation Corps • 1994 



WHY YOUTH CORPS ARE AN ALL-AROUND GOOD 
OPTION UNDER NCSTA 

Full-time corps serving youth and young adults are a great program option because: 

■ NCSTA requires using 50% of all state grant funds in areas of 
need, and corps have a proven record of serving areas of need; 

■ Corps operate with a clear yet flexible program model 
( see Pans I and II) ; 

■ Many states already host a corps infrastructure on which to build; 

■ Corps are well-equipped to carry out projects in keeping w{th the 
national priorities -- corps have carried out millions of hours of environmental 
and disaster relief projects, rehabilitated hundreds of houses , apartments, and shelters, 
provide a positive crime prevention alternative for youth , and carry out tutoring and 
child care in many communities; 

■ Corps are a proven structure for working with youth and young 
adults -- the primary group of intended participants in national service -- and also 
offer many intergenerational opportunities; 

■ Corps work projects are a treasure trove of service-learning 
opportunities; 

■ Corps can easily expand in the summer to serve in-school youth ; 

■ Training, technical assistance, and a supportive network of corps 
practitioners are rea.dily available through NASCC; 

■ Corps operate with documented cost-effectiveness, making them easier to 
sell to state legislatures , foundations, and other holders of key pursestrings. 

State Corps Planning Packet - National Association of Service and Conservation · Corps - 1994 
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HOW CORPS AND STATE COMMISSIONS CAN WORK 
TOGETHER FOR MUTUAL BENEFIT 

I. If your state is not home to a corps: 

■ Seed development of a statewide corps program, through a state agency or 
nonprofit organization; 

■ Seed development of a network of local corps; 

■ Seed development of one or two pilot corps programs; 

■ Use a planning grant to develop a corps , with technical assistance from 
NASCC. 

II. If your state is home to a corps: 

■ Expand current programs, building on existing infra.structure; 

■ Provide post-service benefits for participants in existing corps; 

■ Broaden the geographic scope of the existing corps program, or create new 
local corps in unserved areas; • 

■ Expand or ~eplicate promising program components; 

■ Provide opportunities for corps graduates to continue in part-time service 
while attending school, so as to qualify for part-time AmeriCorps benefits; 

■ Build the capacity of existing corps by placing AmeriCorps volunteers, 
VISTA participants, and participants in religious service corps programs in 
corps staff positions or in the Urban Youth Corps with the Departments of 
Transportation and Housing and Urban Development. 

■ Seek a role for corps in your state in the Public Lands Corps, in 
cooperation with the Departments of Interior and Agriculture. 

State Corps Planning Packet • National Association of Service and Conservation Corps - 1994 
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FEDERAL AGE1VCY PARTNERS -- AN l1VTRODUCTION 

If your state contains significant amounts of Federal, land, or if you 
identify Federally-assisted transponation, housing, and public works projects that 
would benefi t from an infusion of national and community service energy , vou are in 
luck. 

The Public Lands Corps Act and the Urban Youth Corps Act provide Federal 
agencies with the clear authority to contract with state and local corps programs to 
carry out a wide range of projects. • 

N.B. FEDERAL AGENCIES MUST SUBMIT THEIR NATIONAL 
SERVICE PROPOSALS BY APRIL 15, 1994. 

Thus , now is the time to contact relevant Federal officials in your state to, forward 
ideas regarding: • 

1) Needed projects in your area, and 

2) Potential connections between Federal projects and existing or new corps. 

For more information on the Public Lands Corps and Urban Youth Corps , please 
contact NASCC. 

State Corps Planning Packet - National Association of Service and Conservation Corps • 1994 
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SUMil1ARY -- PUBLIC LANDS CORPS ACT 

Section 201-210 of the National and Community Service Trust Act, P.L. 103-82. 

Overall: This section of the national service bill establishes a Public Lands Corps 
with.in the Departments of Interior and Agriculture, and provides the Secretary 
of each Department with the ability to establish year-round corps programs for 
young adults, to contract with state and local corps programs , and to contract · 
for individual-placement resource assistants. 

Specifics: 

Establishes a Public Lands Corps within the Department of the Interior and the 
Department of Agriculture for young adults ages 16-25. 

Authorizes each Secretary to enter into contracts or cooperative agreement~ with any 
qualified youth or conservation corps, and with operators of resource assistant 
programs. 

Authorizes each Secretary to utilize the Public Land Corps or contracted corps to 
carry out conservation, restoration, or rehabilitation projects, and to establish 
conservation centers to house participants in residential corps programs . 

Instructs each Secretary to provide living allowances, terms of service, and post­
service benefits consistent with the National and Community Service Act (NCSA). 
Makes participants eligible to receive national service educational awards. Also 
provides for deferral of Stafford Loans while in the corps. 

Applies displacement language in NCSA to the Public Lands Corps. 

Authorizes each Secretary to pay up to 75 % of the cost of projects carried out by 
corps under contract. No cost share would be required in the case of projects carried 
out directly by a Federal corps or projects on Indian lands. Authorizes each Secretary 
to accept donations for operating a Federal corps and carrying out projects. 

Makes each Secretary eligible to apply for support of the Public Lands Corps , or for 
contracting with qualified corps, from the Corporation for National and Community 
Service. 

State Corps Planning Packet - National Association of Service and Conservation Corps • 1994 



SUMMARY -- URBAN YOUTH CORPS 

Section 106 of the National and Community Service Trust Act, P.L. 103-82 

Overall: 

Specifics: 

This section of the national service bill establishes an Urban Youth Corps 
within the Department of Transponation and the Department of Housing and 
Urban Development, and authorizes the Secretary of each Department to 
contract with urban corps programs. 

Establishes an Urban Youth Corps within the Departments of Transponation and 
Housing and Urban Development for young adults ages 16-25. 

Authorizes each Secretary to enter into contracts or cooperative agreements with any 
qualified urban corps. 

Authorizes the Secretary of Transportation to make grants to states (for subsequent 
pass-through to local governments) for establishing, operating, or supporting urban 
youth corps as they perform service projects related to transponation resources or 
facilities. 

Authorizes each Secretary to utilize the Urban Youth Corps or contracted corps to 
carry out appropriate projects involving public housing projects or public works 
resources or facilities. 

Instructs each Secretary to provide living allowances, terms of service, and post­
service benefits consistent with the National and Community Service Act (NCSA). 
Makes participants eligible to receive national service educational awards. Also 
provides for deferral of Stafford Loans while in the corps. Applies displacement 
language in NCSA to the Urban Youth Corps. 

Authorizes each Secretary to pay up to 75 % of the cost of projects carried out by 
urban corps under contract, with the remaining 25 % to come from nonfederal 
sources. Authorizes each Secretary to accept donations for operating a Federal corps 
and carrying out projects. • 

Makes each Secretary eligible to apply for support of the Urban Youth Corps, or for 
contracting with qualified corps, from the Corporation for National and Community 
Service. 

State Corps Planning Packet - National Associatiou of Service and Conservation Corps - 1994 
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APPENDICES 



Technical Assistance Services Available from NASCC 

On-site consultation by staff or expert Circuit Riders 

Structured Site Visits to exemplary corps 

• Advice and counsel re: NCST A applications 

Introductions to relevant Federal agency staff 

Program assessments/review 

Training of crew supervisors and other staff members 

Topical Training: Organizational development 
Staff development 
Corpsmember development 
Fee-for-service projects 
Service-Learning 

Document search -- Technical Assistance Resource Center 

Telephone assistance 

Written and Other Resources Available from NASCC 

Making JTP A Work for the Corps 

Report to the Field: NCSA Implementation Project 

UCEP Resource Book 

UCEP Fiscal Manual 

"Introduction to Youth Corps" slide show with script 

Assorted corps videos and slides 

For Assistance: · Please call NASCC at 202/737-6272 

State Corps Planning Packet - Natiocal Associatioc of s~rvice and Cocservatioc Corps • 1994 
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National Association of 
Service & Conservation Corps 

CORPS DEVELOPMENT ACTION PLAN 

Purpose of the Action Plan 
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The Action Plan can help you identify key achievement and decision points that will 
move your corps program from idea to reality. It will lay out those actions that are critical 
in developing your corps and will establish the milestones, responsibility and timeline 
necessary for accomplishing them. These milestones and your progress in achieving them 
will also assist NASCC staif members and consultants in providing technical assistance. 

Preparing the Action Plan 

You may want to convene a day-long meeting that allows a small working group of 
key corps planners and developers to hammer out the details of implementation of your 
corps. Prior to this meeting, the participants should_ have a chance to review this 
introductory page, as well as the Action Plan Focus Ar_eas and Worksheet. _ You may want 
to invite a NASCC staff member or consultant to assist you as you prepare this plan. 

After the meeting, the primary planning staff member(s) will be responsible for 
gathering and organizing further information that is needed to further develop the Action 
Plan. NASCC could help you establish a tirn.eframe for completion of your Action Plan that 
will take into account your projected startup date, current level of progress, anci other 
timing considerations. The Action Plan will serve as a framework for tracking your 
progress toward corps implementation and can be reviewed periodically by you and 
NASCC. 

The Action Plan Worksheet and Focus Areas 

When completed, your Action Plan will .address each of the focus areas that are 
identified on the next four pages. You may want to make multiple copies of the Action 
Plan Worksheet, and use one (or more) for each focus area. The Worksheet includes these 
items: 

■ Actions - steps, tasks, and achievements in your planning and development process 

■ Milestones - decision points or accomplishments necessary to complete the actions 

■ Responsibility - assignments for individuals, committees, decision-makers, etc. 

■ Date - expected completion date for each milestone. Your Action Plan can cover the 
period from the present through the day corpsmembers first enter your doors. 

■ Technical Assistance Resources- sample documents, policies, guidance needed from 
NASCC staff or corps practitioners. 

666 Eleventh Street, :\'W • Suite 500 • \V.1shington, DC :?0001 • (202)737~27:? • (202)737~277F.:i.x 
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Focus Areas 

I . Leadership Development 

■ Determine Planning Group role and plan transition to a permanent governing 
body 

■ Build the governing body (a Board of Directors and/or Advisory Committee) 

■ Enlist support of local government officials 

■ Build relations with community organizations 

■ Develop private sector support and leadership 

■ Recruit and select a Corps Director 

II. Resource Development 

■ Prepare expense and revenue projections for first year of corps operation 

■ Formulate and implement private (i.e. corporate and foundation) fundraising 
strategy 

■ Secure public commitments including JTP A, CDBG, fee-for-service contracts 
and other funds 

■ Gain commitments for in-kind services or facilities (i.e., education services, 
pro bono professional support, tools, headquarters) 

■ Develop state and local legislative strategy 



m. Building an Organization 

New Non-Profit 

■ Develop strategy for transition to new organization 
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■ Incorporate, develop articles, by-laws, secure tax exempt applications - state 
and federal 

■ Transfer legal governance responsibility to Board of Directors 

OR 

Sponsorship by Existing Organization 

■ Develop operating agreement with lead agency 

• Establish roles and responsibilities of lead agency governing body, Advisory 
Committee, staff, etc. • 

N. Staffing 

■ Develop organizational plan and staff roles and responsibilities 

■ Determine phase-in schedule for staff 

■ Develop job descriptions, qualifications and selection criteria 

■ Recruit and select staff 

■ Phase-in staff 

■ Orient and train staff 

V. Facility and Equipment 

■ Identify and develop a corps facility 

• Determine needs ·and acquire corps vehicles, tools and equipment for office 
and work projects 
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VI. Corps Identity and Visibility 

■ Establish the Corps identity (i.e., logo, slogan, uniforms) 

■ Develop a marketing plan 

■ Plan an opening ceremony or kick-off 

VII. Corpsmember Recruitment & Selection 

■ 

■ 

■ 

■ 

* 

Review suggested corpsmember development structure for existing program 

Recruit and select corpsmembers 

Develop an intake system 

Design and implement an orientation strategy 

If orientation is residential, develop contract with provider 

VIII. Co.rpsmember Development 

■ Review suggested corpsmember development structure for the existing 
program 

■ Establish goals for corpsmember development 

■ Plan for the delivery of educational services including identi.f:i.cation of: 

Program goals and objectives for basic education and life 
skills 

- Types of services and their providers (e.g. ESL, basic skills, 
GED, skill training) 

- Key activities, methods and materials (e.g. workshops, 
internships, worksite meetings, etc.) 

- Management and staffing plans 

- Assessment and Accountability systems (program and 
corpsmember) 
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VIII. Corpsmember Development (continued) 

■ Plan for the development of related corpsmernber development components 
including: 

- Develop corpsmember handbook, policies and procedures 

- Develop strategy for corpsmember supportive services (i.e. , 
counseling, housing, childcare, substance abuse, etc.) 

- Develop a post-program strategy for corpsmembers (i.e., job 
placement, continuing education, etc.) 

- Develop goals for program enhancements (leadership 
development, retention strategies, incentives, 
empowerment, etc.) 

■ Identify all additional resource needs ( equipment, space, computer 
technology) 

■ Develop strategies and mechanisms for integrating all components of 
corpsmember development 

■ Produce a timeline for planning 

IX. Work Program Development 

■ Re.fine criteria and process for choosing work projects 

■ Identify and build relations with work sponsors 

■ Develop master agreements with key public agencies 

■ Develop and sign work project agreements 

■ Develop work project evaluation instrument 

■ Develop work project planning and scheduling system 
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X. Management and Administration 

■ Design policies and procedures (systems, tools, processes, etc.): 

- Personnel policies 
Organizational manual 
Accounting. system 

- Contract management system 
Reporting systems for specific funding sources (i.e., JTP A, CDBG, 

local, state, fee-for-service contracts) 

■ Establish a management information system (MIS) 
(Hard copy or computerized) 

■ Develop a management and fiscal review process 

XI. Corps Review and Refinement 

■ Develop a strategy to review and refine program operations 



Page_ of _ 

CORPS DEVELOPMENT ACTION PLA N WOR KSHEET 

Corps Site: 

focus Area: 

Prepared by: Dale: ____ _ 

Actions Milestones Responsibility Date TA Resources 



A Day in the Life of a Crew Supervisor 

With grateful appreciation to Michael Connelly of the Philadelphia 
Youth Service Corps and Molly Callaway of the Montgomery County 
(MD) Conservation & Service Corps, tor this description of a 
typical day. 

My day officially begins at 7 a.m. when I arrive at the office to change into 
my sweatsuit and get ready for physical training (PT). This morning I gave a 
ride to two corpsmembers who were walking to the building from a distant bus 
stop. One of the corpsmembers is new to the program and he still is unsure as 
to whether he wants to continue. I tried to use the brief ride time as a chance 
to motivate him to stick with it. 
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By 7: 15 a.m., I have started to greet all the corpsmembers as they enter the 
building. l try to strike a balance between having an informal and friendly 
atmosphere while getting the corpsmembers ready to do some serious 
exercises and then on to the work project. Actually, this is the kind of balance 
that I try to create at the job site -- the creative tension between the work that 
needs to be done and the developmental support that the corpsmembers need. 

At 7:25 a.m., one of the corpsmember's mother calls to tell me that her son 
won 't be in today. She wants to talk about how the corpsmember is doing and 
find out exactly what our attendance policy is. Mothers, probation officers , and 
school counselors usually ask for me when they call because I'm the staff 
person who the corpsmember is closest to. 

During PT, I stop the group in the middle of push-ups because a few of the 
corpsmembers are doing the exercises poorly. Another crew supervisor blends 
in with that group to set a good example and to be a role model for the rest of 
the exercises. Following PT, my part of the daily announcements and reading 
time is to lead a ten minute discussion on current events. On the front page of 
the morning newspaper is a story on "crack babies, " those born addicted to 
cocaine. Many of the corpsmembers get angry about the addicts and about 
how moms can abuse their babies like this ... 

(Later, at the work site) ... This morning we are painting and doing some 
minor repairs at a local community and recreation center. We begin the project 
with a review of safety hazards. My role as crew supervisor is closer to that of 
a parent than of a:n employer. [ am responsible for the corpsmember's 
appearance, language, personal problems, lunch break behavior and their job 
performance. There is rarely a moment's rest. 
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On this crew, I have some corpsmembers who are good painters and they 
need very little supervision. Others, however, are extremely deficient in terms 
of practical skills and they almost need to be led by the hand. A third group of 
corpsmembers is capable of doing good work, but it is a playful group. 
Allocating my time between the groups within my crew is something that I have 
developed a sixth sense for, e.g. sometimes I get that tingly feeling that the two 
corpsmembers in the next room could use a check-up. In between my spot 
checks of the groups, I try to remember to take time to be a role model by 
painting, using tools, or teaching with measurements or other parts of the task 
at hand. At 3:45 p.m., it is time to clean up, review the completed work with 
the whole crew, and get ready for the trip back to the office . 

... Paperwork is another part of my job: timesheets, incident reports , project 
notes and bids, corpsmembers's evaluations, phone messages, not to mention 
some newsletters and training announcements that I rarely get to read. I also 
check through the education/grade level assessment of one of my new 
corpsmembers who reads at about a sixth grade level. I need to remember 
that when we go over the work specs at our crew meeting for the next project. 

I 

The paperwork requires discipline and provides feedback that the corpsmember 
needs to grow and that our funding sources require. Paperwork often adds 
another hour to an already long day. As I get ready to leave for the day, a 
former corpsmember drops by for a visit to tell me about his new car and his 
new job. He also wants to tell me the latest gossip from the street, who from 
his crew is doing well, who is screwing up and getting into trouble. It's an 
important part of my job to listen and learn from this former corpsmember, and 
it's how I finish my ten-hour day. 
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Corps Vabu.s 

SERVICE AJ.~TI COMM1.JNITY 

2. ARTICUL-\TING_ AND TRANSNITITING CORPS VALUES 
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Research oa corps programs mongiy indicates th.at corps v.lues ~ be int.l!ma..liz.ed by corpsmcmbers 
oruy if they are purp::x:sduily and consisun tly re.info ro:d. For corpsmmibers to hear the positive ( and 
n cg a rive ) mcssag es you said and in corpora tc them in to their ~ ~ me:ssag es m est be delivered 
rciuJ ariy and consist.en tly in the ,wrds and. ac:tioos of s t.aff and provammed in to the .ar.i ti es of t.b.e 
corps.. They must be utiatlated clearly and in a l.mgu.a.gc th.at is comprchal.siblc and crcdibic _to 
corpsmc.mbcrs. 

Toe corps staff and bo.ard should meet urty on to discus.s the values the corps "1.Shes to communicate. 
Among th c ideas th.at should be considered arc: 

Youth zs f"l:$0UI'~. The energy pcss.css.ed by young people is an untapped resource that can 
and should be used to promote the good of o:immunities. R.lther than being viewed a.s 
"clients of the system· or socie:ys "probicm." young people repr~t the potential for wsiciye 
c.h.ange. • 

"'E vcryonc c..a.n be grc.at bec.m:s c C"VCl')'O oc c.an s cne. • This M a.rti.n Lu th er King quo ta ti on 
encapsulates the vis.ion th.at e.a.c.,."1 of us, regard.less of race, ~e or COJnomic p:)Sition. has the 
power to make a dilierc.n.cc. 

Tomorrow's 'iVOrx. for~ Young people too.ay will be the ba.dbone of the o:iuntry's economic 
engine. By preparing youth for the world of ,;i.;orx·-i.n terms of worx habics and. worx ili.lls·­
we affirm our belief that well ·prepared youth arc a key to the nation 's suo:::.es.s. 

Y cc.mg people have imporuot ideas md rootribution.s. As a group, young people are often 
oppressed. They arc victims of racism.. saism. educational systemS ..-ithout resources, 
vioiencc at home and in their communities., unsubic families and the constant mc:s.sage that 
they a.re too young to have anything of v..l ue to off er. The co rps rcvel"Se3 these mc:s.sag es by 
offering respectful interactions, a ~c environment, support from peers and. adults., and a 
consistent me:ss~e that young people have important ideas and conoibutions. As one COC"FS . 

staff ~a put it, 'Don't underestimate a corpsmcmber's ability to dream.' 

A sense of cotllIIlUZ;llty is an anchoi- md CXJo.fidcnc:e-bu:ildcr. By building a community of 
• relationships built on respect, the corps provides young people ..-ith a ~e place where they 
cm belong and fed confident in themse.lvcs.. 

Othu positrYe values commonly asserted in corps program! include urban e:mironmc.nuli.sm. le.a.ming 
as a. lifetime pu.mlit, a:lcbru:ioo of racial and ethnic diversity, ~rc.adincss skills and ~unt.cerism. 

Oace your corps h.as identiiied the values it believes a.re pararn<Xmt, they should then be incorporated 
in a ,;,,rin.en sut.e.ment. This statement should be used to ensure oonsi.st.c:ncy in how they will be 
tn.mmittcd to cor-psrncmbe~ and the broader commtmity. Statements should include only the most 
essential values; if you try to communicate too much, your messages will become diluted and 
ambiguous. 



SER VICE AND COMM1JNITY 

2. Alticr..l..tmng and T rrmsm.i..aing 
Corps V auu.s 

The statement s.hould guide your efforts in esu.bli.s.hing a ml.s.sioo sutcmc:nt, a corpc moc::o, and all 
public rel... tioa.s and reaui ting materials. Most imp:m.ant, it must guide h,oq., you communicate with 
corpsmc:mbcrs.. 

Ooa: the corps i.s opcncional, the difficult task o{ transmitting and reinforcing v.tlues must be 
ur.dcrt.akcn. Exemplary corps 1uvc found the foUo~ strategies to be usdul in rniling corps v-alucs 
an i.ntcgr.l part <X darto-..uy operations: 

■ U sc your mi.uion sutcmc:nt.. Corps values ~ be cen tnl to your mission sutc:mcnt. Ma.kc 
sure th.at corpsmcmbcn, suff, bo~ mc.mbcn, 'l,IOl"X s:poo.son, eduotion.a! providc!l and 
other u:M)(..-ed p.artie:s are apose:i to the mi.s.sioa statement and uodcrsund its ramifiotioos. 

■ Dcm.md rtaff involvcI!xnt and rommitmcnt. Corps staff must embrace the corps va.luc:s and 
be comminc.d to their transmission. Staff should be involved in d~lo~ value statements, 
periodically rcvi~ prog-res.s in achieving them, and disoi«in,g difficulties or incornistcncics 
they pcrcc.i ve or wi cnes.s. 

■ Regularly reinforce val~ w;th staff. Regular staff mce~ and retreats should be 
s.c.hc.dulc.d at which the va.lucs o{ the corps arc reiterated. 

• Stress values in public forums. Because corpsmembcrs often hc.ar about the corps through 
...-ord o{ mouth, it is imporunt th.at the corps' public im3.ic ao::urately reflect it! va.lucs. By 
building broad community awarcncs.s., corpsmcmbcrs arc more lixc.iy to enter the corps with 
c.l car expect.a cions. They will understand that the co rp:s expects them to perform sc rvi cc and 
to show responsibility t.o the community. 

■ Enlisting support from swrk sponsors. Woric sponsors must fully understand the corps' 
emphasis on community and scrvia: and reinforce for corpsrncmbcn the notion that they arc 
producing tangible bcncti ts. This can be ao:omp!i.sh c.d through the sponsor's partic:ipa ti on in 
oricnc.atioo of corpsmcmbcn, periodic reviews of ~rx in progrcs.s., crew meetings.. and 
deb ri cfings once a proj ea is comp! etc or at si gnific.ant bcnchrnarl:s in its progress. 

■ Build values in~ e:dl.latian programs. The UCEP·devcloped education model, Practic:i.l 
Education for Citizens.hip and E..'Tlploymcnt (FECE), is designed to be integrated into and 
support corps activttiCj that promote a s.cn.sc o( community. Its life shlls straad, in particular, 
will accommodate discussion and reinforcement ci corps v.tlucs. 

~ imporunt thing to remember is th..t no matt.er how tough thinp are, the corps must consistently 
use and rrinfo~ a solid set ot v.tlues. The values of .service and com.mun.icy must guide all corps 
dforts.; they underly ail the sections of th.is manual. 

,• . . 
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THE LOS ANGELES 
CONSERVATION CORPS 

' 
The Los Angeles Conservation Corps (LACC) operates as a locally supported, private, non~profit 
corporation committed to serving the young adutts and community ot Los Ange les. 

The goals of the LACC are: 

To perform needed conservation and community service projects for the Los Angeles 
Community. These include: 

• Conservatio~tree planting, erosion control, revegetation, wildlife habitat im­
provement, fire-hazard reduction. 

• Park Development-trail maintenance and construction, playground improve­
ment, campground development, wheel chair access ways, clean-up. 

• Community Improvement-landscaping, community garden development, 
gratfiti removal, historical preservation. 

• Recycling-bin collection systems, launching of curbside programs. collection 
from commercial, industrial, and residential routes, collection at special events 
and parks. 

To provide opportunities for corpsmembe_r~ to acquire skills, develop self-confidence 
and pride, and broaden their understanding of the world. Some of these opportunities 
for corpsmembers include: 

• Learning skills necessary to enter the job market successfully, including work, 
job search, and academic skills. 

• Developing an appreciation for the history, culture, and environment of Los 
- Angeles. 

• Developing Personal Life Management skills such as consumer education, 
money management, and other skills for independent living. 

• Developing a sense of community responsiblility, service. and citizenship. 
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The Corpsmember 
Handbook 

In any job, it is important to know what your 
rights are and to know what is expec:ed of 
you. The Corpsmember Handbook will in­
clude this and other information that can he!p 
you take full advantage of what the LACC has 
to offer. For instance , in this handbook, you 
can find out hot only what you have to do to get 
a pay raise, but also how many docks you are 
allowed before a dock is grounds for termina­
tion. Thi s handbook should answer any ques­
tions you have 2.bout rules and why the LACC 
does certa in things. 

Table of Contents 
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Pay and Benefits ·········································· ························· ················ ··· ·····~······· 7 
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Policies on Attendance and Punctuality······················· ··············-························· 12 

Uniform Policy ····························································-·········································14 
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Staff and Corpsmember Relationships··························· ···········-························· 17 

Performance Evaluations .................................................................................... 17 

Physical Exercise '·····················································································-········· 17 

Grievance Procedure for Corpsmembers ····························:······························· 18 

Corpsmember Development Blocks .......... ............. ... ..... ................................ ..... 20 
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The Work Program 

Each corpsmember be longs to a crew of 10 to 20 pe pie. The crews work on projects ranging frc,­
trail construction, to landscaping, to recycling support. The LACC selfucts projects that ar:;; 
important to the community or the environment and that provide opportunities for corpsmembers 
to learn about conservation or the environment. 

The LACC works for public or non-profit agencies, such as the Department of Water and Power, 
the Santa Monica Mountains Conservancy, and the Los Ange les County Parxs and Recreation 
Department. The agency sponsoring the worx project normally provides all materials, supp lies, 
and technical assistance. 

Assisting the crew supervisororcrewleader are one or two assistant crewleaders (ACL's). Projec:s 
are rotated , usually in 2 o 3 week periods. Crews leave from the center and travel to the project 
site each day-unless the project is a ·spike.~ A spike is a project where the crew stays for about 
a week at a acil ity provided by he sponsor. We have spikes when the project is too far away o 
drive every day. 

If you want and can handle more responsibility after 2-3 months in the LACC, yqu can apply for 
positions with special programs, such as Miracle on Broadway, Maple Park, or Linco ln Park. 

LACC Work Schedule 

Monday Tuesday Wednesday Thursday Friday 
7:00-7:1 5 7:00-7:30 7:00-7:30 7:00-7:30 8:00-12:00 
Stretch Stretch Stretch Stretch Classes 
Exercise Exercise Exercise Exercise 

Run Run Run 
7:15-7:30 8:00-12:00 

C(ew Meetings Welcoming 
Day for 

7:45-4:15 7:45-4:15 7:45-4:15 7:45-4:15 New CM's. 
WOO( WOO( work work (once a 

month) 
4:30-6:30 4:30-6:.30 4:30-6:30 4:30-6:30 
--School two days a week f0< those who need a H.S. Diploma 0< GED 

8 hrs. paid 8 hrs. paid 8 hrs. paid 8 hrs. paid Non-Paid 

-
Departure: Roll Call is at 7:45 and leave time is approximately 7:55. Sometimes crews leave at 
7:00 when the commute to the project is more than 45 minutes. 

(continued next page) 
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Welcoming Day: One Friday per month the new corpsmembers who completed train ing are 
welcomed into the LACC. Events include: crew reports, crew awards, announcements, speakers, 
and presentation of certificates to new corpsmembers. 

All corpsmembers are required to attend. Uniforms are not required. Non-attendance resutts in a 
dock, and missing consistently could resutt in suspension or termination. 

Weekend Work: Usually there is work available on the weekends on a first-come-first-served 
basis. Sign-up sheets are posted below the stairs on the bulletin boards .. Friday work cannot take 
the place of Friday classes, and corpsmembers are not eligible for extra work for a month. 
Corpsmembers are required to participate in the extra work hours they have signed up for; an 
unexcused absence will resutt in a dock. 
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The Corpsmember Education Program 

The Corpsmember Education Program are c!asses that take place outside of regu lar worki, ~ • • 
hours. The program inc!udes daily classes for getting a GED or High School Diploma and Frio..:. _, 
classes, which are geared toward deve loping Life Management or Job Search skills. 

Ycu may wonder why the CACC has an Education Program. This is why: if you have your High 
School dip loma or GED and can read and write basic Eng lish , you have more job opportunities; 
therefore, the LACC instituted a school at the center to make it easierforcorpsmembers to continue 
heir educations. The Corps encourages those who have rece ived their High School Diploma or. 

GED to enroll in vocational and/or other educational classes offered at local co lleges or learning 
institutions. 

Because each student begins at a different level, learning at the LACC school is individualized. The 
teaching is different from that in a traditional classroom where the teacher talks and writes on the 
board. lnstead, the responsibility is on you, the student, to teach yourself. You work at an assign­
ment until you need the teacher's or tutor's help; they will not he lp you unless you ask for it. Stu­
dents work at their own pace and earn points for each assignment that is completed. 

For' information about classes and incentives, see the next page. 



71 

Dally Classes: 
• Attendance is mandatory for students who do not have a H. S. Dip loma or GED. 

Corpsmembers are required to go 2 days a week, 2 hours each' day. 
• Class is from 3:30 to 6:30. Corpsmembers who get ott at 4:15 begin at 4:30. 
• Teachers are provided by the Los Angeles Unified School District. 
• One instructor teaches Math and Science on Mondays and Wednesdays. 
• Another instructor teaches Eng lish and Social Studies on Tuesdays and Thursdays. 
• Additional volunteers and staff are available for tutoring and computer training. 
• Corpsmemoors who need to improve their English, including speaking, read­

ing, and writing skills attend local ·English as a Second Language" classes. 

Friday Classes: 
• C!as.ses are to provide skills to further your career; to help you develop money, 

. time, and life management skills; and to increase your knowledge of your 
environment. 

• Failure to attend the classes shows you are not taking advantage of opportu­
nities the LACC provides. The classes are necessary for advancement, for 
raises, and for continuing employment with the LACC. 

• Regarding attendance, it you have committed to a class, you are required to 
attend. An unexcused absence is a dock. More than 15 minutes late is also 
a dock. 

Education Incentives-You can earn: 
• $10-0.00 or a week of paid vacation for completing a GED, High School Diploma. 

or 45 units of class time. The points earned on assignments earn you units. 75 
points = 5 units. 

• Same awards for completion of a three unit college class with a ·c· or better. 
($100 ;00 maximum per semester) 

• Reimbursement of up to $50.00 for tuition and books for college classes. (You 
must repay this if you do not complete the course). 
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Pay and Benefits 

Corpsmembers will be paid $4.25 an hour from 7:45 AM to 4:15 PM. They will not be paid for the 
half-hour lunch break. This amounts to eight hours a day and approximately 32 hours a week. 

The Pay Periods are from the 1st to the 15th and from the 16th to the end of the month. It usually 
takes 2 days to process the checks. See the Appendix for a calendar of pay dates. 

Overtime-
• If you are required to work overtime for more than 40 hours per week, you will 

be paid time and a half. 
• If you vo lunteer for extra hours on Friday or Saturday, you will be paid straight 

time. 
• Hours worked over 40 on a declared emergency are paid at time and a half. 
• Extra work on Sundays is paid at time and a half. 
• Work on Holidays is paid at time and a half plus the holiday pay. 

Perfect Attendance Pay-2 hours of paid leave time will be given for perfect attendance for each 
2 week pay period. This leave time may be accumulated or may be cashed in. 

Holiday~rpsmembers will receive the fo llowing ho lidays with 8 hours pay: 
New Year's Day 
Martin Luther King Jr.'s Birthday 
Presidents' Day 
Memorial Day 
Fourth of July 
Labor Day 
Thanksgiving 
Christmas 
Personal Holiday 

You must work or have an excused absence on the work days before and after each paid holiday. 
No pay for holidays will be granted if you do not ~bridge the ho liday: 

(continued next page) 

r~ --. . • ' -. ·-
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Worker's Compensatlon--corpsmembers are covered by worker's compensat ion for work-
related injuries. To be eligible for benefits, you must immediate ly report the injury to your super­
visor. The supervisor completes an employer's report and you complete the employee's claim form 
(See the Appendix for forms). Failure to report accidents in a timely manner may resu lt in an in­
dividual's loss of benefits. 

Unemployment lnsurance--corpsmembers are excluded from unemploymemt insurance bene­
fits by law under Section 634.S(e) of the Unemployment Insurance Code. Corpsmembers do not 
pay into the unemployment insurance fund and are not eligib le for benefit s. 

Sick Time-corpsmembers do not recaive paid sick time. 

Vacation/Leave Tlme--You will earn leave time each time you complete a development block. 
For specifics, see the section of this handbook titled "Corpsmember Development Blocks.· 



74 

,,'.J • . • 
... ·~- , •. 

: a I • •" ' 

·::::.·.::. ,, ,, 

Corpsmembers' 
Rights 

It is the responsibility of the LACC to assist corpsmembers to grow and develop life skiils. You, the 
corpsmembers, are the Corps-it is the function of the staff to teach, to direct, to counsel, to lead , 
and to respect corpsmembers as capable young adults who are willing and able to accept 
responsibity. You have the right to: 

• Work and learn in an atmosphere free of disrespect or harrassment. 

• Pursi.Je a job-related grievance. 

• Be treated as responsible adutts. 

• Have complaints heard and answered. 

• Have reasons for termination clearly stated. 

• Appeal the Director or the Board of Directors when rights have been violated 
and all other channels- of appeal have been exhausted. • 
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LACC Code of Conduct 

You belong to a tradition of hard workers who have earned a reputation for doing good work and 
high standards. A code of conduct is extremely important because when you are in pub lic, you 
represent more than just yourself: you represent the whole organization. Someone who has seen 
you or other corpsmembers in uniform might be the person who interviews you for your next job. 

• All corpsmembers and staff are expected to conduct themselves in a pro fes­
sional manner when on duty or in an LACC uniform (o r when wearing any 
portion of the uniform that bears the LACC Iago). 

• All LACC personnel will maintain a high level of self-respect, respect for 
others and respect for the law. 

In order ta maintain the high standards, the LACC has established certain boundaries of unaccept­
able behavior. You could be termiflated for doing any of the following: 

• Refusing to work or participate in the program. 

• Showing disrespect for other LACC personnel or any person of the public. 

• Smoking marijuana or taking other illegal drugs on the job or in uniform. 

• Reporting to work under the influence of alcohol or drugs or when obviously 
suffering from the residual ettec:s of either. 

• Destroying property or stealing. 

• Fighting, provoking a fight, or making threats of violence. 

• Excessive decks or !ates. 

• Falsifying information that is provided to the LACC. 
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Disciplinary Action 

The LACC has high standards for performance, so that when you leave the LACC you will have 
a work record that will help you get a job. Employers are looking for dependable people who show 
up on time, work hard, ·and get along with others. : 

Corpsmembers may be terminated from the LACC for unacceptable work performance and fai lure 
to fully participate. The corpsmember evaluations, completed by your supervisor, recognize good 
work and/or point out where you need to improve. Terminations wi ll normally fo llow this procedure· 

1) Supervisor verbally notes problem to corpsmember. 

2) If the problem continues, the supervisor notifies corpsmember in writing. 

3) If the problem still continues, there will be a discussion with supervisor, corpsmember 
and Program Manager. 

4) If the problem still continues, corpsmember may be suspended or terminated. 
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Policies on Attendance and Punctuality 

A basic component of the LACC_'s policies on attendance and punctuality is the dock. Getting 
docked means that you will not be paid for th.at day and that you must leave the center. You can 
also be docked far other reasons, and getting too many docks cou ld mean that you lose this job ; 
therefore, even though you don't lose pay by not showing up for a c!ass, you get d9cked , and you r 
attendance record will not be as good. Three (3) docks in a 30 day period is grounds fortermination. 
Here are some reasons why you cou ld b€ docked: 

• Not showing up for work or a class. 
• Not showing up on time. If you think you may be late, you have to call be fore 

7:00 A.M. to avoid the dock. 
• Not calling in before 7:00 A.M. 
• Not calling in when you are sick. You must call every day that you are sick. After 

the second day, a doctor's note may be required. 
• Calling in late more than two times in a 30 day period. 
• Being out of uniform. 
• Not participating in PT or work. 
• Not showing up for Welcoming Day or a class you have signed up for. 

Disciplinary Pro~s Regarding Attendance: 

1) After two docks in a thirty day period, you are required to take a Job Holding, 
or Time Management class. If you do not take it, the third dock is grounds for 
termination. 

2) If you take the class, the consequence of the third dock will be probation 
instead of termination. Any non-attendance of work, after-work class, or Friday 
class during prcoation is grounds for termination. 

3) The fourth dock is grounds for termination. 

(continued next page) 
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Disciplinary Process Regardlng Lateness: 

1) One late of less than five minutes a month is OK. The Corpsm1mber Com­
mittee decided that this would not lower our standards below those of other 
jobs. However, !ates could keep you from getting your raise at three months. 

2) Any other !ates wil! result in docks and will be treated the same as docks. The 
first two times you call in will not result in docks. 

3) Even if you cal! in, you have to show up, ready for work, by roll cal! at 7:45, or 
you will be docked. 

4) If you are consistently late or missing two days every 30 days, you could be 
tem,inated. You also wi ll not be eligible for your raise. 

Benefits of Being on Tlme and Having Good Attendance: 

• After three months of being on time: Free Uniform. 
• After perfect attendance during a pay period: 2 hours oay in cash or paid time­

Q.f1 
• Pay increases wil! be based on attendance and punctuality.So if you have a 

who le month of periect attendance, you wil! have accumulated 4 hrs. of paid 
leave time. 

• Corpsmemb€rs will get a coupon with each pay period so they know how many 
hours they are earning (See Appendix for fom,). Note: If you choose to ca.sh 
in the who le coupon, either as paid time-off, or cash, you will be left with no time 
on the books, which you may need if you are sick. 

• Pay increases will be based on attendance and punctuality. 
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Uniform Policy 

Uniforms are worn so that the LACC wil l be recognized whi le working in public . Therefore , care 
must be taken to represent the LACC in the best possible ligh t. Improper dress cou ld resu lt in a 
person being docked for the day. 

The uniform consists at khaki pants or shorts, shirts (Dickey's), vibram or lug sole boots, be lt, and 
LACC patches. 

• Pants must be hemmed. 
• Patches are to be neatly and tightly sewn in the correct place. 
• Pants and shirts must be washed regularly. When involved in work that will per-

manently stain unifomis, LACC will provide coveralls. 
• Shirts are ta be tucked in at all times. 
• Alf buttons are to be buttoned, except the collar button. 
• Handkerchiefs or bandanas may be worn only as hair covering under the hard 

hat, or as a sweat bandana or dust mask at the discretion at the supervisor. 
• No wearing colors or styles that are identifiab le as gang-related. 
• Boots 8 112· high, brown or black, vibram or lug so les, laced to the top. Boots 

a-re to be maintained with mink oil or other boot grease. 
• Crews that do not work on the grade and crews doing curbside reycting may 

wear tennis shoes or other shoes at the discretion ot the supervisor. 
• Shorts must be standard Dickies shorts-r,o cut off pants. Length of shorts will 

be from mid-thigh to at least 2· above the knee. No exceptions! Socks must 
be showing over the boots and may only be white or kelly green. 

(continued next page) 



80 

• Standard hard hat will be part of the daily work uniform. 
• Standard LACC soft cap may be worn on some projects with supervisor's 

approval. No other soft cap will be worn during working hours. 
• Belts must be black or brown and worn each day. •1 

• Shirts worn under the uniform shirt that extend beyond the uniform sleeves may 
only be white or kelly green. 

• Jewelry must not be excassive because it could cause an injury. Only post or 
~ small loop earrings may be worn. Chains may not be worn. Watches and 
rings may be worn at the discretion of the supervisor. Safety and hazardous 
working conditions will be considered in making such decisions. 

• Hair must be kept neat and clean. Long hair must be pulled back during work. 
• Men must be clean shaven or maintain well-groomed facial hair. 

After the 2 week training session, corpsmembers will be issued 3 shirts, 2 pants, and a pair of boots. 
Approximately· $120 will be deducted from your first or second paycheck for the amount. 
Corpsmembers will rece ive a free shirt and pants upon completion of their siX1h month at no charge. 
Addit ional uniforms or other L.ACC clothing can be purchased. 

Other gear: . 
LACC will issue other gear that you are responsible for. These may include raingear, special safety 
gear, hardhats, work gloves, goggles, and jackets. The cost of gear that is not returned when you 
leave the LACC will be deducted from your pay check. 

Hard hat, gogg les, chinstrap, and suspension : ... .. ..... .. ..... ... ... $1 O 
Rain gear: .. .... ........... .. ........ ................ ... ...... ....... ..... ............ .... $25 
Gloves: .................................................................................... $ 5 
Notebook: .. ........... .................................. ...... .................. .. ... .... $ 5 
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Tools 

All corpsmembers and statt are responsible for the care and maintenance of the tools they use. 
The cost ot replacing tools or equipment broken or lost due to misuse or neglect may be deducted 
from a corpsmember's salary. Here are the approximate costs for most of the too ls: 

Tool Cost($) Tool Cost (S) 

Pulaski .. ................................... 30 Roel< bar ..................... ......... .... . 10 
Double bit axe .......................... 30 Piel< ........................................ .. 20 
Square shovel .......................... 1 0 Ladder ... .......... ... .......... ..... ..... .. 30 
Round point shovel .................. 10 Water canteen ................ :· ........... 5 
Leat rake .................................. 1 o Hoe .......................................... 1 0 
Rock rake ................................. 1 o Pole digger ... ........ ...... .............. 20 
Mcleod ........... ........... ... .. .. ....... 30 Bolt cutters ............ .. ..... .. .. ...... .. 20 
Strap hook ..... ............... ........... 30 Chain saw ........ .............. ........ 150 
Pitch forl< ....... ........................... 10 Chaps .......................... ..... .... ... . 30 
Loppers ........ ..... ... .................... 30 Sledge hammer ...... ..... ........... .. 1 0 
File ............................................. 5 Hammer .... ....... .......................... 5 
Screw driver ............................... 5 Weed whip ............................... 1 0 
Wrench ....................................... 5 Hedge shears .................... ....... 1 0 
Tape measure ............................ 5 Broom .......................... .............. 5 

Level ··············••.•························· 5 Hand saw ................ .......... ...... . 10 
Wheel barrel ............................. 30 Pole saw .••······· ···················· ·····20 
Can Catcher ... : ......................... 15 Drill ........................................... 30 
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Staff and Corpsmember Relationships 

Staff will not drink alcohol, smoke marijuana, date or wcialize. with corpsmembers. Of cour:::·.­
friendships between staff memb€rs and corpsmembers will develop. But because staff members 
are in a position of authority, the relationship should remain at a professional level. This actually 
protects the corpsmembers from unwanted advances and staff f ram accusations of favoritiism. 

Performance Evaluations 

At the end of the- second, fifth and eighth months, supervisors will 
evaluate your performance in the LACC and review personal progress 
and development. 

You and your supervisor will review specific information about your 
attendance and punctuality (coming on time), work quality, productivity, 
dependability, safety record, and class attendance . . If you are not 
meeting the standard or showing improvement, you will .not receive your 
pay raise. Furthermore, if you continue to not meet the standard, you will 
be terminated. 

By your third month you should be used to the wor'r<, in shape, and havP. 
good work and class attendance records. By your sixth month , ·.- - . -- • 
should be making progress towards an ACLorother advanced positia: -·- -
recycling specialist, for example. If you choose not to take advantage- · 
the opportunities the LACC offers, you can be terminated due to lac~ of 
progress. 

If you have not received an evaluation, you may request one. On the 
evaluation, the supervisor will write whether he or she recommends the 
pay raise. There is a separate form that you must fill out forthe pay raise. · 
(See Appendix for form.) 

Physical Exercise 

You are required to participate in daily exercises and to put effort into it. The physical excsrcise 
important ·pecause we do hard work and need to be strong enough to do it, and because on a 
personal level, you feel b€tter and your self esteem is higher when you are physically fit. Everyone 
starts out at different levels of fitness and you are not expected to be a great athlete. You are 
expected to push yourself to achieve a higher level of fitness: if you stop whenever something gets 
hard, you 'll never get better. • 
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I 
Purpose: The purposes of the LACC corpsmember grievance 

Authority: 

procedure are to: 

a. Allow corpsmembers an opportunity to re­
solve training or job related problems in a 
fair, orderly, and timely manner. 

b. Identify problems and conflicts and resolve 
them with minimum disruption of work and 
training. 

c. Provide corpsmembers with a process that 
allows unresolved issues to be referred to a 
higher authority. 

These procedures are established and applied by the authority vested in the Director of the Los 
Angeles Conservation Corps. 

0€finitlon: 
A grievance exists when a C8rpsmember b€1ieves that actions taken by a supervisor or another 
corpsmember have or may have an adverse ettect on a corpsmember's standing or emp loyment 
in the LACC. 

Grievances processed under these procedures must be job-related. Corpsmember complaints 
about non-job related issues will not be addressed by the complaint process. 

Level of Resolution: 
Whenever possible, grievances will be resolved as closely as possible to the point of origin. If a 
grievance cannot . be resolved by the _ immediate supervisor in an informal discussion, the • 
corpsmember has the right of appeal to the next higher level in authority. In most instances, this 
will be the Program Manager. 

A appeal must be in written form. (See the Appendix for Corpsrriember Grievance Form.) 

Steps to be taken: 
When you have a grievance, follow the steps on the next page. 
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Steps to be taken: 
• Stea ~ (Corpsmember)- Fills out the grievance form within three (3) days atter 

an informal meeting with the immediate supervisor has fai led to bring about a 
reso lution satisfactory to the corpsmember. The grievance form is~o state the 
reasons which constitute the grievance, including all pertinent facts and the 
desired remedy. 

• Stea 2 (Program Manager)-The Program Manager will investigate the circum­
stances upon which the grievance is based and respond in writing to the 
corpsmemb€r within five (5) working days after the receipt at the grievance. 

• Stea 3 (Corpsmember) - Accepts the decision of the Program Manager, or 
within three (3) working days after having received the decision, appeals to the 
Executive Director. 

• Steo '1 (Executive Director) - Executive Director will render a decision which 
is fin al, within ten (10) working days from the rece ipt of the corpsmember's 
appeal. 

Second Chance Policy: A corpsmember is eligible no earlier than 30 working days after sepa­
ration. The second chance application is submitted to the Program Manager. 

✓ --, 
I - . 
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Corpsmember Development Blocks 85 

Expectations 

Orientation and Traini!"lQ first t\oYO we-eks. 
The first month will be an adjustment period. You will be 
expected to participate in PT, Welcoming Day, Friday Classes 
and practice good won< habns, such as wooong s.af ety and fo!­
bwin<;i the rules. These expoctatioos also apply 10< all the cxher 
months. 

Benefits 

·$4.25'tlr. 
• Training Completion Certificate 
• Uniform 
• Green Hat 

TWO Evaluation #1 in the last week which will include Goal Sett ing 
f0< the r.e.xt 2-3 months. Regular~ attendance. 

THREE 

FJVE 

SIX 

E1GHT 

NINE 

TWELVE 

By the end of the month you should have taken Career • $4.35/hr. + 
Development, Chainsaw, Flf'St Ax:i, Mal€ Bondi~ 0< Women's • 4 hrs. Joo Search Time++ 
Group and one othtlr c!ass. Of course, all these classes can1 • 8 hrs. Vacation+++ 
be taken in th€ third month, so you need to plan yoor first and • Three Month Certificate 
second months to inc:ude these. Regular won< and school at-
tendance. 

You will receive Evaluation #2 at th€ end of the rnor1th. G'.Jal 
Setting for the next 2-3 months. Required classes: Leadership, 
Driver's Training, and two others. In order to advance, foor 
hours of volunteer service in the community is required. 

By this time, you shoold be progressing toward advancement • $4 .45./hr. + 
in the L.ACC. If yoo are not, you will have unt il the end ot your • 8 hrs. Job Search Time++ 
sixth month to improve or find employment elsewhere. • 16 hrs. Vacation +++ 

•six Month Cert ificate 
Goal Setting fO( the next 4 months. Evaluation #3. 

Must have completed these classes: Money Management, • Nin€ Month Certificate 
Time Management, Interviewing Techniques (0< other Joo • 16 hrs. Vacation 
Search class}, and tv.o other classes (Parenting, Computers, 
etc.) 

Yoo are expected to have advanced bytheendofone year. You • One Year Certificate 
also are required to take at least one class a month even atter • 16 hrs. Job Search Time++ 
yoo have advanced. Not doing so will be groond.s for termina- • 16 hrs. Vacation+++ 
tion. 

+ You receive the raise only if expectations are met. The raise is not automatic. 

++ The Job Search Time is paid time-off so that you can look for another job. You must submit 
a Leave Request one w8€k in advanca. 

+++ You must tum in a Leave Request form to your supervisor one week in advance. Your super­
visor must approve rt. 
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Wrestling with 
Diversity 

T here's
0

a Su."7..lg~Ie going on in communiry service's hi~h­

growm ne·.v tield - youth corps - over how co dehne, 

. a.nd how co achieve. diversiry. Ac either end of che 

spc:ccrum ::.re progr=i.s which include boch middle-class a.nd 

low- income yo uth , a.nd chose corps due c:i.rgec che economically 

a.nd educacio naily disadvari.caged. 

Ge summer; abouc 60 lc::2ders from vario us corps gathered 

in Baltimore, M aryland, co agonize over diversiry a.nd arrempc 

co ti.nd some common ground ac a conference sponso red by che 

Nacioml A.ssociacion of Service and Conservacion Corps 

(NA.SCC), 1!l umbrella group creaced in chc: early '80s co 

encourage che dc:vdo?mc:nc of corps around che councry. 

Afi:c:r chrc:e days of pand discussions, '/forking groups, a.nd 

heared dialogue, che reporc chey ulcimacely producd offers a 

road ma? co one: of che minefields of che service movemenc -

a minefield chac ,,..,ill only become more acuce when che nacion­

al service program ge<:s under way chis ye:u, wich youch corps as 

a primary componenc and "diversicy" as one of ics key selling 

poincs co che public. 

Ac che hearr of me debace becween dirrerenc cypes of corps is 

a clash over che:r underlying approaches co social change: 

"whemer posicive social change comes thro ugh che increased 

colera.nce char mighc resulc fro m being pare of a program wich a 

cliverse group of pari:icipancs, or chrough leadmhip-builcling 

wichin the commurucv,' noces me reporc. 

In an arrempc co bridge cheir cliiferences, conferc:nce par-..ici­

pancs concluded mac diversiry, broadly defined, is a posicive 

goal for ill corps - bur they expanded me ciennicion co 

encomp:iss diversiry among che corps in c.rie neld. a.s weil as 

di•,ersii;v wirnin speciiic corps. Thev also agreed on a loose 

' W~CCARES 

definicion of cliversiry chac me--<>.Ils many chir:gs, including 

differences of gende r, race. class, sexual oriencacion , 

physic:tl abilicy, and age. 

Now, in me scramble fo r rdc:ral grants made :2va.iia6 L:: 

through che Corporacion fo r Nacional 1nd Corr.mun icv .':e:-: ; 

- which favors progr..rns char "seek co achie,e" ciiversicv -

the arguments have heacc:d up. Wichouc speciiic guidelines o~ 

guidance, corps arc: !efc wrestling wich che la.rge:- proo lem or 

how co achieve chat nebulous mix . 

When che fuse yo uch corps were 

founded in che 1970s, mey we:-e 

viewed as job cra.ining progr...ms 

char offered discipline:, skills. 

educacion and wo rk e.,oeriencc:: 

co disadvancagd young people. 

Corps parcicipancs' rac ial az1d em .­

make-up largely mirrored c.riat or 

che populations which they served. These corps ' missions we~ 

also incerdependenc with meir sources of funding; orren the:.· 

qualified for JTPA. Gob Training Panne:-shi? Ac:) gr-.._r,.cs, ar-.c 

ocher fede:al and si:ace programs fo r clisadvanaged grou:Js. 

Bue in a fii:id char now boascs over 80 corps nacionwici::. new 

models nave cropped up. One of chese is CicY Year. foundeci in 

1988, Ciry Y e:u was che fim you ch corps co ddibe:a~eiv incqr:::c 

suburban and inner-cicv youth; !ow-income 3110 weil ocr: :i.i~:h 

sc:nool a.nd coUegc:-educced with h.ig.ri school dropouts: r::a.ie 

and female; and .\fucr1 A.mericn. C.ucsian. Leino .. -\sia..ri . 

che iisc goes on. The progc--n rccuses on civic e::t.:ct:ion :u:ci 

service fo r ill cornm~□es . 
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~~ized up on by policv makers and policicia.ns, including 

Pn:s idenc Clincon, as a modd for nacional service, Cicy Ye1r, 

in addicion co being replic:i.ced in ocher ciries, is now being 

emulaced by ocher corps around che councry. "In mv view 

(diversicy) . . . has always been a.nd will con.cinue co be 

A.meric:t's greacesc challenge . ... People come from islands of 

homogeneicy; people come from backgrounds where chey 

basically don'c enco_uncer people differenc from chemselves," 

s;iys Harvard Professor Gary Orren, who spenc a year as a Cicy 

Year ceam leader, befo re becoming che organizacion's direccor 

of Nacional Policy a.nd Pla.nning. Cicy Year's mission is co find 

"some common meecing ground for peop le so chac chey will be 

bercer able co work a.nd live cooperacively," says Orren. 

In che conference repon:, members ofNASCC expressed 

cheir b.r chac che Corporacion would ma.ndace chis cype of 

corps program, "which places greac emphasis on parcicipa.nc 

racial a.nd socioeconomic diversicy - as che model for nacional 

service." So che-:r called for a broad definicion of diversicy; one 

large enough co encompass ma.ny program cypes, wich ma.ny 

kinds of members - "a rainbow of experiences racher cha.n a 

rainbow of faces," as Marc.ha Diepenbrock direccor of che Los 

:v1geles Conse:-vacion Corps puc ic in che repon:. 

Looming over che debace is a 

simple, nagging quescion: Whac 

exactly is diversicy! The word has 

been so overused ic has become 

almosc mea.ningless. Implicic in che 

definicio n - whether specific or 

broad - are value judgments about 

che issue. ParadolC.ically, while 

diversity in che job markec has come co me1n hiring more 

women a.nd minorities in whac are predomina.ncly whice, male 

org-i..nizacio ns (see side-bar), in che youth service field, che cerm 

me:..n.s something alcogecher differenc. 

"The :erm 'promoting diversity' craditionaily connoces eifon:s 

co bring underrepresenced popul~cions - ofce:i. minoricies 

a.nd/or low-income individuals - i.nco che mainstream of 

sociecy," noces che conference repon:. "However, bec:tuse che 

corps primarily (ca.rgec] low-income youth, 'promoci.ng 

diversi~' has come co mean just the opposice, i.e., bringing 

mainstream or adva.ncaged youch inco corps programs in order 

co achieve pa.rricipanc racial a.nd economic diversicy." 

The repon: cautioned chac "chis kind of diversicy is dimculc, 

even inappropriace for some programs co achieve, due co cheir 

exiscing missions. program design, loc.acion, ·and funding 

sources." Indeed. direcrors of homogeneous or ca.rgeced 

progr1ms fear chac national service ·;nograms which a.dope che 

incegraced model will diven: funds from cheir own programs, 

and puc che pressure on chem co diversify their corps ac che 

cxpe::1se of !ow-inco me. or minoricv yo uth. 

One suc:i. rargeced program is Yc uchBuild. which rece::1civ 

received a 540 million granc from che De_parcmenc of Housing 

1.id Urban De·,elopmenc. Based in Bosrnn, wich corps sices in 

15 cicies, Yo uchBuild's mission is co recruic and m.in yo uch 

from low-income backgrounds in conscruccion and 

conservacion skills. Former corps member David Madina 

describes his experience wich che program as being a formacive 

pare of his educacion: "YouchBuild lees kids from che screec 

help chemselves. They have responsibilicy co work as a cc:--.,m. 

Ic's up co us, as peers, co pick up che slack." 

YouchB uild USA presidenc Dorothy Sconema.n messes che 

impon:a.nce of ca.rgeting low- inco me youch, a.nd having chem 

work in reams in order co build cheir se!f-escec:m. "Wnen chere 

are communicies of people who have been denied opporrunicy 

and lacked opporrunity, chey incemalize negative views of:Self,' 

says Sconema.n. "There muse be opporrunicies gored spe::inc­

ally coward whac chey lack: job skills a.nd a diploma. Thac is a 

posicive good," she says. "If socioeconomic diversicy is a 

primary value, chen yo u would lose chac." 

And in ocher cases, building a diverse coqis is ne e possible 

given geographical a.nd population consuai.nts. "(Diversicy) is 

nae a.n issue - ic's a greac problem. And when you have an 

urba.n, non-residencial co rps, ic's impossible co correct ... . 

The siruacion is diccaced by geography a.nd, a.n inability co 

re::ruic outside che immediace area," says 'f ra.nk Pheian. who 

dirc:ccs chc: Florida Conservation Corps, which includes a 

majority .African-America.n corps based in Fort Lauder~c:. 

Diversicy can also presenc a particular challenge: in economi­

cally disadva.ncaged, rural communities chac are ho mogc:neo~s. 

such as areas ofWesc Virginia and Kenrucky. As Bob Henry 

Baber, chair of che Wesc Virginia Citizen 's Ccnservacion Corps 

board, puts ic, "I chink che concepc is good a.nd laudable, buc 

ic's a ILL"<ury we can'c afford." Mose of che corps' participants 

come from "rural, whice, poor families," ac::ording co Baber. 

Ma.rk Dwy~r. a crew leader for che prc:domi.nancly whice 

Monca.na Conservacion Corps, argues chac diversicv simply 

ca.n'c be che goal of programs in isolaced, needy areas. "Jobs :ire 

hard co come by, a.nd _a.ny job is a good one," he says of 

Moncana. "As a scace, chere are big pockets cf poven:y bec1u.5e 

che mines and che mills have closed down. The besc ching che 

• corps have co offer someone is a full-cl.me job." 

Dwyer's comments higt,lighc a fundamencal class-based 

perspective on che corps. While middle-class a.nd privileged 

youth cend co see serving in a corps as a learning experience -

often before or du.ring co liege - youch from low-income 

backgrounds often see che corps as a much-<:oveced job. 

Middle-class youch may also be less likdy co join a youth corps 

chac has an image of being a joos pro gr.in, ..nd aruacrs mostly 

low-income or minority youch. 

Often, che program's mission is che primary decerminanc 

of whether or nae ic will be dive~e.. Corps chac ca.rgec along 

socioeconomic lines are obviously nae dive..r;e in cc:rms of 

class. although chey may seek r;cial, gender, a.nd ocher 

cypes of diversicy. 

Bue 1chieving diversicy wicnin 1 cargecd progr:im is noc 

alwav; easy. Consider che Ci.:v Volunceer Corps (0/C) in 

~ ew Yo rK C icy, whici: rem:i.ins 63 percenc .Uric1I'. Amc:ric:i.n. 
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:.nd ?.7 percmc Hispanic despite ecforu co cargec whice youth. 

"\Yle have always struggled co achieve diversicy," savs director 

Sean A.ndrews, who claims CVC's e:ron:s have fallen shon: 

bea.u.se c.hey've emphasized recruicing low- inco me youc.h, in 

neighborhoods where c.hac often has racial implicacions as well. 

In a new accempc co reach c.heir dive:-sicy goals. CVC received 

a gra11c lase year from c.he Commission on National and 

Communicv Service (now the Corporacion), co implement c.he 

Community Leadership Program, a more incegraced spin--0rr of 

the corps. The program, which kicked ocf lasc year, places a rni.x 

of dive:-se panicipancs in local communicies co assess needs, plan 

projec-..s, implement their ideas, and c.hen evalu.ace c.he results. 

"I think the concept [of socioeco­
nomic diversity] is good and laudable, 
but it's a luxury we can't afford," says 
Bob Henry Baber, chair of the West 
Virginia Citizen 's Conservation 
Corps board. 

"We're really crying co reach ouc co a different audience." says 

Andrews, who da.i..m.s c.he le:idershi p program is more interaccive 

and indu.sive of panicpancs. They now pl.an co adverrue c.he pro­

gram on M1V co "c.ap inco a wider youth markec. • 

The Dallas Youc.h Corps, which ca.rgets low-income youc.h, has 

also had a hard cime recru.icing diverse participants - in chis case 

Hispanics. in a cicv wic.h a large Hispanic populatio n. According 

co dire::cor Par :VfcN'eil. 85 percent of cne corps ·s 50 members are 

.-\frican Ameriw.n. :ind oniy l O percenc ue Hispanic. 

[de:i.ilv, c.he Da.i.las corps would like co achieve ''paricv • -

WHCCARES 

equal numbe:-s of ·.vruce, blac:,:. Hispanic :.nd Asian youc.h. 3uc 

" ic has been dimc-..tlc co accomp lish," s;;.ys Mc:'l'ei.i. roe c:..urnp le. 

during e:icn recruiting penod. c.he corps aru;;.a.s large numbe:-s o:· 

Hispanic youth, 6uc r~.v rerurn for c.he full weei of oriemacion. 

Scaff members condude:i c.hac cne youc.h didn "c w;;.nc re be a 

rni.noricy within c.1.e corps, :.nd were :ilienaced Se:::;.use or c..1. :: !.;n­

gu.age barrier. "Tne language :rung has bee:1 a huge problan. We 

ne::d superviso rs who can cr..nslace, ~peciilly t.f the parcicip:i.ncs 

need a GED," says wor.- coordinacor Score Barrows, who adds 

c.hac c.he program currencly has only one Spanish-spea..king c:~w 

supervisor. Barrows savs c.hac if die corps obcains more funding, 

they plan co hire mo re bilingual sice supervisors. 

And c.hen c.hc::e's c.he Washingrnn-based D.C. Service Corps. 

which actively seeks diversiry among parricipa.-:cs, buc is having 

a hard time recn.iicing middle-dass youcii.. As fie!d coordinacor 

James Willie says "Tne hardest c.hing is co get whice suburban 

kids who go co ill-suburban schools, racner c.han inner-c.icy 

kids. In che cir:,,, [parcicipancs'] fuends and counciio rs know 

about us; c.hey se:: us on enc scre:::s. • 

One of che firsr re-..ruits in Cicy Ye-..r 's piloc summer pro­

gram, Willie says cne Bosron co rps had a dirrere:ic prob lem in 

ics early days: "Thev had c.he mosr diverse-looking corps. buc 

they were really a lac alike. Tne [youth) were in sc.1.001 or going 

co schoo l, from secure bac.i<grounds. Cicy- Ye:u: :mn= a lo c of 

su burban, preppy kids. • ~ow, however. Cry Ye:ir has broad­

ened ics recruiting, and has hundreds or qu.aiified applia.-1cs 

from ill back£rounds. 
Even while -trvincr co make :.he:r cores "look Like: :\me.::c:.. • 

' :, . 

many of c.he:se ::,rog=s wail< a fin e iine be::ween rec:-..:.icng g<Jais 

and auoc.as. "Tne ::,robie::i "ic.1. 1 io c or· oro2:r...rr.s is L'11, c.~e:r . . . -
. have nae ce:1n:::i •.vn:ic u~~:r own c::::: :ia :ui::. T.,ere ::e:i"c C::.JOC::.:; 



- people wane co scay away from chac because ic's a hoc pocaco," 

says Willie. Bue remaining incencionaily vague may make ic more 

ciifficulc fo r corps co sec and achiC"te cheir incemal scandards. 

Given the struggles of these many 

rypes of corps, ic's no wonder chac 

NASCC members opced for a broad 

definition of d.iversicy ac cheir 

conference in an effort co bridge che 

growing gulf in the field. "The corps 

value d.iversiry, bur chey also value 

differenc models, and d.iversicy among 

as well as wirhin programs. [We wanced] co ask the policy 

makers co recognize char very broad definition of diversiry." 

says Kathleen Selz, direcror ofNASCC. 

After months of concrove.rsy about meanings and definitions, 

insiciers say the Corporation has also decided co interprec 

"d.iversiry" broadly - for che rime being. Insiders say chac d.iver­

siry is only one of several criteria thc:ywill <:valuate, and chat chey 

will consider programs in che cone= of their local communities, 

and in che cone= of national service as a whole. 

Specifically, che agency requires chat each program seek 

"co screngthen commu.nicies and encourage muru.al respecr and 

cooper:ition among citizens of different races, ethniciry, socioe­

conomic backgrounds, and educational lC"lels. among both men 

and women and individuals with disabilities." 

And in an effort co. noc exclude cargeted corps from che grant 

application process. the Corporation noccs sever:tl excepcions 

co cheir d.ive:sicv re~uiremencs: \"'v'hen programs, for specific 

re::isons such as geographic isolacion. are unable co recruit 

dive:se ?arricipancs. or when. :is pan or cneir mission. cne:,' 

recruit parcicipancs who share similar characreriscics. Instead, in 

cncse cases, programs "should seek co build a diverse group of 

sea.ff, participants, and partners. " 

Bue, given che weighc mac che Corporation is placing on 

achieving d.iversiry across che board, chose programs char do 

have a "mix" - in cerms of rac.e, socioeconomic levels, 

e_duc.ational backgrounds, ecc. - will be more competitive. 

Thar leaves the prolifer;;.cing corps with a hose of questions chac 

will have co be sectled largely on cheir own. And, while many of 

the established corps have "d.iversiry goals" achieving chem has 

now become more pressing. 

Ulcimacely, che Corporation's re:il position on d.iversicy will 

become dear when ic decides which programs co fund. _One 

concern is chat the field could, over cime, evolve inco a cwo­

ciered system -with one levd of well-funded, "model corps" 

that provide for socioeconomic, racial and ocher parity; and che 

ocher, a less popular, less-well funded group of corps cargecing 

low-income populations. 

Meanwhile, many say chac che opporrunicies for all co parrici­

pace in national service - whacever form - should noc be lose. 

As Willie says, "I chink che service movement has created a 

vehide for dealing with diversicy. Multiculrur:ilism was a buzz­

word, buc now there's a rnechod ouc cher::. Ic may noc be che ulti­

mate path, but at lease we' re caking a few seeps along chat path. 

(Uncil now), chere hasq. 'c beo a real national modd of how you 

an, on a Large scale, bring a councry rogecner cnac comes from 
' ds" t.'· d.irrerenc backgrounds, and sciil appreciace cnose baeKgroun . 

By Hearher lvfcleod. wirh Leslie Cru:chfie!d. e!!.'irorr of WhoCares. 
Repomr.g by Diego Ribinade:",a .. 'vfiami comroondenr fo r rhe 
Bouon Globe. To conrac: NASCC. cad (202) 737-6272 
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EXECUTIVE SUMMARY 

BACKGROUND ON THE SYMPOSIUM 

The term "promoting diversity" traditionally connotes efforts to bring under-represented populations -­
often minorities and/or low-income individuals - into the mainstream of society. However, because 
youth corps primarily serve low-income youth, "promoting diversity" has come co mean just the 
opposite, i.e, bringing mainstream or advantaged youth into corps programs, in order to achieve 
participant racial and economic diversity. 

Policymakers responsible for crafting the new national service legislation often reference one 
particular youth corps program - one which places great emphasis on participant racial and 
socioeconomic diversity - as "the model" for national service. It appears that participant diversity 
within each program may be mandated as a priority or even a condition for future federal funding . 

Of course, no one in the youth corps community is opposed to pursuing the goals of diversity. To 
the contrary, corps have always worked to achieve those goals, knowing that mistrust and fear among 
different races, economic classes and ages have a high social cost. Studies show that an 
understanding and appreciation of people from different backgrounds can be achieved throug~ corps­
like experiences, in which diverse participants work together toward a common goal. Changing 
demographics tell us that the work place of the future will require the ability to work effectively with 
people from different backgrounds, beliefs and experiences. Likewise, there is a growing emphasis 
within business and government on teamwork and group problem-solving in order to compete globally 
in the 21st Century. 

However, the narrow definition of diversity being used - participant diversity within each program 
- as well as the policy implications therein, have provoked considerable misunderstanding and 
concern within the yomh corps community. This kind of diversity is difficult and even inappropriate 
for some programs to achieve, due to their existing mission, program design, location and funding 
sources. Moreover, many youth corps place great value on their role in helping at-risk young people 
tum their lives around and assume leadership positions within their own communities. 

These concerns prompted the National Association of Service and Conservation Corps (NASCC) to 
convene the corps community to discuss and make the case for expanding the definition of diversity . 

THE SYMPOSIUM 

The symposium on diversity in youth corps, organized by NASCC and supported by funding from the 
Commission on National and Community Service, was held in Baltimore, Maryland, from July 12 to 
July 14, 1993. The symposium had four major goals : 

l. To clarify the policy debate about diversity and national service. 

2. To build understanding of various corps' viewpoints about diversity . 

3. To help corps become aware of local choices and ramifications related to diversity . 

4 . To begin development of a statement. acceptable to the full range of service and 
conservation corps, about the role of diversity in corps programs. 
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To meet these goals, approximately 60 participants - including corps directors and other staff, 
corpsmembers, and Commission staff - attended panel discussions, worked in small groups to discuss 
and clarify ideas, worked as a whole group to reach some consensus-about the corps community's 
position on diversity, and drafted a statement outlining that position. 

WHAT THE CORPS BELIEVE 

Diversity within the corps should and does take many forms-from participant racial and 
socioeconomic diversity within individual programs and among programs to a diversity of 
experiences, i.e., human service and conservation work projects, urban, rural, etc., that expose 
corpsmernbers to different kinds of people and ideas. 

Corps have different missions, program designs, participants and funding sources and serve different 
communities . This reality precludes setting a single standard for defining diversity. The corps 
appreciate these differences and believe that public policymakers and private funders should respect 
the integrity of different types of programs . 

Corps benefit both communities and participants , thereby building stronger communities and stronger 
leadership within those communities. Corps also play a critical role in increasing tolerance ·.among 
part icipants and in foster ing the notion of citizen participation in communities . 

WHAT THE CORPS RECOi\fi\t!END 

The corps community urges policymakers and others : 

1) not to mandate participant racial and socioeconomic diversity in each program as a 
condition, nor even a priority, for national service funding; 

2) to adopt a broader definition of diversity which acknowledges not only pluralism 
among participancs within each program, but pluralism across governance and staff 
and the kinds of programs , work project experiences and places; 

3) to philosophically and financially support an array of corps programs that meet real 
community needs and provide quality services to both the participants and the 
community; 

4) to advocate for increased funding to support participants and projects that would 
allow individual corps to achieve greater diversity of experiences, i.e., funding for 
non-JTPA eligible participants; exchanges between urban and rural corps, youth corps 
and college-based programs; collaborations .with inter-generational programs; and 

5) to create public policy that builds upon quality programs and encourages link.ages 
with a variety of funding sources. 
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The term "promoting diversity" tradition.ally connotes efforu to bring under-represented 
populations -- often minorities and/or low-income individuals -- into the mainstream of 
society. However, because youth corps primarily serve low-income youth, "promoting 
diversity" has come to mean just the opposite, i.e, bringing mainstream or advantaged youth 
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Policymakers responsible for crafting the new nation.al service legislation often reference one 
particular youth corps program -- one which places great emphasis on panicipant racial and 
socioeconomic diversity -- as "the model" for nation.al service . It appears that panicipant 
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can be achieved through corps-like experiences, in which diverse panicipants work together 
toward a common goal. Changing demographics tell us that the work place of the future will 
require the ability to work effectively with people from different backgrounds, beliefs and 
experiences. - Likewise , there is a growing emphasis within business and government on 
teamwork and group problem-solving in order to compete globally in the 21st Century . 

However, the narrow definition of diversity being used -- participant diversity within each 
program -- as well as the policy implications therein, have provoked considerable 
misunderstanding and concern within the youth corps community. This kind of diversity is 
difficult and even inappropri~te for some programs to achieve, due to their existing mission, 
program design , location and funding sources. Moreover, many youth corps place great 
value on their role in helping at-risk young people rum their lives around and assume 
leadership positions within their own communities. 

These concerns prompted the National Association of Service and Conservation Corps 
(N ASCC) to convene the corps community to discuss and make the case for expanding the 
definition of diversity. 

The symposium on diversity in youth corps, organized by NASCC and supported by funding 
from the Commission on National and Community Service, was held in Baltimore, 
Maryland, from July 12 to July 14, 1993. The symposium had four major goals: 

1. To clarify the policy debate about diversity and nation.al service. 

2. To build understanding of various corps' viewpoints about diversity. 
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3. To help corps become aware of local choices and ramifications related to 
diversity . 

4 . To begin development of a statement, acceptable to the full range of service 
and conservation corps, about the role of diversity in corps programs . 

To meet these goals , approximately 60 participants -- including corps directors and other 
staff, corpsmembers , and Commission staff -- attended panel discussions , worked in small 
groups to discuss and clarify ideas, worked as a whole group to reach some consensus about 
the corps community ' s position on diversity, and drafted a statement outlining that position. 
The following report summarizes the major issues discussed during the symposium. 

INTRODUCTION: NATIONAL PRIORITIES AND LOCAL REALITIES 

During the opening panel discussion, "P s of View on Diversity ," participants framed the 
themes that would be explo red during the est of the symposium. Jim Gibson, of the Urban 
Institute , pointed out that the issue of diversity is not a matter of "good versus evil ," but of 
"contending goods." Other panelists expanded on this idea by noting that for youth conservation 
and service corps, the issue is, in part, a question of balancing national priorities against the 
local realities of community-based programs . The service movement can be a vehicle for 
diversity -- although , they agreed , "diversity " has to be both more broadly and more precisely 
defined. At the same time, however , youth corps are unique programs within the national service 
movement. Corps-in all of their diverse forms-have demonstrated that, for youth who are not 
privileged, service can open up otherwise inaccessible opporrunities. While corps recognize and 
support the benefits of diversity, a mandate co diversify their corpsmember population in 
particular kinds of ways could work against their mission and dilute the benefits of their 
programs. 

For corps , then, the issue of diversity is inseparable from several key questions : 

How do corps define themselves as part of the national service movement? 

How do corps define the communities they serve? 

How can corps define "diversity" within the context of these communities? 

What values and priorities do the corps share? 

How can corps promote diversity within those priorities? 

THE COMMISSION'S POSITION ON DIVERSITY 

According to Nathalie Augustin, a program officer for the Commission on National and 
Community Service (soon to be replaced by the Corporation for National Service), the 



Commission "encourages participant socioeconomic diversity but does not mandate it." 
Subtitle C, which covers grants to youth corps, has one provision related to diversity: 
programs funded must be sure that economically and socially disadvantaged youth will have 
an opporrunity to serve. Subtitle D, which deals with model programs, includes "a much 
stronger statement." There, applicants must describe how they will recruit and select a 
diverse group of participants. Nathalie described the issue of diversity as an evolving policy, 
a "work-in-progress" for the Commission. 

The National and Community Service Act of 1990 has been replaced by the National and 
Community Service Trust Act. Kathleen Selz, NASCC executive director, noted that this 
new legislation has "room for pluralism of program models and pluralism of program 
participants." However, the composition of the new Corporation's board and of the st.ate 
commissions established through the Trust Act will be crucial elements in determining what 
form that pluralism takes. While some of the appointments will go to people with field 
experience , at least on the state commissions, those people will not necessarily be from 
corps. 

DIVERSITY AND VALUES SHARED BY THE CORPS ••. 

As a number of symposium participants pointed out, diversity is a complex issue that , at 
times, tends to be reduced to a single word -- and the word itself is often left undefined . 
When policymakers talk about diversity , do they mean participant racial diversity? participant 
socioeconomic divers ity? gender diversity? participant age diversity? programmatic diversity? 
geographic diversity? All of the above? Further complicating the issue is the fact that belie fs 
about the priority that should be placed on diversity are related to theories of social 
change-specifically , to the question of whether positive social change comes through the 
increased tolerance that might result from being part of a program with a diverse group of 
participants, or through leadership-building within the community . 

With these points serving as a context, the symposium participants worked together to 
identify the values they share as corps , in order to begin to define the relationship between 
corps priorities and the realistic possibilities and benefits of having a diverse corpsrnember 
population. They identified these as the most important values that corps share: 

Developing youth-by providing education, increasing youth's self-esteem, and 
helping them develop a work ethic and leadership and teamwork skills; 

Serving as agents of social change-by changing communities and changing 
the way young people see themselves; 

Developing a sense of community within the corps; 

Teaching youth to be tolerant of differences; 
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Helping youth see themselves as resources; 

Preparing youth for work and education after the corps, and 

Providing work and community service. 

Corps, with their always limited resources, serve communities with almost infinite needs. 
Given this fact and given the values that are central to their programs, panicipants asked 
whether diversity should -- or can -- be a priority for corps. Or, instead, should the priority 
be community building, or leadership building in the community? Jim Gibson suggested that 
the priority is to meet the needs of the community -- and that includes meeting the needs of 
the youth in that community. 

Other participants pointed out that their technically non-diverse programs promote long-term 
diversity. The Ohio Civilian Conservation Corps teaches poor youth the skills that can 
ultimately move them into the middle class; they are diversifying the middle class. Similarly, 
the Minnesota Conservation Corps has a program that introduces poor, urban youth to 
n.arural resource management as a potential career. 

THE CORPS' POSITION ON DIVERSITY 

While participants at the symposium agreed that the corps community has a "moral 
obligation" to do all it can co encourage the goals of diversity, they also emphasized that 
there are conditions that can make participant racial and economic diversity difficult co 
achieve in individual corps programs. Recognizing that there are no easy answers for 
resolving this potential conflict, the participants defined these principles as central to the 
corps' position on diversity: 

1. Corps support a broad definition of diversity. In fact, they urge that the word 
"diversity" not be used without a modifier that specifies the kind of diversity 
being discussed, i.e., whether it relates to the racial, ethnic, socioeconomic, 
educational, gender and age characteristics of corpsmernbers or to the 
inclusion of physically disadvantaged young people in programs; or whether it 
relates to the composition of the Board and staff or to the kinds of work and 
other ·experiences that corps provide to young people or to the geographic 
location of programs, i.e., urban, rural, etc. 

2. Corps recognize the vital importance of the goals of diversity - including increased 
tolerance and social equity -- and they are commined to working toward those goals . 

3. To work toward achieving the goals of diversity while also fulfilling the mission of 
corps, programs should expose corpsmembers to a broad range of experiences that 
help them overcome stereotypical anirudes, behavior, and thinking (including racism, 
sexism, and ageism), and to expand their sense of individual possibilities. Martha 



Diepenbrock, executive director of the Los Angeles Conservation Corps, described 
this as introducing corpsmembers to a "rainbow of experiences, " rather than a 
"rainbow of faces." 

4 . Panicipant socioeconomic diversity in corps should not be mandated. Corps are local 
programs that are responsive to the communities they serve. A corps' community may 
be defined as an area of a city or as an entire city or state, and the demographics of 
that community will vary from place to place. While one goal of diversity is 
appreciation and acceptance of differences, those differences will be locally defined , 
representing the characteristics of a particular community. Corps should have the 
encouragement, flexibility, and funding to meet the wide range of needs of their 
respective communities. 

5. Corps respect the fact that there are differences in program mission, design , and 
part icipants. They support the range of divers ity within programs-and they support 
diversity among programs. 

NEXT STEPS 

The symposium participants outlined a series of steps that individual corps , NASCC , and 
NASCC together with the corps community should take in relation to pursuing the goals of 
diversity and in defining corps' role in the national service movement. Two principles 
underlie these steps : 1) There are many types of "diversity "-including socioeconomic , 
rac ial , ethnic, gender, age, and educational diversity-and specific types of diversity may be 
appropriate or inappropriate for an individual corps, given the particular community it 
serves ; and 2) Diversity should not be an "add on" to the program but a feature that 
enhances a corps' services and benefits. 

Corps Actions 

1. Each corps has to decide, in cooperation with its board of directors, how high a 
priority it places on having a diverse group of participants and what forms that 
diversity should take. 

2. Where diversity is a goal, the corps should create a plan to promote it. That plan can 
build on the following process: 

A. Develop a mission statement in relation to diversitv. Corps can ask themselves 
these questions: 

Is there anything in the current mission statement that 
• specifically encourages diversity? 
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Does anything in the current mission statement exclude options 
for diversity-for example, serving at-risk youth? 

Does the current mission statement keep open the options for 
diversity? Is it a general statement that contains no targets and 
no exclusions? 

In City Year, for example, panicipant diversity is central to mission, 
and the program managers make acceptance decisions based on 
achieving diversity. Other corps' missions may limit their options for 
diversity. The enabling legislation for the Minnesota Conservation 
Corps, for example, gives preference to youths who are "economically, 
socially, physically, or educationally disadvantaged." The New Jersey 
Youth Corps' mission targets high school dropouts. 

B. Develop a written strate2:ic plan for moving towards diversirv . This plan 
should define goals-the kinds of diversity the corps is trying to achieve-and 
the steps the corps will take to try to reach these goals. Specific strategies 
might include : • 

Recruiting a diverse staff that reflects the diversity that is 
desired among corpsmembers; 

Developing programs within the corps-such as the East Bay 
Conservation Corps' work internships-that anract a diverse 
range of corpsmembers, and 

Recruiting strategically in order to achieve a "critical mass " of 
the desired groups of corpsmembers. 

C. Identifv funding sources that will suppon a varietv of tvpes of diversirv . 
Funding sources can have a significant effect on corps' ability to achieve 
diversity, and corps have to think about the ways in which its funding has 
either encouraged or worked against their ability to recruit a diverse group of 
corpsmembers. The Minnesota Conservation Corps, for example, uses funds 
from 13 different accounts, some of them very targeted. Corps like East Bay, 
which rely on fee-for-service contracts, may have more flexibility in their 
effons to diversify their corpsmember population. 



NASCC Actions 

1. Help corps achieve diversity by-

Encouraging each corps in NASCC to publish a mission statement that defines 
diversity within the context of that corps, and assisting corps in the 
development of this mission statement. 

Assisting corps in turning the mission statement on diversity into a strategic 
plan. 

Establishing a peer review and technical assistance mechanism to help corps . 
achieve their goals for diversity. 

Establishing a system to help corps evaluate how well they are addressing 
diversity within the context of their individual communities and to evaluate the 
effects of diversity within a corps. 

; 

2. Develop a resolution that defines the corps community's position on diversity. Using 
as a staning point the draft of the statement written at the symposium, the resolution 
should convey: 

Corps' strong tradition and beliefs in the concept of community service ; 

Corps' shared values, and 

Corps' commitment to the benefits of diversity in all of its forms, and their 
conviction that it is counterproductive to mandate specific kinds of diversity in 
corps programs. 

NASCC should also develop an action plan for submitting the resolution to key 
policymakers. 

3. Continue to strengthen individual corps programs-and, thus, enhance their role in 
the national service movement-through technical assistance, corps exchanges, and 
conferences. 

Corps and N ASCC Actions 

1. Broaden the local and national understanding of corps' unique role in the national 
service movement by-

Organizing visits to corps for policymakers and funders. 
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Making sure policymakers and funders are included in corps conferences and 
local meetings. 

Doing outreach to other groups by participating in their professional 
organizations and conferences. 

Providing forums for testimony from national and community supporters. 
These include funders, policymakers, elected officials, advocates from the 
community, and corpsmembers. 

2. • Work to influence appointments that will be made under the National and Community 
Service Trust Act by-

Advocating that practitioners from youth corps be included on the board of the 
new Corporation for National Service . 

Writing letters to governors and doing other advocacy to influence 
appoinnnencs that will be made to the new state commissions. 

3. Create opportunities for corpsmembers from different corps to work together. This 
"step " echoes a key recommendation made by the twenty corpsmembers who 
participated in the Commission on National and Community Service ' s "Diversity 
Retreat" earlier this year. Those corpsrnembers , representing a wide range of corps , 
had advocated for an exchange program where youth from , for example, rural and 
urban corps could trade places for set periods of time . 

THE CORPS' STATE1\1ENT ON DIVERSITY 

The wide-ranging discussions at the symposium made it clear that the issue of diversity is not 
easily resolvable for youth service and conservation corps . Participants defined the tensions in 
the issue and summarized the corps community's position in the following statement: 

1. Corps are representative of, and responsive to , the needs of the particular 
communities they serve and corps succeed because of this responsiveness . 

2 . Corps feel it is imperative that their pursuit of the goals of diversity should take 
place within the context of their missions and the communities they serve. 

3. Policymakers should broaden their definition of "diversity" to include all forms 
of the rich diversity among people and programs. 

4 . Corps value differences in mission, program design, and participants and 
encourage policymakers to value and embrace this diversity among programs . 
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PREFACE 

The following paper lays the groundwork for discussion among participants in NASCC's 

Symposium on Diversity in the Corps to take place in July, 1993 . It frames the issues related to 

. diversity in both theoretical and practical terms and also addresses some of the policy implications 

that result from different interpretations of what diversity means. Readers also will find descriptions 

of how four corps programs seek to achieve diversity and statements of different points of view on 

the topic from corpsmembers and practitioners. 

The paper serves as a valuable introduction to one of the most multi-faceted, complex and 

potentially toxic issues to ever confront the youth corps comrnu_nity. It is intended to infonn 

discussion and serve as a starting point for expanding the definition of diversity . 

NASCC is grateful to members of the Symposium Planning Task Force for their insights, 

time and willingness to deal with hard issues in developing the content both for this Background 

Paper and the Symposium. They are: Nathalie Augustin and Peg Rosenberry, Commission on 

National and Community Service; Michael Brown, City Year; Keith Canty, D.C. Service Corps ; 

Martha Diepenbrock , Los Angeles Conservation Corps; Scott Izzo, Student Conservation Assoc iation; 

Barbara Jordan, Greater Miami Service Corps; and Jerry Kolker and Emilio Williams , NASCC. 

NASCC also appreciates the special talents of Alice Buhl, who facilitated the planning effort, 

and of Linda Jucovy, who crafted.the Background Paper. Finally, NASCC thanks the Commission 

on National and Community Service for the funding to make this Background Paper and the 

Symposium itself possible. 

Kathleen Selz 
Executive Director 
NASCC 
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A FRAMEWORK FOR LOOKING AT DIVERSITY 

Diversity is not a new issue for youth corps. At a Youth Corps Exchange Project workshop 

on recruitment that took place in October 1986, corps practitioners talked about the need 

to diversify their population of corpsmembers. Individual corps had specific goals: more 
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women, more Latino women, more white men and women, more African American women, more 

Latino men. Finally, after listening to an hour of discussion, one of the participants, who 

had been silent until then, asked whether diversity should even be an issue. "Is there 

really a problem? Why do you need more women?" he wanted to know. "Is diversity an inherent 

good for the programs, or is it an ideological need in the minds of youth corps 

administrators?" 

Seven years later, the issue remains, but the stakes are higher now. Those seven years 

have been a period of recession and spiraling unemployment, of socially isolated inner-city 

neighborhoods hit hard by the twin epidemics of drugs and violence. Schools fail , and urban 

and rural youth alike face a future in which they can see few prospects of economic 

security. The need for programs like youth corps has clearly increased, but there are 

shrinking public and private dollars for any kind of social initiative. 

At the same time, the national focus on service has opened up new possibilities for 

corps. It seems almost certain that increased funding will be available for youth service 

programs. It also seems likely that the legislation that defines who has access to that 

funding will include language that encourages diversity among the participants in programs. 

As corps work to define their role as part of the national service initiative, the question 

of diversity becomes an important part of that definition. 

The issue of diversity is a difficult one for youth corps because it has philosophical 

and practical implications that, at times, can collide with one another. Everyone can agree 

that diversity is a "good." But what are the implications for corps' mission and 

programming? How would a focus on diversity affect corps' definition cf the community they 

serve? Faced with scarce dollars, should diversity be a priority? When there is money for 

one or two additional corpsmember slots, which youth should be admitted into the program? 

There are no simple answers, and so the material that follows tries to frame the 

discussion through a series of questions: 
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Why "diversity"-what are the benefits to corpsrnernbers? 

What is diversity? 

Are there ways to achieve the benefits of diversity without having a diverse corpsrnember 

population? 

What are some of the connection~ between corpsmember population and access to funding? 

Since corps are, for the most part, local programs responding to the needs of their 

community, the answers will differ, depending upon what those needs are and how, in fact , 

each corps defines its "community." Is that community South Central Los Angeles? Rural 

Wisconsin? Boston, Massachusetts? Is it Dade County, Florida, or the 132 Delta counties and 

parishes of Arkansas, Mississippi, and Lousiana? Is it Mexican-American youth in San Diego? 

Homeless youth and adults in Seattle? The diversity of youth in a multicultural city like 

San Francisco? 

The following pages begin a discussion about diversity. The material looks at the four 

questions listed above and then goes on to describe some of the ways that diversity 

manifests itself in several very different youth corps models. It concludes with a series 

of statements by corpsmembers, youth corps practitioners, and other program operators, who 

present their views on the role of diversity in youth service programming. 

WHY DfVERSilY? 

During the 1986 recruitment workshop, when the corps practitioners were challenged to 

explain why diversity was important to them, they answered that one of their goals was to 

have youths overcome prejudices-whether racial, gender, or socioeconomic-and learn to 

respect and work cooperatively with others. Everyone, they said, benefits from an 

"intercultural" atmosphere. 

"Multicultural" has replaced "intercultural," but the point has not really changed. In 

its recent report, What You Can Do For Your Country, the Commission on National and 

Community Service speaks passionately about the role that diversity can play in programs 

such as youth corps. "Service that provides a common ground for different types of people 

to learn, contribute, and grow together is a valuable vehicle for overcoming social 

barriers," the authors write.• At this point in the country's history, building community 

strikes many as especially important, and bringing people of diverse backgrounds together 

in common service and shared learning contributes to that end." 

• 



Few people in the corps field would disagree. In their responses to a survey that was 

sent to a sample of youth corps, practitioners talked about these benefits of diversity: 

• The corpsmembers have discovered that people are more alike than they thought. They 

have been exposed to new concepts. (Georgia Peach Corps) 

• The experience thrusts young people of every background into close living communities 

where cultural diversity, gender equity, age, and socioeconomic diversity become 

topics for learning, sharing, and acceptance. Young people learn to see peers as 

equals based upon their worth and learn to celebrate differences. (California 

Conservation Corps) 

• Diversity within the corps can promote or encourage unconditional appreciation of 

others. (Montgomery County Conservation Corps/Community Year) 

• Corpsmembers benefit by gaining broader social and cultural perspectives and greater 

"real life" experiences, simulating the workplace. (Philadelphia Ranger Corps) 

• Corps members can learn not just through their service, but by being exposed to people 

from different backgrounds. You must live cross-cultural understanding-make it real, 

not tokenism. (Year Round Syracuse) 

• Crews that are ethnically and gender diverse and are run well-where crew leaders deal 

directly with issues around discrimination and harassment-have an opportunity to 

uplift everyone, even when it is through potential conflict. (East Bay Conservation 

Corps) 

Certainly, diversity among the corpsmembers working together as a team can help break 

down the dehumanizing effects of stereotyping, provide role models, and promote tolerance. 

But at the same time, most people would agree, diversity alone is not going to solve the 

nation's social problems, empower communities to solve their own problems, or enable poor 

youth to develop the skills and self-confidence they need in order to find and hold decent 

jobs. 
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WHAT IS DIVERSITY! 

While most people can agree on the benefits of diversity, there is less discussion about 

what diversity actually is. Does it mean gender, racial, or ethnic diversity? 

Socio-economic diversity? Corpsmembers who range in age from 18 to 65? Corpsmernbers with a 

diversity of educational backgrounds? Able-bodied and di.sabled youth working together? All 

of the above? Is a corps diverse if its youth are all African Americans and Latinos? What 

about a corps whose youth are predominantly Latinos from different national backgrounds? 

Taken as a whole, youth corps have a racially diverse group of participants. Based on 

data from 58 of the 63 youth service and conservation corps in existence as of June 30, • 

1992-including 13,284 year-round and 4,107 summer participants--rorps were: 

• 37.8 percent African American 

• 36.5 percent white 

• 20.1 percent Latino 

• 2.6 Asian American 

. • 2.3 percent Native American 

• 0.7 percent other. 

Overall, corps were 61.5 percent male and 38.5 percent female. 

Because of the different populations in their primarily rural or urban settings. state 

and local corps have significantly different demographics. Year-round state corps are 42.8 

percent white, 31.4 percent African American, and 19.1 percent Latino. Year-round local 

corps are 52.6 percent African American, 21.2 percent Latino, an_d 20.7 percent white. State 

corps are 58.1 percent male and 41.9 percent female, while local corps are 67.9 percent 

male and 32.1 percent female. 

In most cases, individual corps have a much less diverse group of participants than the 

corps field taken as a whole. Some corps are struggling to attract women. Other corps. 

depending upon their location, may have virtually no white, or Latino, or African American 

participants. At the same time, a number of corps are diverse within their definition of 

the community they serve. The Seattle Conservation Corps, for example, serves homeless 

adults from the ages of 18 to 55. Their population is very diverse in terms of age and 

ethnic and socioeconomic background. Latino corpsmembers in the Greater Miami Service Corps 

have a variety of national backgrounds, including Puerto Ricans, Haitians, and Mexicans. 

• 



• Other corps have recruited special populations of corpsmembers in order to bring the 

benefits of diversity to their programs. The Minnesota Conservation Corps, for example, has 

summer cre\1/S that include young people who are hearing-impaired. 

SOME ALTERNATIVE APPROACHES 

The image of a diverse crew of corps members-black, white and Latino, middle-class and 

poor, adults and youth-working and learning together is certainly an appealing one, but it 

is an image that is inconsistent with the realities of many corps' missions and the 

communities they serve. New questions arise. Is having a diverse population of corpsrnembers 

a goal in itself? Or is the goal to achieve the benefits of diversity-breaking down social 

barriers, providing role models, increasing tolerance? If so, how do corps with less 

diverse populations accomplish this? 

Corps have talked about three approaches they use to help their corpsmembers understand 

and benefit from diversity, even though the corps itself may not be particularly diverse: 

involving corpsrnernbers in a range of work projects, having a diverse staff, and providing 

education that focuses on tolerance and building a sense of community. 

Diverse Work Projects 

New York's City Volunteer Corps (evC), which primarily does human service work, tries to 

have each corpsrnember involved in a variety of projects during his or her time in the 

program. Over a period of six months, for example, a team might sort and package food fo r 

residents of homeless shelters, work with small children in a day camp, and assist at the 

Hebrew Home for the Aged. 

While the diverse work experience helps corpsmembers acquire a variety of skills. it 
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also seems logical that it would p,.ake them more tolerant of people who are different from 

themselves. There is even some research evidence that supports this view. A study of eve, 
conducted by Public/Private Ventures, suggested that corpsmembers became more m1derstanding 

of people with disabilities, the elderly, and the homeless-all groups of people they had 

served. (Interestingly, the study also suggested that their eve experience-in a corps that 

is almost 50 percent female-had not changed corpsmembers' attitudes about gender issues; in 

particular, the youth were not highly supportive of nontraditional work roles.) 

A number of other corps also intentionally organize work projects that connect their 

corpsrnembers· to a diverse range of people and settings. The Georgia Peach Corps. primarily 
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a rural corps, arranges so e work projects that take place in Atlanta, and corpsmembers' 

work brings them together "th, for example, at-risk children and adults trying to obtain 

their GED. While most of the Albany Service Corps' projects involve physical improvement, 

their corpsmembers also work with senior citizens, people with disabilities, and patients 

at the Veterans Administration Hospital. 

Using work projects to help youth cross racial and social boundaries clearly broadens 

corpsmembers' perspectives and understanding, but it can sometimes be a painful experience. 

One young African American woman in the Los Angeles Conservation Corps has spoken about 

people shutting the door in her face when she and other members of her team were going 

house-to-house in a white, middle-class area of Los Angeles to educate residents about how 

they could participate in recycling. 

A Diverse Staff 

One of the assumptions behind the call for diverse service programs is the belief that 

middle-class youth can be role models for poor youth, many of whom have grown up in 

communities where there aren 't many positive role models. In fact, Boston City Year 

corpsmembers who had dropped out of school have talked about their renewed interest in 

getting an education and attributed it, in part, to the presence of teammates who are 

college-bound or in college. 

At the same time, corps recognize that the most effective role models can be staff 

members who have the same racial, ethnic, gender, or socioeconomic characteristics as the 

corpsmembers. The California Conservation Corps notes that the diversity of their staff 

members means that many different corpsmembers can find mentors among them. The Georgia 

Peach Corps describes their "fairly diverse staff" as role models for corpsmembers. And 

corpsmembers-white, Latino, and African American-in corps from Erie, Pennsylvania, to San 

Diego, California, have talked about the impact that crew supervisors and other staff have 

had on their attitudes and aspirations. 

Education 

A number of corps try to educate their corpsmembers about diversity by conducting 

workshops and other training in cultural awareness, stereotyping, and related issues. The 

Urban Corps Expansion Project-a collaboration of Public/Private Ventures and the National 

Association of Service and Conservation Corps that gave rise to eleven new local 

corps--developed an educational curriculum that includes materials for several workshops 



focusing on diversity. The initial education and training period for youth in the 

California Conservation Corps (CCC) includes curriculum specifically designed to address 

diversity among corpsmembers, and the CCC's leadership program includes a more extensive 

curriculum designed to address diversity issues. The Delta Service Corps similarly focuses 

on diversity during part of its initial training period. 

The East Bay Conservation Corps used some of the funding it received through this year's 

Summer of Service initiative to develop and conduct training-including simulations and 

"power and communication games"-in diversity and cross-cultural issues for their Summer of 

Service participants. They are going to reinforce the training throughout the summer, and 

they are looking for ways to bring that training into their regular corps program. 

DIVERSITY AND FUNDING 

There aren't always simple connections between requirements attached to funding and the 

diversity among participants in a corps. The experience of the Young Adult Conservation 

Corps (YACC), a federally funded conservation corps program that operated between 1977 and 

1982, provides one good example. A year-round corps with both residential and 

non-residential centers where corpsrnembers worked on physical projects, primarily for 

natural resource agencies, it had, at its peak, a capacity of about 25,000 slots for young 

men and women between the ages of 16 and 23. 

YACC was one of the Carter administration's few employment efforts that did not have 

eligibility criteria based on family income. The enabling legislation simply said that its 

purpose was "to provide employment and other benefits to youth who would not otherwise be 

currently productively employed." As a result, when the legislation was passed, some people 

were worried that the absence of an income restriftion would lead to a program serving 

exclusively middle class and college youth. That did not occur. More than a third of the 

participants had not completed high school, and fewer than 15 percent had any college 

experience. Only 3 percent had graduated from college. 

In fact, although YACC was an untargeted program, it was difficult in some areas to 

achieve any kind of diversity. When the corps opened its doors in San Francisco, for 

example, the program operators expected that there would be a large number of middle class 

applicants-but the corps attracted almost exclusively poor, African-American youth. 

Still, funding can have a direct effect on the extent to which-and the ways in which-a 

corps is diverse. Funding from the Job Training and Partnership Act (JTP A) and the 
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legislative mandates of state corps may restrict corps' options about who can enroll. At 

the same time, funding that is likely to become available through the National Service 

Trust Act could forcefully encourage corps to think more broadly about diversity. 

Current Funding 

Corps range from feeling that their funding places no constraints on whom they can 

enroll to recognizing that they have very limited options. The East Bay Conservation Corps, 

for example, gets most of its funding through California 's "bottle bill," which targets 

environmental work, and through fee-for-service projects. Their efforts to diversify are 

not affected by the targets and goals of their funders. 

Generally, corps that earn much of their funding through fee-for-service contracts don't 

have to worry about connections between funding sources and the diversity of their 

corpsrnember population. However, the Marin Conservation Corps, which depends heavily on 

fee-for-service contracts, has had a few sponsors express concern that too high a 

percentage of the crew members were non-English-speaking Latinos, who were having trouble 

doing the work well because of language barriers. The Marin corps also receives about a 

quarter of its funding from the Marin Community Foundation, which encourages them to serve 

Lat inos and the predominantly African-American residents of Marin City. 

Corps-like those in Kansas City and Flint, Michigan-that depend heavily or entirely on 

means-tested JTP A money are obviously limited in their efforts to achieve economic 

diversity among their participants. But even when targeted funding is a substantial portion 

of their support, some corps still feel they have room for a diverse group of youth. About 

two-thirds of the funding-including JTP A and local money-for the Albany Service Corps is 

targeted to poor youth, but the corps does not feel particularly restricted. \Vhen they 

opened their doors in 1990, they recruited widely in Albany and its suburbs. The fact that 

most of the corpsrnembers are poor, African-American youth is not because they were 

targeted, but because they were the group who responded. 

Legislative mandates, particularly the enabling legislation for state corps, also have 

an effect on corps ' ability to diversify. The New Jersey Yout_h Corps enrolls only youth who 

have dropped out of school and are unemployed, and the Oregon Youth Conservation Corps has 

an eligibility requirement of 75 percent disadvantaged and at-risk youth. Other state 

mandates are somewhat less rl!Strictive. In Pennsylvania, preference is given to 

economically and/or educationally disadvantaged youth. In Wisconsin, by st_atute, 50 percent 

of entering corpsmembers must be eligible for public assistance. The California 

• 
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Conservation Corps, in contrast, has a broad mandate: youth have to be 18-23 years old, not 

on probation or parole, and a California resident. The absence of restrictions has allowed 

the corps to recruit and enroll a diverse group of participants. 

The National Service Trust Act 

The National Service Trust Act of 1993, which will probably be voted on this summer, is 

likely to be specific about what populations should serve-and be served-in programs that 

. have access to the funding that is allocated. The legislation supports the Commission on 

National and Community Service's position on diversity, and that position has been fairly 

clearly defined. 

The Commission's board has adopted a specific policy to encourage diversity of 

participation in all of its corps programs, and under.its Subti~le D grants, the Commission 

is funding several youth corps models that emphasize diversity. Only one of these-the 

previously privately funded City Year-was already in existence. Others include the Dl;!lta 

Service Corps (profiled on pp. 10-12, below) and the intergenerational Georgia Peach Corps. 

Still, at the same time that it focuses on diversity as an important characteristic of 

effective service programs, the Commission, in its report Hlhar You Can Do For Your 

Country acknowledges that diversity can be a particular challenge for some youth corps, 

many of which are located in areas that are less diverse racially or are dependent on 
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targeted funding. The report also acknowledges that most youth corps have dual 

missions-service and youth development-and that youth development involves education and 

support services that are essential and costly. 

In fact, youth corps are probably unique programs within the larger universe of service 

programs-a universe that seems certain to expand during the next few years. In this 

context, some social policy analysts like to talk about what they call "targeting within 

universalism"-making room within certain universal policy frameworks (like national 

service) for extra benefits and services that help less privileged people (like those in 

youth corps). This might be one approach for reconciling the unique role of youth corps-and 

the youth who serve through their participation in corps-with a call for national service 

that wants to enlist the nation's youth in all of their diversity. 



120 

FOUR CORPS 

The material on the following pages looks at some of the ways diversity manifests itself 

in four youth corps. The Delta Service Corps is one of the models being funded by the 

Commission on National and Community Service, and diversity is fundamental to the corps' 

design. Two well-established local California corps, in East Bay and Marin, use programming 

and targeted recruitment to attract youth with diverse backgrounds. For Year Round 

Syracuse, modeled in part on Boston's City Year, having a diverse population of 

corpsmembers is a central part of its mission. 

DELTA SERVICE CORPS 

The newly created Delta Service Corps, a collaboration among the states of Arkansas, 

Mississippi, and Louisiana, places indrviduals in community-based service organizations 

where they are addressing needs identified by the 132 Delta parishes and counties in the 

three states. This is not a team-based corps. Corpsmembers work individually, or with one 

or two other corpsmembers who are placed in the same organization. The corps was funded in 

July 1992, and the initial training class for incoming corpsmembers took place in October. 

This first group completed their service in May. 

Demographics 

During the first year, the Delta Corps included approximately 270 corpsmembers, about 90 

from each of the three states. They were diverse in both age and background, representative 

of the population of the Delta community they serve. That area-a geographic definition 

based on the way the rainfall flows into the Mississippi-is both rural and urban, including 

Little Rock, Arkansas, and Jackson, Mississippi, as well as small towns and many rural 

communities. The corps recruited by holding town meetings in communities and parishes 

across the ·region. They also used some public service announcements and paid radio 

advertisements. 

The corps includes part-time_ and full-time participants. Twenty-five percent of the 

corps is mandated to be over the age of 60, although corpswide now, it is about 22 percent. 



The youngest participant is 17; the oldest is 82. Corpsmembers have a wide range of 

educational backgrounds. Of the Arkansas participants, 23 are high school graduates, 47 

have some post-high school, 4 are college graduates, and 3 have masters degrees. Only 5 

participants have neither a high school degree or their GED. They are required to earn 

their GED while they are in the program; otherwise, they forfeit their postservice 

benefits. 

There is, overall, racial diversity in the corps, with only a few Latinos (2 in 

Arkansas, for example), but a good representation of African-American and white 

participants. However, there is less racial diversity within regions. In Arkansas, more of 

the white corpsmembers are from the northern part of the state, while the corpsmembers in 

southern Arkansas are likely to be African American. There is racial diversity among the 

corpsmembers in Louisiana, but less in Mississippi. 

The corps has also made a special effort to recruit first and non-violent offenders, 

although there were only 3 in the first group. They also recruit people who are coming out 

of foster care-they had one this year-and they have one corpsmember who lives in a homeless 

she lter. They are also recruiting people who are physically challenged. They have a 

corps member who has some disabilities as a result of having had polio and a 75-year-old 

corpsmember who is legally blind. 

Work Projects 

There is a real diversity of projects, although each corpsmember stays with one project 

during his or her time in the corps. The work assignments address the needs of the 

community. The Parent Project in Little Rock, for example, works with parents who are in 

prison, to help keep them closely connected.with their children and, it is hoped, 

ultimately lower the rate ofrecidivism. In Louisiana, corpsmembers have worked on projects 

to stop soil erosion and to provide hurricane relief. Corpsmembers work on projects with 

the homeless, senior citizens, and latchkey children. Other projects deal with teenage 

pregnancy, substance abuse, rehabilitating existing housing, and building new homes. 

The corps knows what work projects they are going to be involved in each year before 

they recruit the incoming group of corpsmembers. Work sites are selected by mid-July; then 

the corps matches participants with the sites, taking advantage of the previous work 

experiences and life experiences of the corpsmembers. The 82-year-old female corpsmember, 

for example, was the activities coordinator at a senior citizens center. The youngest 

corpsmember was the manager at a thrift clothing store. At work, she wore her corps uniform 
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and became a role model for the young women who shopped at the store. The corps sometimes 

recruits with a particular service opportunity in mind. One of their projects, for example, 

was at a school in Little Rock for at-risk kids-most of whom were African-American 

males-who were having their last chance in the school system. The corps needed to have 

strong African-American, male corpsmembers at the site to serve as mentors. 

Other Features 

Although corpsmembers are placed individually or in very small groups, there are 

opportunities for them to come together. Corpsmembers meet in groups of 50 to 60 for a week 

of initial training sessions. During their time in the corps, participants are organized 

into teams, and each teamleader is responsible for an average of eight corpsmembers, who 

may be working at six different sites in two counties. The team meets together once a 

month, and each team also comes together to complete a signature project. The entire corps 

gets together once a year for a "superconference." 

EAST BAY CONSERVATION CORPS 

East Bay Conservation Corps (EBCC) was established in 1983. In addition to its fu ll-time 

co rps, wh ich has about 140 slots , it has a middle-school program, Project YES (Youth 

Engaged in Service), with more than 200 mostly minority participants. The information here 

is about their main corps program. 

Demographics 

EBCC is about 50 percent African American, 20 percent Latino, 20 percent white, and 10 

percent Asian American. About four years ago, in an effort to recruit more Latinos, the 

corps created partnerships with community agencies in Latino communities. Their efforts 

were successful, and they also hired some Latino crew supervisors and a Latino case manager 

who specialized in addressing the needs of that population. They have not yet reached a 

"critical mass" in their Asian population-enough so that new Asian-American corpsmernbers 

can quickly find their support system and feel comfortable. 

About 30 to 35 percent of the corpsmembers are women. The corps "goes out of their way" 

to recruit women. They .have a female recruiter who is sensitive to women's issues--5uch as 

the nature of the work and the need for childcare-and can address those issues. They also 

help arrange childcare services for corpsmembers. EBCC has reached a "critical mass" of 
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women, so that now no woman is on a crew by herself. They also have a significant number of 

women supervisors and are trying to hire more. 

While they don't have exact statistics, to some extent, the corps also has socioeconomic 

diversity. 

Work Projects 

Although the program mainly serves at-risk youth, EBCC has set up three levels of 

internships that help attract participants with a wider range of backgrounds. While most 

incoming participants work on the grade crew and study for their GED, an entering 

corpsmember can immediately qualify for an internship and for college courses. 

Approximately 30-to-40 percent of their corpsmember slots are these higher-level 

positions. They include special intern crews: a carpentry crew where corpsmembers learn 

high-level carpentry skills, and a human services crew that goes out into the community to 

identify needs and plan and execute projects to meet those needs. They also have 

internships for corpsmembers who work in the corps learning center as tutors and 

administrators, and for corpsmembers who provide supervisory and mentoring services to the 

middle-school kids in Project YES. Other internships include work in soil testing labs and 

in traffic control, and recycling internships that are primarily administrative work. In 

general, participants ' gender and ethnic diversity is pretty consistent across the 

different levels of the corps ' work opportunities. 

MARIN CONSERVATION CORPS 

Estaplished in 1982; the Marin Conservation Corps (MCC) originally had difficulty 

attracting non-white participants. In part because of their recruitment goals, the corps 

moved its headquarters to a location where there was a large Latino population-and that 

population increased dramatically during the next few years, and changed the demographics 

of the corps. 

Demographics 

MCC is 56 percent Latino, 38 percent white, 4 percent African American, and 2 percent 

Asian American. The corps is only about 20-25 percent women. The female corpsmembers are 

concerned about their under-representation, and they have put together a plan to go into 

the schools and try to recruit more women. MCC is also increasing its diversity by starting 
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a crew in Marin ity, which has a mo~ African-American population and whose residents 

have difficulty getting to the corps' headquarters, using public transportation. 

MCC corpsmembers come from diverse socioeconomic and educational backgrounds. About 5 of 

their 60 corpsmembers have a college degree, usua lly in environmental studies. There is 

also some age diversity. Corpsmembers range in age from 18 to 26, and about 13 percent are 

either 25 or 26 years old. 

MCC is working to create racial balance-but while they are trying to recruit African 

Americans, they have a long waiting list of Latinos, who currently have about a two-year 

wait to get into the program. 

Work Projects 

More than 50 percent of Marin County is public land, and that is where most of the 

corps' work takes place. The nature of the work-its focus on conservation-is what attracts 

the college-educated corpsmembers. MCC has recently begun doing some human servi·ce work, 

particularly having corpsmembers go into the schools to teach about conservation and waste 

recycling. Corpsmembers are also going to the homes of senior citizens to help with yard 

work and painting. In addition. four times a year, MCC has a day of service 

projects-including pa inting roo ms at the homeless shelter and assist ing in childcare 

centers-that connect corpsmembers with a range of peop le in the community. 

Other Features 

Many of the Latino corpsmembers don 't speak English when they come into the program. As 

a result, the corps gives ESL classes and offers many of their regular courses in both 

Spanish and English. Community meetings ate also translated. College-educated corpsmembers 

help tutor in the ESL classes, and they also tutor corpsmembers who are studying for their 

GEDs. 

YEAR ROUND SYRACUSE 

Part of Year Round Syracuse's mission statement explains that the corps aims to "promote 

a better understanding and appreciation among participants who come from different ethnic, 

geographic, and socioeconomic backgrounds." Modeled in large part on Boston's City Year, 

the corps is committed to diversity both among its participants and in its work projects. 
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Their funding comes from a combination of federal , state, county, and city governments and 

from private sources, including local companies and foundations. 

Demographics 

Year Round Syracuse takes deliberate steps to try to achieve diversity among its 

corpsmembers. This year-its first year of operations-the 40 corpsmembers included 14 males 

and 26 females. The corps is racially and educationally diverse. There were 23 white, 13 

African American, 2 Native American, and 2 kian American corpsmembers. Two had no high 

school diploma, 33 were high school graduates, and 5 were college graduates. There was also 

geographic diversity: almost 40 percent of their corpsmembers live in the County of 

Onondaga, not the city of Syracuse. The program deliberately organizes the corpsmembers 

into teams that reflect the corps' overall diversity. 

Work Projects 

Year Round Syracuse primarily does human service projects, and all of their projects 

connect their corpsmembers to diverse populations, within both the city and the counry. 

Projects have included tutoring pre-school children; assisting kian immigrants; tutoring 

Latino families in conversational English and basic reading, writing, and math skills; 

conducting social and recreational activities at a senior citizens center, and providing 

educational and recreational programs for mentally and physically handicapped adolescents 

and adults at a communiry center. While the projects enable corpsmembers to meet communiry 

needs, they are also intended to promote cross-cultural !earning experiences. 
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POINTS OF VIEW: STATEMENTS BY CORPSMEMBERS AND PRACTITIONERS 

The following statements come from a diverse group of people connected with youth corps 

programs. In the first of these, corpsmembers make some recommendations, based on their own 

experiences, about the extent to which diversity should be a priority for corps. Next, 

Dorothy Stoneman asks whether non-diverse programs might be more appropriate for segregated 

communities. Scott Izzo and Barbara Jordan describe some of their experiences in trying to 

achieve diversity among the participants in their programs, and Liz Alperin-Solms discusses 

the lessons learned by the Urban Corps Expansion Project (UCEP) in its attempts to 

encourage diversity within the UCEP corps. In an excerpt from a journal article, Suzanne 

Goldsmith talks about the diversiry among her team members in Ciry Year, and Michael Brown 

describes his vis ion of a nat iona l service trust fund that allows a full range of the 

nation 's youth to be rewarded for service. Finally, Kathleen Selz asks whether diverse 

corps programs are rea lly "better" than non-diverse programs-and if so, how. 

CORPSMEMBERS' RECOMMENDATIONS 

In March 1993, the Commission on National and Community Sen1ice sponsored a "Diversity 
Retreat" which brought together twenty corpsmembers from around the country. They agreed on 
the following recommendacions. 

GROUND RULES 

1. Diversity is better than no diversity. Corps should strive to achieve it whenever 

possible. Funders of corps can and should encourage corps to be diverse. 

2. Corps should not be required to be racially, ethnically, educationally, or economically 

diverse if that is not represented in the community ("community" as defined by the 

corps). However, we are comfortable with the idea of requiring that corps recruit from a 

diverse pool. Diversity cannot be required-no quotas-but corps can be required to work 

to achieve it. 
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3. Diversity has many different meanings-not just white-black and rich-poor. There are 

less-affluent innercity European-Americans, just as there are more-affluent suburban 

African-Americans-not to mention all the intra-diversity within a perceived grouping. We 

need to be more sensitive to this. 

4. Just as corps should strive to achieve a diverse group of corpsmembers, so too should 

they strive to achieve diverse corps staff. 

RECOMMENDATION 1 

We recommend that a corps exchange program be developed so that increased diversity 

would be achieved without displacing members of the community in which the corps is 

working. A Latino/a or African-American or innercity European-American from a "less 

diverse" urban corps would choose to do a rotation in an equally, but different ly "less 

diverse" rural corps, and a corresponding member of the rural corps would take that urban 

corpsmember's slot. 

In this scenario, you achieve a double benefit. The less diverse rural corps cou ld have 

a mechan ism to divers ify that it would not otherwise have, and the urban corps wou ld be 

able to include people from other communities without having to take slots (or opportunity) 

away from those in the community who need the most. 

.RECOMMENDATION 2 

When discussing the issue of diversity within corps, inevitably the topic of how one 

defines "community" arises. There are at least two approaches to looking at the definition 

of community relative to corps. 

In one model, community is defined more narrowly-the immediate surroundings of an area, 

a section of a city, a neighborhood. Chances are that a corps program that reflected the 

ethnic, racial, and socioeconomic composition of a community defined this way would have a 

less diverse group of corpsmembers. 

In a second model, community is defined more broadly-an entire state, a metropolitan 

area, an entire city. A corps that reflected the ethnic, racial, and socioeconomic 

composition of a community defined more broadly would have a much more diverse group of 

corpsmembers. 

The break between these two approaches is more socioeconomic than racial or ethnic. 
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A corps should define its particular "community" and then reflect that community's 

diversity. If community is defined narrowly, then a corps can recruit narrowly and design a 

program to meet the more focused educational and training needs of those corpsmembers. 

However, if community is defined more bro.1dly, then a corps should recruit broadly and will 

need to be designed to meet the more diverse educational and training needs of 

corps members. 

Both of these approaches are valid and should be permitted. Where possible, both should 

be supponed. Chances are there will not be two programs in competition. Rather, a program 

will spring up naturally.from that community. The government should not decide for these 

communities which approach is better for that community. 

STRONGLY FELT INDIVlDUAL COMMENTS/ISSUES 

1. Slots should not be given to non-community members, because they can't afford to lose 

them. 

2. Do you need to come from that particular community in which you are working? Can you 

develop a commitment to a community even if you are not from there? 

3. Different people have different definitions of community, and these definitions have 

strong implications for how one approaches the diversity issue. 

4. Programs should reflect· the diversity of the community in which they are working, but it 

depends on how you define community. 

5. Corps should be good for communities, not politics. Corps should not be based on 

statistics and figures, but on needs of members and communities served-however one 

defines community. Government should support what communities develop. It is not 

government's role to direct what corps should look like. 

6. There are universal elements to corps-whether they have diversity or no diversity. All 

want opportunities to serve; all want education. 

7. Are there two approaches to corps? One is about racial harmony where there is a very 

deliberate recruiting of diverse corpsrnernbers. AnOlher is about community (defined more 
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narrowly), empowerment/community development, where it is necessary to recruit only from 

that community. 

8. In places where there is intense competition for any opportunity-where slots become 

incredibly valuable and critical even fqr survival-you w:ill have problems w:ith the 

diversity issue. 

· 9. If we create large numbers of service slots all over the country, it is possible that 

there w:ill be less competition for them, and therefore, diversity w:ill be okay to 

require because displacement w:ill no longer be an issue. 

Participants at the "Diversity Retreat" 

City Year 
Rosesharon Oats 
Hector Galaza 

City Volunteer Corps 
Gail Bowen 
Oswaldo Rosado, Jr. 

Los Angeles Conservation Corps 
Oscar Garay 
Antonio Jones 

D.C. Service Corps 
Thomas Zabriskie 
Tiffany Griffin 

Montana Conservation Corps 
David Pope 
Derek Burnham 

YouthBuild 
David Madina 
Yvette Ramos 

Milwaukee Community Service Corps 
William Hunt 
Yalanda Shaffe 

Pennsylvania Conservation Corps 
Vicki Chitchosky 
Mr. Patsy Dandow 

Durham Service Corps 
Carlos Wilson 
Danita Thompson 

West Virginia Citizens ' Conservation Corps 
Ella May Coyer 
George Patton Owen 

129 



130 

A CHALLENGE TO CONVENTIONAL WISDOM ABOUT RACIAL AND 
SOCIAL CLASS INTEGRATION IN URBAN AND SERVICE CORPS 

By Dorothy Stoneman 
President, YouthBuild USA 

In various policymaking circles, people often express the opinion that each urban and 

service corps must be integrated by race and class in order to reach the goals and be 

consistent with the mission of the service community. Sometimes funding decisions are made 

with this opinion as the determining factor. 

This policy position is incomplete and can be counter-productive. It has the potential 

for undermining local programs which have grown up within communities which have been 

segregated by race and class, and which are tackling the issues in their communities by 

mobilizing young people to serve through regeneration of their own neighborhoods. A rigid 

expectation that all programs be integrated doesn't reflect all the needs of low-income 

communities. The same kind of program doesn 't work for all people, nor does it meet all 

community needs. We need a diversity of programs. 

Personally, I am in every sense committed lo building deep friendships and permanent 

alliances across class and racial lines. I am a 50-year-old upper-middle-class white woman 

who has lived and worked in Harlem for 24 years. Integration is definitely a goal which I 

share with these individuals espousing integration in service corps. A society that is 

thoroughly integrated and full of equal opportunity, love and respect among all peoples is 

a cherished ideal. 

But let's not kid ourselves about where we now stand as a society, and what must happen 

to achieve that vision. We are a segregated nation. White people in general have precious 

little deep knowledge of the conditions affecting people of color. Refusing to fund 

programs that emerge within communities of color, are governed by people of color, and 

primarily involve young people of color, is no way to achieve racial harmony and mutual 

respect. On the contrary, it is a way to reinforce the perception that the white 

establishment will not deal adequately with the needs of communities of color. 

When good programs emerge within communities of color, engaging primarily young people 

of color, they must be supported alongside the programs that are invented as citywide or 

statewide efforts to build an integrated society. Our goal should be a diversity of 

programs that include and reach all segments of the population. Our only method for 
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tackling issues of race and class should not be programs that are internally diverse in 

precisely the same ways. 

The responsibility of the larger service community is to insure that there are frequent 

ways of bringing together young people on a citywide, statewide, or national basis to build 

bridge and relationships and to debate policy perspectives across racial, economic, and 

geographical lines of separation. But it doesn't always have to happen.in the same way 

inside every program. 

Another responsibility of the larger service community is to ensure that there are many 

programs with people of color in the critical leadership roles, as executive directors and 

members of Boards of Directors and State Commissions. There is lots of work to be done to 

integrate the leadership of the service community. 

The.situation for young people of color in low-income communities is an emergency, a 

profound crisis, a moral outrage. Our refusal as a nation to face arid correct the 

conditions is intolerable. 

But the central way to take action is not to send troops of outside volunteers into 

low-resource communities to do service, although this could be part of a larger strategy if 

the volunteers were clearly accountable to leaders in the local community. Rather, people 

living in oppressed innercity neighborhoods must be given the tools and resources to 

rebuild, and their efforts to do so must be honored, supported, respected, and funded . 

Self-determination and development of local leadership are principles we understand in 

international relations. Resources for local people to take responsibility for improving 

the neighborhood must be made available. This is fundamental to community development. This 

is essential for building real partnerships among adults from different backgrounds. There 

must be respect, and a sharing of resources. 

We need to support every type of effective youth service program. Some will be 

integrated. Some will not. Some will engage predominantly one population group in one 

neighborhood; some will serve several, or will make a point of including young people from 

all neighborhoods. They will be run by people from all different backgrounds, who share a 

commitment to responsibility, service, leadership, and love, but who may have different 

program designs and different approaches to meeting the needs of the communities they know 

best. 

It is our job as a national policymaking community to insure that there is a diversity 

of fine programs reaching all populations, and that youth from all programs have contact 

with each other through conferences, retreats, common projects, cultural exchanges, trips, 
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and visits wi th each other. This should be a requirement of eve ry State Commission. But we 

shou ld not prescribe precisely what type of diversity should exist within each and every 

program. 

This essay originally appeared in Shirley Sagawa and Samuel Halperin, editors. 
Visions of Service: The Future of the National and Community Service.Act. 
Washington, D.C.: National Women's Law Center and American Youth Policy Forum, 
1993. 

THE STUDENT CONSERVATION ASSOCIATION: 
UPHOLDING A TRADITION OF DIVERSITY 

By Scott D. Izzo 
Pres ident, Student Conservation Corps 

Since its found ing in 1957, the Student Conservation Association (SCA) has sought to 

achieve many types of divers ity, both in its program activi ties and among its participants. 

And although the Associat ion has been more successful in achieving some kinds of diversity 

than others, the exciting persona! growth experiences that take place, particularly in the 

H igh Schoo! Program, when young people from different regions of the country and different 

socioeconomic and cultural backgrounds come together for five week.s of backcountry living 

and working, are fascinat ing and, no doubt, contribute immeasurably to the success of this 

SCA program. 

The New Hampshire Conservation Corps (NHCC) another program of the Student Conservation 

Association, does not, however, have the depth of diversity found in .the High School 

Program. Designed and developed for at-risk New Hampshire youth, NHCC has, at various times 

in its history, experimented with including young people who are not considered "at-risk." 

Invariably, we found that the dynamic created by such diversity enhanced the program for 

all participants-at-risk and mainstream students alike. 

However, not every program (including NHCC), necessarily always benefits from having a 

group that is fully diverse. Programs working with at-risk populations frequently address 

specific participant needs. As a result, when programs are designed to address the 

development of a young person with remedial needs, it is more of a challenge to use the 

same program model tb work with participants who are academically advanced. We need to 

define our program model based upon who we are here to serve. If a decision is made to 
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serve a diverse population and that is a part of our program mission, then we must design 

our program model to meet those diverse needs. 

Unfortunately, diversity is also limited by funding. While financial support for the 

NHCC at-risk youth, although not necessarily plentiful, has been relatively available, 

resources for young people without such needs have been much more difficult to obtain. 

Further compounding this issue is the ongoing challenge to secure funds for programs that 

integrate mainstream volunteers with at-risk students, who have traditionally been denied 

adequate access to the very financial, educational and social services from which they 

could benefit. If such diversity is to be fully achieved within NHCC and similar programs, 

alternate and creative funding strategies must be diligently developed and pursued. 

We are address ing this challenge in NH.CC by developing funding sources other than pub lic 

funding . Over the past few years, we have instituted a membership program that includes 

individual support from around the state of New Hampshire. Corporate and foundation 

fundraising have represented about 20 percent of the income, membership about 15 percent, 

fee -for-service work about 10 percent, and JTP A funding and National Community Service Act 

funds make up the balance. 

In response to the lack of diversity within the conservation and environmental movement, 

SCA, during the 1970s, began operating summer programs for young people in urban centers 

throughout the country. In 1991, SCA sought to expand its services to young people of color 

and women and launched the Conservation Career Development Program (CCDP). This new 

initiative builds on the urban program model and seeks to find and nurture the talents of 

young women and people of color who will provide the informed, wise leadership necessary to 

meet the conservation challenges of the next decade. The ultimate goal of the CCDP is to 

guide participants-who often have little historical connection to the field-into 

conservation and environmental careers. The audience is well-defined, and the program model 

has been developed to meet the specific needs of the young people coming through the 

program. 

Because CCDP participants are, for the most part, college bound, the pool of available 

program funds is shallow. As a result, in this arena too, the Association is constantly 

challenged to locate appropriate funding sources that will enable it to fulfill its 

commitment to promote diversity within the conservation and environmental community. In the 

case of CCDP funding, we began the program three years ago with all philanthropic funding. 

Over two-to-three years, on an $800,000 budget, we developed about 30 percent of the 
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funding needed from f ee-for-serv1ce, with the balance coming from corporations and 

foundations. In 1994, we will kick off a membership campaign to solicit individual support 

for the program. 

As we ponder the issues of diversity and as we strive to strike the right balance, I 

cannot help but notice how few at-risk youth we serve as compared to the need in society. I 

am moved by the fact that youth who are at-risk do not have options, perceived or real, as 

compared to those who are less disadvantaged socially and economically, who have 

incentives, options and the financial means to pursue their interests. One option is to 

direct our public funding more toward the young person with the greatest needs and utilize 

philanthropic and other funds to subsidize the participation of mainstream youth. 

Finally, as America's social and demographic conditions change-witness the transition of 

our workforce, which now includes more women, people of color and other under-represented 

populations than ever before-and as our educational and social serv1ce systems continue to 

falter , the need for the serv1ces and support provided by conservation corps will become 

increasingly critical. To meet these needs successfully, the corps community, in 

partnership with the funding community, must demonstrate flexibility and adaptability, 

resulting in expanded and enhanced program opportunities to serve a broad range of young 

people with diverse profiles and needs. 

PLANNING FOR DIVERSI1Y 

Bv Barbara Jordan 
&ecutive Director, Greater Miami Serv1ce Corps 

If you don 't want a corps to be labelled as being "just for" a special group, then it 

becomes important to plan for"diversity and not just let it happen by accident. It also 

requires a commitment from the top down, beginning with the corps' Board. If you're 

goal-oriented in your efforts to have a diverse corps, then you 're more likely to achieve 

it. 

Corps can be diverse both programmatically and in the populations which they serve; but 

when you look at corps in terms of diversity, you also have to look at staffing. When the 

Greater Miami Serv1ce Corps (GMSC) was recruiting its first group of corpsmernbers, we had 

some trouble gaining credibility in the community because we were trying to attract 
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participants from ethnic groups that weren 't represented among our staff. AI, a result, we 

set out to really look at our staffing. GMSC had originally hired three people to start-up 

the corps, but now it was clear that we had to have a staff that paralleled the kinds of 

diversity we wanted to establish among our corps members. If we were going to try to involve 

youth from the Hispanic community, for example, we needed an Hispanic staff member to come 

along when we recruited. 

The corps ' physical location was another key factor. GMSC was diligent about finding a 

location in Dade County that is not identified with a specific racial or ethnic group. We 

had offers to locate in Little Havana and in Liberty City, which has a strong 

African-American identity, but we couldn 't have attracted a diverse group of corpsmembers 

to either community. We paid a price for our determination to find the right location: we 

were essentially homeless for two years. But now we are located in an area that is 

predominantly Puerto Rican and black-and is not identified with any specific racial or 

ethnic group. 

Recent ly, we started a satellite program in South Dade, where we have been able to 

invo lve the Mexican and Haitian populations, two groups that we hadn' t been success fu l in 

recruit ing at our North Dade headquarters. These new corpsmembers have also had an impact 

on our staffing. We realized we needed a Haitian staff member, and so we ult imately created 

a position for a former corpsmember who is Haitian. 

While GMSC's attention to staffing and location have he lped us grow more diverse, we are 

continuing to have problems attracting Anglos to the corps. We are looking at the 

possibility of setting up an additional satellite program in a high school with a large 
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percentage of Anglo students-an approach that the Philadelphia Youth Service Corps has used 

successfully. 

We have been taking these deliberate steps to diversify the corps because we want the 

corpsmembers to learn from one another and be able to work together. One approach we use is 

to pay attention to the ways that they are organized into crews. During their initial 

interviews, we ask about friends and relatives they have in the corps-and then we make sure 

they're not on the same crew. We also bring everyone together at least twice a month for 

!if e skills classes. 

But even with clear goals and planned steps to achieve those goals, questions inevitably 

arise. GMSC has a waiting list, and we have to ask ourselves: If we have 50 

African-American kids waiting for spaces in the corps, do we take them--or should we go out 

and recruit for diversity? 
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TIIE EXPERIE CE OF THE URBAN CORPS EXPANSIO PROJECT 

By Liz Alperin-Solms 
Coordinator of the Urban Corps Expansion Project, 
Public/Private Ventures 

Diversity is a difficult issue to talk about. Race and economic status are emotionally­

and politically-charged issues, generating as much rhetoric as practicable solutions. In 

the youth service community, there are definitional problems as well. To some, a diverse 

youth service program is one in which young people taking a year off from college serve 

alongside teen mothers who have dropped out of high school. To others. an all-minority, 

all-dropout population is diverse when young people's li fe experiences are different, 

either because their roots are in the West Indies, Central America, Harlem, or Mexico. or 

because their verbal abilities vary from the almost illiterate to the eloquently poetic. It. , 

is the first type of diversity that is currently capturing the imagination of national 

service policymakers. But it is the second scenario that characterizes the large majority 

of urban youth corps today, one of the most prolific brands of youth service programming. 

It is easy to see the appeal of a service program that has racial and socioeconomic 

divers ity. At a time when racial healing is a social and political imperative, the vision 

of young people of multiple races and backgrounds coming together to solve community 

problems is powerful. At the same time, there are many reasons why urban youth corps, on 

the whole, tend not to be diverse along socioeconomic lines. With limited funding 

opportunities, corps increasingly look to JTP A for financial support, a federal program 

that is earmarked to the poor. In some cities, political pressure dictates that scarce 

public dollars be channeled to those most at risk. In other ci'ties, the population base 

from which corps can recruit consists almost entirely of poor youth. Some practitioners 

recruit predominantly poor minority youth by choice, believing that the solution to the 

ills of urban areas is to change the paradigm of urban America from self-destruction to 

community-building from within. 

But perhaps the most significant reason that corps attract an at-risk population 

revolves around mission and program design. Corps' missions are complicated because they 

incorporate multiple goals, contain much nuance, and use language that can have multiple 

interpretations. It is fair to say, however, that most corps have two broad goals: to 

accomplish valued work through service to the community and to build the capacity of their 

participants through tf1at service. It is that second component of mission-corpsmember 
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deve lopment-that causes different programs to be des igned for different populations. In 

service programs designed to reach middle class and poor youth, corpsmember development 

tends to be structured around moral development~itizenship, the service ethic, and 

community connections. In those aimed at poor youth, the primary focus i,s on education and 

economic self-sufficiency. Citizenship and the service ethic are context-the means through 

which education and employability are built. Consequently, some of the features that are 

structured into corps targeted to poor youth-GED preparation and other basic education 

components; access to community services, such as child care, housing, legal counsel. 

health care, and other social supports; and a focus on employability development and 

postprogram transition to jobs--<lo not appeal to middle class youth. 

The Urban Corps Expansion Project (UCEP ), a national demonstration launched early in 

1989 by Public/Private Ventures (P/PV) in collaboration with the National Association of 

Service and Conservation Corps (NASCC), added eleven corps to the youth service landscape. 

Its lessons provide insight into the links between program design and corpsmember 

popu lation. The eleven corps that comprise UCEP program at least 25 hours each week of 

community service work and 9 hours or more of basic education and life skills. Structures 

are in place to make postprogram transition to work more likely, and all corps pay at least 

the minimum wage for hours on work projects. Through the end of 1992, about 1,500 young 

peo ple had served in UCEP's corps. They represent a population mos t at risk of suffering 

long- term poverty. They are between the ages of 18 and 23, yet over one-third are already 

parents. As a whole, they come from poor families. they are predominantly minorities, and 

most have dropped out of school. 

That UCEP attracts this population is in part intentional and in part an outgrowth of 

its program design. UCEP asked its corps to serve 75 percent at-risk young adults: no 

restrictions were placed on the remaining 25 percent. In fact, the UCEP model specifically 

encouraged sites to strive for racial, cultural, gender, educational, and economic 

diversity through a broad recruitment strategy. Gender was the dimension of diversity most 

easily achieved; one-third of UCEP's corpsmembers are women. Vigilance in recruiting, 

arrangements with local social service agencies to protect AFDC recipients' wages, and more 

gender-conscious programming, including gender-neutral sports in morning physical training, . 

linkages with childcare providers, and female crew supervisors helped UCEP enli.st the 

participation of more women. Achieving any kind of balanced racial diversity was more 

difficult. While no UCEP corps is single-raced. all are comprised of over 85 percent racial 

minorities. Some educational diversity does exist: in five of the corps, more than 
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one-third of corpsmembers entered with high school diplomas. However, fewer than one 

percent of UCEP corpsmembers have attended college. Socioeconomic diversity is, for all 

practical purposes, nonexistent in UCEP. 

UCEP demonstrates that a program designed to meet the needs of at-risk youth does not 

attract substantial numbers of non-poor _youth. It al.so strongly suggests that the urban 

corps model productively engages at-risk young people in service to their communities. 

Still open is the question of whether a socioeconomically diverse program can attract and 

meet the needs of these corpsmembers. There are a small number of youth corps outside UCEP 

that have achieved some socioeconomic diversity. The question of whether poor youth fare 

better in these programs or in targeted ones may well be worth future investigation. Do 

broad-base.d or targeted programs more successfully foster understanding between the races 

and tolerance of difference? Which increases the chances that corpsrnembers ' economic and 

educational goals will be met? 

We cannot answer these questions yet. Few would disagree, however, that the most 

important thing we can do for poor youth in this nation is to help them along a path toward 

self-reliance and economic security. UCEP tells us that even when components to affect 

corpsmembers' educational and economic outcomes are intentionally structured, it is 

difficult to change corpsmernbers' economic trajectories. It is hard to imagine that a 

program not geared toward those outcomes will do better. 

The numbers of urban poor youth are increasing; the numbers of known strategies to help 

them move forward in life are not. Service in a youth corps is one of the few attractive 

avenues for poor youth to successfully re-engage in education and move towards economic 

self-sufficiency. This is a time for experimentation in youth service. Programs that serve 

at-risk youth, whether they serve them exclusively or along with more privileged young 

people, should be.tried. The key is to fund diversity amon~ programs, not only diversity 

within programs. Only with that kind of experience can we understand what works best and 

for whom. 
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