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EXECUTIVE SUMMARY 

This report was prepared through a partnership between the District of Columbia Department of 

Housing and Community Development (DHCD) and the National Community Reinvestment Coalition 

(NCRC) as part of a comprehensive planning project funded by a Neighborhood Stabilization Program, 

Round 2 (NSP2) grant. DHCD was awarded $9.5 million to support neighborhood planning, property 

acquisition, housing rehabilitation and home purchase assistance to help stabilize these traditionally 

underserved neighborhoods, help keep families in their homes and provide economic opportunities for 

local residents. The three explicit goals of the NSP2 project were (1) improved access to decent, 

affordable housing, (2) increased commercial development and employment opportunities and (3) a 

comprehensive vision for community redevelopment in the Ivy City & Trinidad neighborhoods.  

 

NCRC seeks to provide DHCD and other city agencies with the information needed to maximize 

training and employment opportunities for residents of the Ivy City & Trinidad, which includes an 

assessment of (1) existing local and federal policies that guide local hiring and procurement practices, (2) 

existing workforce training programs accessible to residents of the Ivy City & Trinidad community and 

(3) current demographic challenges and opportunities; including an assessment of local workforce skills, 

training needs and other barriers to employment. More specifically, the methodology included:  

 

- A Policy Overview. NCRC conducted a review of local and federal policies related to workforce 

training and local hiring. This research included key District and federal programs that affect 

DHCD development projects, particularly those funded with NSP2 and other US Department of 

Housing and Urban Development (HUD) funds. These policies include the DC First Source 

Program, DC Law 2-156 and HUD’s Section 3 Program.  

 

- A Workforce Training Program Assessment. NCRC conducted an assessment of District 

workforce training programs that consisted of (1) initial outreach to DOES staff to understand 

the current workforce training context and (2) interviews with key staff and executive directors 

of selected workforce training programs accessible to Ivy City & Trinidad residents.  

 

- An Assessment of Resident Needs. NCRC performed a comprehensive assessment of Ivy City 

& Trinidad resident needs that consisted of (1) a demographic analysis of the Ivy City & 

Trinidad assessment area census tracts, (2) an in-depth, meaningful community engagement 

strategy that included focus groups and public meeting discussions focused on workforce 

development challenges and opportunities and (3) a comprehensive workforce skills assessment 

survey that allowed residents to identify current skills and barriers to successful training and 

sustainable employment.  

 

Performing a multi-faceted assessment based on this methodology allowed NCRC to identify a variety of 

challenges and opportunities related to providing effective workforce training and employment 

opportunities to low-income and unemployed residents, particularly those in Ivy City & Trinidad. These 

findings include: 

 



- Common Issues related to Local Hiring and Procurement Policies. Existing policies like First 

Source, DC Law 2-156 and HUD’s Section 3 share common challenges. All three programs allow 

contractors to waive their local hiring responsibilities based on an inability to identify eligible 

candidates. Further, there does not seem to be a strong, standardized approach to evaluate a 

“good faith effort” on behalf of contractors subject to these policies. While First Source and DC 

Law 2-156 both carry a potential penalty of five percent of a project’s direct and indirect labor 

budget, this penalty is hard to impose without unified standards for evaluation.  

 

- A Variety of Opportunities and Challenges related to maximizing the Effectiveness of 

Existing and Potential Workforce Training Programs. Key findings include:  

o Existing programs take important steps to help residents prepare for apprenticeship and 

job placements.  

o Existing programs face a variety of challenges connecting trainees to employment.  

o Existing programs lack uniform evaluation and tracking procedures.  

o Transportation to certain programs is difficult for some of the most vulnerable residents 

o Residents and training programs face a variety of other challenges that prevent 

maximization of benefits.  

 

- Meaningful Resident Perspectives related to Workforce Training and Employment. Key 

findings include:  

o A large percentage of Ivy City & Trinidad residents are undereducated. 

o Unemployment rates in Ivy City & Trinidad are high compared to the rest of DC. 

o Ivy City & Trinidad residents are disproportionately employed in service occupations. 

o Many Ivy City & Trinidad residents have experience in construction jobs (although 

primarily in lower-skilled construction areas) and have a significant interest in 

construction-related fields 

o Transportation remains a key obstacle for Ivy City & Trinidad residents for finding long-

term employment in the construction industry.  

 

Finally, NCRC provides a set of general recommendations that address policy, program and resident 

challenges and connects these recommendations to the planned NSP2 investment. Specifically, NCRC 

recommends the District government take the following actions: 

 
- Convene an interagency working group to inform and explore opportunities to implemented the 

recommendations included in this report.  
 

- Work across District agencies, planning entities and local nonprofits to create a new, innovative 
policy such as the Workforce Density Bonus that incorporates a range of penalties and incentives 
for participating contractors; 

 
- Incorporate a standardized review process to determine each contractor’s level of compliance; 

 
- Develop a standardized workforce training program scorecard; 

 
- Develop an Affirmative Fair Workforce Marketing Plan; and 

 
- Develop a comprehensive database of local residents eligible for placement on specific project 

types. 
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METHODOLOGY 
 

As referenced in the introduction, this report includes an assessment of (1) existing local and federal 

policies that guide local hiring and procurement practices, (2) existing workforce training programs 

accessible to residents of the Ivy City & Trinidad community and (3) current demographic challenges 

and opportunities; including an assessment of local workforce skills, training needs and other barriers to 

employment. This section outlines the methodology NCRC staff followed to complete this three-pronged 

assessment.  

 

 

Policy Overview 
 

NCRC conducted a review of local and federal policies related to 

workforce training and local hiring. This research included key 

District and federal programs that affect DHCD development 

projects, particularly those funded with NSP2 and other US 

Department of Housing and Urban Development (HUD) funds. 

These policies include the DC First Source Program, DC Law 2-

156 and HUD’s Section 3 Program.  

 

For DC First Source and the DC Apprenticeship Law, online 

research was conducted starting with official District 

government Websites. A Web-based media review was 

conducted to understand the current environment in which 

these programs are operating. This information was 

supplemented by interviews with DC Department of 

Employment Services (DOES) staff.  

 

A similar Web-based review of the Section 3 program was 

performed, starting with the HUD Website, including additional information 

related to NSP programs specifically. Program requirements, current implementation 

strategies and programmatic strengths and weaknesses were investigated for all three programs. This 

information is outlined in the findings section of this report.  

 

 

Training Program Assessment  
 

NCRC conducted an assessment of District workforce training programs that consisted of (1) initial 

outreach to DOES staff to understand the current workforce training context and (2) interviews with 

key staff and executive directors of selected workforce training programs accessible to Ivy City & 

Trinidad residents.  
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Understanding the Workforce Training Context 
 

As a first step to understanding the workforce training resources available to DC residents, NCRC 

conducted Web-based research to identify available training programs. This included accessing the DC 

Networks site maintained by the District government. This site is designed to provide access to 

information on available job training programs, youth services and in-demand occupations all on one site.  

 

Upon conducting additional research, NCRC staff noticed that not all training programs are available on 

the DC Networks Website. The Academy of Construction and Design at Cardozo Senior High School, 

Building Futures, and Goodwill Green Pathways were not listed. In order to ensure comprehensive 

coverage of available resources, NCRC conducted email outreach to DOES staff. Agency contacts were 

provided with an initial list of local service providers to confirm that all relevant programs were included. 

DOES staff were also asked specific questions about employment gaps, job placement and resource 

sharing. Information regarding the operation of DC Networks and other DOES procedures is included in 

the findings section of this report.  

 

Review of Selected Workforce Training Programs 
 

Based on the preliminary review of District programs, NCRC staff identified a cross section of eight 

training programs accessible to Ivy City & Trinidad residents and conducted a thorough review of 

program-specific information. These programs include: 

 

- Academy of Construction and Design at Cardozo Senior High School 

- Building Futures Pre-Apprenticeship Training and Placement Program  

- Community College of the District of Columbia  

- Goodwill Green Pathways Construction Training Pre-Apprenticeship 

- United Planning Organization 

- Excel Institute 

- Covenant House Washington 

- Latin America Youth Center 

 

NCRC reviewed official program Websites for each of these eight training providers and conducted 

follow up interviews with program leadership to obtain information related to program history, funding 

sources, target constituents, duration, certification provisions, enrollment and placement results. 

Program staff were also asked about relationships with area employers and trade unions. A full outline of 

information requested of service providers is outlined in the Appendix (see “Training Program 

Canvassing Outline”). Individuals consulted for each program are also outlined in the Appendix (see 

“Individuals Consulted”). An overview of key findings from this review is outlined in the findings section 

of this report.  
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Assessment of Resident Needs 
 

Finally, NCRC performed a comprehensive assessment of Ivy City & Trinidad resident needs that 

consisted of (1) a demographic analysis of the Ivy City & Trinidad assessment area census tracts, (2) an 

in-depth, meaningful community engagement strategy that included focus groups and public meeting 

discussions focused on workforce development challenges and opportunities and (3) a comprehensive 

workforce skills assessment survey that allowed residents to identify current skills and barriers to 

successful training and sustainable employment.  

 

Demographic Analysis  
 

NCRC first conducted a demographic analysis of the Ivy City & Trinidad neighborhoods, in order to gain 

a more comprehensive perspective of the residents in the community. By reviewing selected American 

Community Survey (ACS) data1 regarding educational/training systems in the area, NCRC was able to 

gain a contextualized perspective on the relationship between resident needs and the shortcomings of 

workforce training and employment. The information obtained from the 2005-2009 American 

Community Survey informed the development of the survey tools used, in addition to providing a more 

comprehensive context of the Ivy City & Trinidad resident demographic profile and its distribution 

patterns among the various tracts within the neighborhoods. The data served as a complement to the 

survey findings and recommendations sections, as their relationship could determine the longevity of 

certain workforce development programs.  

 

The ACS data varied from the ethnic and age distribution of the area, to distributions such as education 

level and employment status. Such information was imperative to the report, as there are many factors 

that contribute to the employment opportunities of residents: whether or not a resident has sufficient 

access to public transportation, the shortcomings in obtaining a GED or a resident’s age can have a 

profound effect on whether or not they may be able to attain a job.  

 

Community Engagement 

 

Consistent with NCRC’s commitment to pursuing a neighborhood planning strategy that was both 

market-driven and community led, the workforce-related demographic information collected at the front 

of this assessment was supplemented by input gathered from community residents throughout an 

extensive community engagement process.  

 

NCRC’s community engagement work began with outreach to the local Advisory Neighborhood 

Commission (ANC). NCRC and DHCD staff presented the NSP2 project, the partnership’s goals and a 

proposed timeline of activities to commissioners of ANC 5B, which represents the Ivy City & Trinidad 

neighborhoods. NCRC and DHCD then facilitated an ANC-hosted stakeholder meeting with local 

residents invited by the commissioners. The purpose of this meeting was to share an overview of the 

project with a larger group of neighborhood residents to gauge feedback.  

                                                           
1 U.S. Census Bureau; American Community Survey, 2005-2009 Summary Tables; generated by Lorena Gil Garcia, 
<http://factfinder.census.gov> ; (16 March 2011).  
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Following this initial outreach, NCRC 

developed an engagement schedule that 

included a series of six focus groups, two 

advisory working group sessions and two 

additional community meetings. The focus 

groups were held in Ivy City & Trinidad 

between March 9, 2011 and April 20, 2011, to 

discuss a wide range of topics related to 

community development, such as workforce 

development needs, housing impediments 

and opportunities, social conditions and 

neighborhood services, commercial and 

business development, perspectives on 

redevelopment and community greening.  

 

Following the focus groups, NCRC facilitated a community meeting on April 30, 2011 to share what staff 

had heard from the community and provide an opportunity for additional comments. This was done 

through participatory mapping exercises and the use of large comment boards.  

 

Finally, once multiple rounds of community input had been received, NCRC and project partners 

worked with a smaller group of actively involved neighborhood residents to combine market data and 

resident preferences into a focused set of recommendations. These recommendations were shared with 

neighborhood residents at a final community meeting on June 11, 2011.  

 

Workforce Skills Assessment  

 

In order to assess the current state of employment readiness of Ivy City & Trinidad residents, NCRC 

created and administered a nine-page survey that sought information about residents’ education and 

employment interests.  

 

The Workforce Skills Assessment Survey (see Appendix – “Workforce Skills Assessment Survey”) was 

conducted in Ivy City & Trinidad neighborhoods in the winter of 2011. The survey presented a multitude 

of questions in an organized format, which first prompted residents to answer general questions 

regarding their age, gender, employment status and education. The latter portion of the survey included 

an inventory of key information related to workforce skills and barriers to obtaining employment. 

Residents provided information on the barriers to employment that they face such as language issues, 

substance abuse or other health conditions and their general interest in building construction, 

renovation and repair.  

 

The final segment of the survey included a thorough inventory of resident workforce-related skills, where 

residents were able to check off respective skill sets in which they have experience. From this section, 

survey administrators were able to gain insight on available skills in areas pertaining to building 
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construction, renovation and repair, care giving, maintenance, sales and security. Finally, residents were 

provided with a ranking scale to determine which career paths were of the highest importance to them, 

in addition to selective open-ended questions that supplemented systematic answers.  

 

The survey sought to determine a more clear-cut division between residents who are already in 

possession of key skills and just need to be connected to opportunity, versus those who express a strong 

interest to learn or perhaps have a solid foundation of necessary skills for a certain sector and would 

benefit from enhancement.  

 

Prior to the administration of the Workforce Skills 

Assessment Survey, NCRC conducted outreach at 

community meetings and through flyering to build 

awareness of the survey process and develop a word-

of-mouth effort to recruit survey participants. 

 

 NCRC subcontracted with a consultant with 

community ties and experience in workforce 

programs to conduct the survey. The consultant met 

with residents and community leaders on an 

individual and group basis to build community 

support for the Ivy City & Trinidad Neighborhood 

Stabilization Initiative in general and foster support 

for the employment survey.  

 

The Workforce Skills Assessment Survey was 

administered in three ways: 1) it was dropped off at 

local churches and community centers by their 

respective facilitators, 2) it was administered by leaders within the Ivy City & Trinidad community and 

3) a consultant administered the surveys in-person around the high-traffic areas of Ivy City, such as local 

shopping centers. All of the surveys were filled out by the residents themselves and the zip codes were 

cross-referenced with Ivy City & Trinidad zip codes to ensure that only neighborhood residents were 

included in the survey analysis.  

 

 

 

 

 

 

 

 

 

 

 



   8 | P a g e  

 

ASSESSMENT FINDINGS 
 

This section presents findings related to the three-pronged assessment performed by NCRC staff. 

Background information, including a brief overview of relevant District and federal local hiring and 

procurement policies and DOES procedures, is included in this section. Also included is a high-level 

assessment of relevant policies and key findings from program canvassing, community meetings, focus 

groups and the workforce skills assessment survey. As in the methodology section, findings are organized 

by (1) policy overview, (2) workforce training program assessments and (3) an assessment of resident 

needs.  

 

 

Policy Overview  
 

As mentioned above, NCRC conducted a review of local and federal policies related to workforce 

training and local hiring. These policies include the DC First Source Program, DC Law 2-156 and HUD’s 

Section 3 Program. A brief overview of these programs is outlined below. Also included is a high-level 

assessment of each program. This information serves as a basis for recommendations related to how 

DHCD and other District agencies can strengthen local hiring practices.  

 
DC First Source 
 

The First Source Employment Agreement (FSEA) Program is the District’s main program designed to 

hold developers accountable for providing employment opportunities to local residents on projects that 

receive government assistance.  

 

Program Overview 

 

All contractors and subcontractors working on projects of $100,000 or more that receive government 

assistance are subject to First Source hiring requirements.2 The program requires that 51 percent of all 

new hires working on the project be DC residents. This includes 51 percent of all apprentices and 

trainees. Positions filled by current or previously laid-off employees are not subject to this requirement. 

Non-profit organizations with 50 employees or less are completely exempt from First Source hiring 

requirements.  

 

All employers subject to the First Source Program must enter a First Source Employment Agreement 

with DOES. Employers must also complete an Employment Plan that indicates the number of new jobs 

projected to be associated with the projects. Detailed information on associated salaries, hiring dates, 

residency status, ward information, new hire justification and union requirements is also required in the 

plan.  

                                                           
2 http://www.does.dc.gov/does/frames.asp?doc=/does/lib/does/FirstSource_factsheet.pdf 
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Within five days of executing the First Source Employment Agreement, employers must post all job 

vacancies on the DOES Virtual One-Stop (VOS) Website.3 Throughout the subject development project, 

employers must also notify DOES of any need for new employees within five days of the point this need is 

identified. Prior to the identified hiring dates, DOES is required to refer applicants to the employers.  

Employers must submit a written report that outlines compliance with First Source requirements along 

with the final request for payment associated with a project. Employers that fail to meet the 51 percent 

local hiring requirement are subject to a fee equivalent to five percent of the associated project’s direct 

and indirect labor costs.  

Program Assessment  

Strengths 

- The 51 percent local hiring requirement and associated non-compliance fees present a 

significant incentive for employers to hire local residents.  

- The $100,000 project cost threshold is low enough to include most development projects 

that receive city subsidy. 

- By requiring employers to submit development plans associated with construction projects 

receiving city subsidy, employers are subject to some degree of increased accountability. 

Regardless of the level of program enforcement, employer-produced reports (available via 

Freedom of Information Act (FOIA) request) allow DC residents to monitor employment 

practices of contractors that receive taxpayer assistance.  

- Upon taking office, Mayor Vincent Gray committed to holding employers accountable to 

First Source requirements and identified 22 employers with non-compliant status.  

Challenges 

- Employer accountability is limited by the availability of multiple, loosely-defined waiver 

opportunities. For instance, employers can be provided a waiver from First Source hiring 

requirements if they simply show a “good faith effort” to comply with the program or certify 

that the local labor market does not possess required skills.  

- DOES is required to refer applicants within five business days of the date the employer 

identifies a hiring need, which greatly limits the opportunity for meaningful outreach and 

successful placement.  

- DC legislation only explicitly requires employers to post employment opportunities online 

via the DOES VOS Website. This limits access to employment opportunities for low-income 

residents who may not have regular access to the internet.  

 

 

 

 

                                                           
3 "District of Columbia First Source Employment Agreement." Department of Employment Services. Mar. 2011. Web. 26 Oct. 2011. 
<http://www.does.dc.gov/does/frames.asp?doc=/does/lib/does/frames/New_FIRST_SOURCE_EMPLOYMENT_PLAN_3_22_11.pdf
> 



   10 | P a g e  

 

DC Law 2-156 (Apprenticeship Law)  
 

Apprenticeship programs provide local residents with the skills they need to secure sustainable 

employment through on-the-job training opportunities, through which they are partnered with 

experienced journeymen. Such programs are a key introduction the construction trade. Several programs 

throughout the District provide pre-apprenticeship training to prepare residents for these opportunities. 

A review of such programs is included later in this report.  

 

If hired after completion of a pre-apprenticeship program, successful candidates proceed to on-the-job 

apprenticeships and complete additional instruction through qualified institutions. Trade unions work 

through their own programs, but non-union apprenticeship programs work with institutions like 

Associated Builders and Contractors (ABC), located in Arlington, Virginia. Other apprenticeship 

programs utilize online or distance learning resources.  

Separate from the First Source Program, the Apprenticeship Law was passed to ensure opportunities for 

DC residents to participate in apprenticeship programs on projects that receive city subsidy. The 

supporting legislation was first passed in 1978 and amended in 2004.  

Program Overview 

The program operates similar to First Source. All contractors and subcontractors working on projects of 

$500,000 or more that receive government assistance are subject to the Apprenticeship Law.4 

Contractors and subcontractors who receive multiple contracts totaling over $500,000 within a twelve 

month window are also subject to these requirements. The program requires that 35 percent of all 

apprentice hours associated with a subject project be performed by DC residents. As with First Source, 

employers that fail to meet the 35 percent apprentice hours requirement are subject to a fee equivalent to 

five percent of the associated project’s labor costs.  

Program Assessment  

Strengths 

- The 35 percent apprenticeship hours requirement and associated non-compliance fees 

present a significant incentive for employers to hire local apprentices.  

- The $500,000 project cost threshold (though higher than the First Source $100,000 

threshold) is low enough to include most development projects that receive city subsidy. 

- DOES currently monitors construction projects to ensure required apprenticeship/ 

journeymen ratios are maintained and that apprentices are performing tasks they are 

qualified to complete.5  

 

 

 

                                                           
4 http://www.does.dc.gov/does/frames.asp?doc=/does/lib/does/FirstSource_factsheet.pdf 
5 "Phone Interview With Lewis Brown, Director D.C. Apprenticeship Council." Interview by Lorena Gil Garcia. Mar. 2011. Print. 



   11 | P a g e  

 

Challenges 

- As with First Source, employer accountability is limited by the availability of multiple, 

loosely-defined waiver opportunities. Again, employers can be provided a waiver if they 

show a “good faith effort” to comply with the program or certify that the local apprenticeship 

market does not possess required skills.  

 

HUD Section 3 
 

A provision of the Housing and Urban Development Act of 1968, Section 3 aims to support local 

economic development while increasing economic and employment opportunities for low income 

populations. Housing and community development projects that receive HUD funding must provide 

employment and economic development opportunities to local Section 3 residents and businesses. 

 

Section 3 residents are defined as people living in public housing and those located in a community 

where a HUD-assisted project for housing or community development is located. For the purpose of 

identifying potential Section 3 participants, low income is defined at 80 percent or below the median 

income of that area and very low income is defined at 50 percent or below the median income of the area.  

 

Section 3 businesses are those who are at least 51 percent or more owned by Section 3 residents, employ 

at least 30 percent permanent, full-time employees who are currently Section 3 residents, or are 

committed to subcontracting more than 25 percent of the awarded amount of all subcontracts to a 

Section 3 business concern.6  

Program Overview 

Section 3 applies to all projects funded through CDBG, HOME and other HUD programs. Projects may 

include the construction or rehabilitation of housing or other public construction, such as street repair, 

sewage line repair or installation, or updates to building facades. NSP2 projects that receive $200,000 or 

more from housing and development programs are also required to comply with Section 3.  

 

Recipients of HUD funds must, to the greatest extent feasible, provide training, employment and 

contracting opportunities to Section 3 residents and businesses through their HUD-supported projects. 

Recipients are also required to take an active role in ensuring Section 3 compliance. In most cases, this 

includes developing procedures to ensure residents, businesses, contractors and subcontractors all 

comply with Section 3 requirements.  

 

 

 

 

 

 

                                                           
6 HUD Website. “Section 3 FAQs.” http://portal.hud.gov/hudportal/documents/huddoc?id=11secfaqs.pdf 
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Program Assessment  

Strengths 

- Section 3 applies to a wide range of projects that receive HUD funds through local agencies 

like DHCD.  

- Section 3 targets the most vulnerable populations living in traditionally underserved 

communities like Ivy City & Trinidad.  

- Like other local hiring programs, Section 3 provides a level of accountability by requiring 

recipient agencies to develop a compliance plan.  

Weaknesses 

- By simply requiring recipients to provide opportunities to “the greatest extent feasible,” the 

Section 3 program’s effectiveness is limited.  

 

Workforce Training Program Assessment  
 

NCRC also conducted an assessment of District workforce training programs that consisted of (1) initial 

outreach to DOES staff to understand the current workforce training context and (2) interviews with 

key staff and executive directors of selected workforce training programs accessible to Ivy City & 

Trinidad residents. The information copied below provides an overview of the information gathered 

through this process.7  

 
Understanding the Workforce Training Context 

 

As outlined in the methodology section, NCRC staff conducted email outreach with DOES staff in an 

attempt to ensure a comprehensive review of available workforce training programs. NCRC staff also 

asked about employment gaps, job placement, resource sharing and other DOES resources and 

procedures. From staff responses, NCRC found: 

 

- All programs that have been certified as eligible for the District’s Eligible Providers List for 

Workforce Investment Act (WIA) training opportunities appear on the DC Networks Website. 

Programs that are undergoing a recertification application and review process are not listed until the 

process has been completed.  

 

- Information for training programs that are contracted for special target groups is provided through 

career center staff during one-on-one sessions, orientations and recruitment brochures. 

 

                                                           
7 This information provided via email correspondence with Pamela Collins, Program Manager of Training and Professional 
Development at DHCD between May 11th and May 25th, 2011.  
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- All training providers selected for the District’s Providers List must provide training in a high 

demand occupation. (DOES staff did not provide a definition for “high demand” occupations).  

 

- Program providers are selected through an application and certification process that is conducted by 

the Workforce Investment Council.  

 

- Job placement is primarily provided by the training provider; however, DOES job placement 

assistance is available through career center staff at the completion of training. 

 

Review of Selected Workforce Training Programs 
 

NCRC reviewed Web-based materials and conducted in-person interviews with representatives of eight 

DC training providers. A list of these providers, their contact information and a brief synopsis of their 

programs is outlined in the Appendix (see “Overview of Job Training and Pre-Apprentice Programs”). 

Outlined below is a selection of findings that support five key points, including (1) existing programs 

take important steps to help residents prepare for apprenticeship and job placements, (2) existing 

programs face a variety of challenges connecting trainees to employment opportunities, (3) existing 

programs lack uniform evaluation and tracking procedures, (4) transportation to certain programs is 

difficult for some of the most vulnerable residents and (5) residents and training programs face a variety 

of other challenges that prevent maximization of benefits.  

 

Existing programs take important steps to help residents prepare for apprenticeship and job 

placements.  

 

- All of the pre-apprenticeship programs develop math skills, promote safety, provide hands-on 

experience and offer OSHA 10, First Aid and CPR Certification.  

 

- Simulated construction site working conditions provide opportunities for trainees to determine early 

on whether or not they are suited for the rigors of construction.  

 

Existing programs face a variety of challenges connecting trainees to employment opportunities.  

 

- Interviews with construction skills training providers stated that there has been a low demand for 

trained graduates from their programs. Many speculated that currently there is a disconnect between 

training programs and job placement opportunities—specifically since there is no formal forum 

where training programs have the opportunity to liaise with potential job providers. Also, some 

training providers expressed frustration that the District does not compel developers and contractors 

to work closely with training providers to secure employment for program graduates.  

 

- Program graduates are largely left to secure employment themselves—while most training programs 

have some type of employer participation, a significant timing gap exists between graduation from a 

training program and an offer of employment.  
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- Some training programs offer placement assistance to residents who are currently enrolled, but not 

for recent graduates. This means that residents have a fixed window of time to receive assistance in 

finding a job. For example, the Latin American Youth Center does not provide job placement 

assistance to graduates who are no longer enrolled; if a resident is still looking for a job at the 

completion of the program, they will soon be on their own in their search.  

 

- Automotive Training Programs such as the Excel Institute have fostered good relationships with 

both unions and automotive industry giants such as Volkswagen, but for programmatic support and 

donated materials. They could benefit even more from these partnerships by establishing employee 

“feeder” programs into such entities.  

 

- Youth/Soft Skills programs are viable supplementary programs for individuals transitioning into 

adulthood, but are not as effective as pre-apprenticeship or training programs for employment 

opportunities. For example, the Latin American Youth Center focuses on social skills, workforce 

enhancement and art /media educational programming, but many of those skills don’t necessarily 

translate into viable employment.  

 

Existing programs lack uniform evaluation and tracking procedures.  

 

- Many training programs have high retention and graduation rates, yet lack statistical data on the 

long-terms benefits of their program by means of employment. Programs such as Building Futures, 

CCDC and the Weatherization Training Center would benefit from a more thorough impact 

evaluation that does an effective job of tracking employee placement and retention. Goodwill Green 

Pathways has adequate records for monitoring their graduates’ placement, but only for 90 days 

following graduation.  

 

- District residents largely rely on word of mouth both for assessing the strength and employment 

prospects associated with the individual training programs, as well as in locating construction work 

on city assisted projects.  

 

Transportation to certain programs is difficult for some of the most vulnerable residents 

 

- Most, but not all of the workforce training programs are reasonably accessible via public 

transportation. The Latin America Youth Center, Academy of Construction Cardozo, Community 

College of the District of Columbia, Weatherization Training Center and the Excel Institute are all 

located in areas that can be reasonably accessed by means of time and cost.  

 

- Programs with the highest graduation rates are often the hardest to get to. To arrive at the Goodwill 

Green Pathways Hyattsville training station (a requirement of the program), one must board the 

metro at 5 am and use multiple bus transfers. Also, the branch of the Building Futures program that 

is most accessible to Ivy City & Trinidad residents is located at the Covenant House, which would 

require a 45 minute bus ride with two or three transfers from that area.  



   15 | P a g e  

 

Residents and training programs face a variety of other challenges that prevent maximization of 

benefits.  

 

- Funding of pre-apprenticeship programs from the District is difficult to obtain and is intermittent in 

frequency.  

 

- Most program participants receive little or no compensation for their participation in training 

programs. The District of Columbia DOES One-Stop stipends are just $10 a day. In some cases this 

may be just enough to cover transportation to the site and back.  

 

- Requirements to participate in programs vary. In many cases, residents may find significant 

documentation barriers to enrollment. For example, the Green Pathway DC program has strict drug 

testing requirements, in addition to providing many forms of low income documentation (such as 

Public Assistance Record, UI Documents, etc). For the Excel Institute, one must possess a valid 

driver’s license or learner’s permit and a $50 application fee. Some barriers are physical; Green 

Pathways requires the ability to carry 50 pounds and stand for long periods of time. This may not be 

suitable for older individuals, or those with a disability. To enroll in the Covenant House program, 

participants are required to be either homeless or at risk of becoming homeless.  

 

- Outreach from workforce training programs to non-traditional populations is limited, for groups 

such as non-native English speakers, women and disabled or older populations. Among the programs 

researched, Building Futures was the only program that has a history of targeting low-income 

women, but has since widened its audience to all low income adults. Building Futures continues to 

partner with Wider Opportunities for Women to provide educational classes centered on issues 

within the workplace such as sexual harassment, but not in actual skill development.  

 

- Among the program researched, none mentioned child care as a service offered to their participants. 

This may be a significant hurdle to many Ivy City & Trinidad residents in program enrollment.  

 

- Partnerships between training programs and employment providers exist, but few partnerships exist 

between the different training programs themselves. Successful partnership examples such as the 

Building Futures program and the Covenant House have been a benefit to residents, as they bridge 

the gap between youth training programs and assistance they may need in transition to the 

workforce. There may be potential for other Workforce Training programs to develop partnerships, 

especially among other youth programs.  
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Assessment of Resident Needs 
 

Finally, NCRC conducted an assessment of resident needs based on a demographic analysis Ivy City & 

Trinidad, an in-depth, meaningful community engagement strategy and a comprehensive workforce skills 

assessment survey. Outlined below is a summary of findings gathered through these assessments.  

 

Demographic Analysis  
 

The demographic analysis of the Ivy City & Trinidad study area provided an important foundation to 

supplement survey findings and focus group contributions of community engagement. The American 

Community Survey data covered a variety of demographic information: population, age, education level, 

employment status, occupation, then finally a breakdown of employment industries and the methods of 

transportation that residents utilize to get to work. In addition to providing appropriate context for the 

creation of recommendations, these findings reinforce the established need for workforce skill 

development within the Ivy City & Trinidad communities.  

 

In 2009, the census data comprising the Ivy City & Trinidad neighborhoods included an estimated 

population of about 23,690, which accounts for approximately 4 percent of the DC population. Just over 

18 percent of the population in the Ivy City & Trinidad neighborhoods is under the age of 15, while nearly 

12 percent is over the age of 65. An estimated 70 percent of the study area’s population is between the age 

of 15 and 64, which can be considered the working age population.  

 

Key findings of the demographic analysis are as follows:  

 

- A large percentage of Ivy City & Trinidad residents are undereducated. Approximately 36 

percent of the population age 18 and older has no high school diploma or equivalent, which is 

vastly higher than the rest of the population in Washington, DC.  

 

- Unemployment rates in Ivy City & Trinidad are high compared to the rest of DC. More than 

11 percent of the population 16 years and over in Ivy City & Trinidad are unemployed, in contrast 

to only 6 percent for DC as a whole.  

o The highest unemployment rates can be found among teenagers age 16 to 19 (29 percent), 

followed by those age 20 to 24 (23 percent) and age 25 to 34 (15 percent). The teenage 

unemployment rate in Ivy City & Trinidad is more than three times the rate in DC. 

 

- Ivy City & Trinidad residents are disproportionately employed in service occupations. Of 

those 16 and older in Ivy City & Trinidad, about 27 percent are in service occupations, in contrast 

to about 16 percent for the City as a whole.  

o About 17 percent of the population 16 years and over in Ivy City & Trinidad is engaged in 

professional, scientific and management and administrative and waste management 

services industry. In contrast, about 22 percent of the City’s population is engaged in 

these industries. 
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- Bus ridership in Trinidad & Ivy City is nearly twice the rate as the District of Columbia 

overall. Both Ivy City & Trinidad and DC had similar levels of workers commuting by car, truck, 

or van driving alone (about 44 percent), which is nearly half the national rate, further uncovering 

the neighborhoods’ reliance on public transportation.  

o Nearly 45 percent of workers age 16 and older in Ivy City & Trinidad commute to work 

using public transportation, with most riding the bus (31 percent). Bus ridership in 

Trinidad & Ivy City is nearly twice the rate as DC overall.  

o Trinidad is served by the D1, D3, D4, D8, X3 and B2 bus services of the Metrobuses and 

the New York Avenue – Florida Avenue – Gallaudet University (Metrorail) station on 

the Red Line of the Washington Metro. Some of the means mentioned above probably 

serve as methods of transportation to some of the workforce development programs, if 

attended in the DC Area. 

 

Focus Groups and Public Events  
 

A resident focus group was held Wednesday, March 9, 2011 at Gallaudet University and included a 

discussion of workforce development issues. The focus group, which had thirteen participants, included 

discussions of residents’ current employment status, barriers to employment, job training programs and 

other resources available to help residents train for and obtain employment or to help them through 

unemployment.  

Most of the focus group’s thirteen participants were either unemployed or working part-time. A majority 

of the focus group participants also had a criminal record, which they expressed as a significant barrier to 

employment. Other barriers identified include: 

- Lack of Education and Training – Several focus group participants expressed frustration with 

the lack of useful education and training in the neighborhood for all age groups.  
 

- Lack of Certification – At least one focus group participant mentioned frustration with the 

need to earn certifications to work on certain jobs. This individual has years of experience, but 

was not hired for certain jobs because s/he had not earned trade certification. 

 

- Existing Training Programs and Placement Programs – A clear theme throughout the focus 

group discussion was the fact that existing programs are not meeting local workforce needs. 

Specific challenges include the opportunity cost associated with attending training programs 

during work hours and the cost of securing child care to attend such programs.  

 

When area residents are able to attend training programs and other workforce related events, many find 

them to be unhelpful. In particular, focus group participants mentioned specific frustrating interactions 

with the District government’s One Stop Career Centers. One participant mentioned visiting a One Stop 

center and being asked to return home and call to make an appointment. Residents felt strongly that staff 

of these centers did not care about their clients and also expressed frustration with job fairs that offer 

materials, but no actual employment opportunities.  
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Finally, focus group participants expressed an interest in training programs that focus on broader 

professional development and life skills, including help identifying how to overcome a criminal record 

and how to prepare for an interview. One participant expressed an interest in training courses that help 

individuals identify their skill sets and potential career paths prior to more targeted job training. 

 

This resident input is documented in the Appendix (see “Transcripts…”), which includes notes from the 

March 9, 2011 workforce development focus group. The figure on the right is a comment board slide first 

used in an April 30, 2011 community meeting. This image includes notes from the April 30 meeting and 

was presented to an advisory group comprised of active community residents on May 7, 2011.  

 

Workforce Skills Assessment  
 

The Workforce Skills Assessment Survey served an imperative role in assessing resident attitudes 

towards readiness and interest in construction-related industries, in addition to other skills that may be 

functional in obtaining employment.  

 

In total, 600 surveys were collected from residents of Ivy City & Trinidad throughout the six month 

survey period. Among the 600 collected, 343 of them (57 percent) were substantially completed by 

people within the assessment area. The remaining 257 were left incomplete, or were disregarded due to 

geographical constraints.  
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Among the survey respondents, 50 percent were under the age of 30, with the largest survey participant 

age range being from 19-24 years of age. Only 13 percent of survey respondents were over the age of 46. 

About 10 percent of respondents skipped this question. In regard to gender, approximately 64 percent of 

the respondents were male; 27percent were female. Ten percent of respondents skipped this question.  

 

Unemployment rates and levels of educational attainment uniquely corresponded- both 71 percent of 

respondents had completed a majority of high school or less and 71 percent of respondents were 

unemployed. Twelve percent of survey participants skipped the question related to unemployment. Of 

those who were employed, 40.7 percent were employed full-time, while nearly 60 percent had part-time 

or seasonal employment. Of those with part-time or seasonal employment, two-thirds indicated that they 

would work full-time if given the option. Another 9 percent were unsure whether they would be in 

interested in full-time work, while the balance skipped this question.  

 

 Among the survey sections related to available skills and interests, the following served as key findings:  

 

- Survey participants expressed high levels of interest in construction-related fields. Among 

the completed surveys, roughly 70 percent (240 surveys in total) indicated experience in 

construction and an interest in working in the field again.  

o Survey findings indicate that there is high potential for targeted training and hiring of 

neighborhood residents for construction-related projects, due to high unemployment 

and under-employment rates in combination with their broad range of experience.  

 

- Many respondents indicated experience in construction jobs, but a majority have 

experience in only lower-skilled construction areas. Areas of experience include painting and 

knocking down walls. Few respondents indicated more technical construction skills such as 

tuck-pointing and chimney repair. The same pattern applied to skills regarding both 

maintenance and machinery; lower-level skills such as lawn mowing and painting were 

abundant while technical skills were rare.  

o Ivy City & Trinidad residents have a broad range of experience in low-skilled renovation, 

construction and repair, with certain concentrated populations of significant experience 

in specialized fields. For example, one resident indicated that he had 40 years experience 

as a master carpenter, while another shared that he had eight years of experience 

performing renovation work.  

 

- Transportation remains a key obstacle for Ivy City & Trinidad residents for finding long-

term employment in the construction industry. Because construction is by nature transitory, 

trainees must be able to access automobile transportation when work opportunities take them 

outside the impediments of public transportation. When asked about key barriers to 

employment, nearly one-third of respondents cited access to transportation as their main 

problem, followed by criminal history, lack of training, child care and homelessness.  
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CONCLUSIONS AND RECOMMENDATIONS 
 

The recommendations that follow attempt to address some of the most pressing challenges presented in 

the findings section of this report. These include the lack of information available to local residents 

regarding available training programs and their effectiveness, as well as the disconnect between 

workforce training and job placement that is exacerbated by ineffective local hiring policies and 

disconnected workforce training programs.  

 

NCRC staff engaged local residents, District agency staff and representatives of eight workforce training 

programs in order to better understand the current workforce environment in Ivy City & Trinidad and 

broader DC . If there is one overarching message to take from this assessment, it is that maintaining 

steady employment, particularly in the construction field, is a long, complicated and sometimes 

inconsistent process. At each step, residents are faced with a new set of challenges. The figure below 

summarizes a cross-section of these challenges.  
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Policy Recommendations 
 

Existing policies like First Source, Apprenticeship Law, and HUD’s Section 3 share common challenges 

from a workforce development perspective. All three programs allow contractors to waive their local 

hiring responsibilities based on an inability to identify eligible candidates. For the two District policies, 

specifically, evaluation procedures used to define a “good faith effort” on behalf of contractors should be 

strengthened. While First Source and the Apprenticeship Law both carry a potential penalty of five 

percent of a project’s direct and indirect labor budget, this penalty is hard to impose without unified 

standards for evaluation.  

 

To address this limitation, NCRC recommends the District government take three discrete actions 

related to developing more effective policies. The District should (1) convene an interagency working 

group to address local hiring and procurement challenges (2) work across agencies to create a new, 

innovative policy that incorporates a range of penalties and incentives for participating contractors and 

(3) incorporate a meaningful, standardized review process to determine each contractor’s level of 

compliance.  

 

Convene a Working Group 
 

The District government should convene a working group that consists of the Mayor’s Office, DHCD, 

DOES, the Deputy Mayor for Planning and Economic Development and other key agency staff. This 

working group would be responsible for promoting meaningful amendments to existing District policies.  

 

The working group could determine the exact parameters of the Workforce Density Bonus, and perform 

outreach on its new regulation to target rental and for-sale housing developers, as well as developers of 

commercial and industrial projects. They could define the parameters for the Standardized Workforce 

Training Scorecard, which would measure the efficacy of job placement initiatives and workforce 

training. Also, the working group could help define target populations for the Affirmative Fair 

Workforce Marketing Plan (AFWMP). Finally, the working group could inform the outreach strategies 

of the AFWMPP such as brochures and electronic media, and monitor the overall success of the program.   

The working group could also be guided by an advisory group comprised of elected officials, District 

business owners and residents to further investigate and discuss workforce training and local hiring 

challenges throughout DC.  

 

As the findings section of this report clearly illustrates, low-income residents of traditionally 

underserved communities like Ivy City & Trinidad face a variety of challenges in securing sustainable 

employment. Equally clear is that these residents understand these challenges more than anyone. To 

ensure the success of policies and programs like those outlined above, DHCD and other district agencies 

should continue to engage local residents in workforce training discussions. Meaningful community 

engagement is the best way to ensure challenges are properly identified and effectively addressed.  
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Figure 1: Sample Density Bonus Strategy 

 

- Up to 25% density bonus for 51% local hiring 

- 0% density bonus and no fee for 50% local hiring  

- Below 50% and above 35% local hiring would result in a feed paid by the contractor 

ranging from 2%-9.5% of the project’s total direct and indirect labor budget 

- Below 35% local hiring would result in a fee of 10% of the project’s total direct and 

indirect labor budget 

 

Incorporate a Range of Carrots and Sticks  
 

The working group described above should explore model policy changes that incorporate a range of 

penalties and incentives for contractors subject to local hiring and procurement laws. For instance, the 

working group could develop a Workforce Density Bonus Ordinance that would incentivize both 
developers and contractors to hire local residents for construction programs. Such a program would 

target rental and for-sale housing developers, as well as developers of commercial and industrial projects, 

and would work in conjunction with District planning entities. The following recommendations should 

be considered when developing such an ordinance: 

 

- The program could grant a developer a density bonus of up to 25% higher than permitted under the 

zoning ordinance for a specific parcel of land in exchange for hiring an agreed upon number (or 

percentage) of local workers.  

 

- Contractors that do not agree to hiring a set number of local residents could be required to pay a fee 

to a newly created Workforce Development Fund.  
 

- The contractor and District agency could execute a workforce agreement. This agreement will 

specify the number, type and hourly wage for local hires. The District could record the agreement, 

which will run with the land.  

 

- The Workforce Density Bonus could be utilized for both new construction and rehabilitation 
projects. However, there might be a limited amount of development opportunity for substantial 
rehabilitation projects. 

 

Figure 1 outlines a potential strategy that includes a range of incentives and penalties for contractors who 

participate in local hiring at various levels. Rather than simply providing contractors a waiver from 

policy requirements should local hiring present a challenge, this system provides contractors with 

flexibility while ensuring local workforce benefits. As local hiring decreases, contractor contributions to 

the proposed Workforce Development Fund increase.  
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The example outlined below illustrates how such a strategy could be implemented with projects 

receiving NSP2 funds. As illustrated on line one of Figure 2, this example assumes a rehab budget per 

multifamily unit of $89,024.8 Assuming 200 units across four redevelopment projects, 50 of which receive 

NSP funding, construction costs would total $17.8 million (line 4). Deducting allowances for developer 

fees, soft costs, retainage and materials, the assumed eligible basis for calculating potential Workforce 

Development Fund fees would be $7.9 million (line 10).  

Although there are no readily available best practices that tie workforce development and Density Bonus 

strategy, many US cities have found success in its use for affordable housing. San Diego, CA, Austin, TX, 

and Arlington, VA have all greatly benefitted from Density Bonus regulations. 9 

Figure 2: Sample NSP Multifamily Rehab Funding Financing Scenario 
        

1  89,024    Rehab Budget/Unit 

2 200    Total Units (assuming 4 50-unity buildings) 

3  50    NSP Units 

4  17,804,800    Total Construction Budget 

5 2,136,576    Developer Fees (assuming 12% TDC) 

6 2,670,720    Soft Costs (assuming 10% TDC) 

7   890,240    Retainage (assuming 5% TDC) 

8 12,107,264    Construction Budget (Labor and Material) 

9 7,869,722    Direct and Indirect Labor  

 

    as well as contractor's overhead and profit 

 

    (65% of Construction Budget - Line 8) 

10 $   7,869,722    Eligible Basis (For Calculating Workforce Development Fund Fee)  

 
 

   

Figure 3 illustrates how the sample density bonus strategy outlined in Figure 1 would be applied to the 

financing scenario outlined in Figure 2 at three different local hiring levels. For instance, if the four 

projects receiving NSP funds were completed by a single contractor who hired 51 percent local residents, 

the contractor would not be eligible for a density bonus of up to 25 percent.10 Should the contractor hire 

40 percent local residents, the contractor would not be eligible for a density bonus and would be 

required to pay 5.86 percent (applying a sliding scale) of project direct and indirect labor into the 

Workforce Development Fund. In this case, 5.86 percent of roughly $7.9 million would equate to about 

$460,000. In the final scenario (32 percent local hiring), the Workforce Development Fund fee would be 

capped at 10 percent (about $787,000). 

                                                           
8 Figures provided by DHCD 
9 "Density Bonuses - Best Practices - Washington Area Housing Partnership." Washington Area Housing Partnership - Affordable 

Housing. Web. 26 Oct. 2011. <http://www.wahpdc.org/densitybonus.html> 
10 Although more suited for new construction, a density bonus may be applied to multifamily rehab projects in some instances. A 
working group convened to discuss workforce training issues may also consider alternative incentives for rehab projects.   
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Figure 3: NSP2 Multifamily Project Utilizing                   

Workforce Development Fund Density Bonus Model 

 

  Scenario A Scenario B Scenario C 

% Local Labor 51% 40% 32% 

Jobs to Local 

Residents 
317 249 199 

Eligible Basis 

(from Figure 1) 
$   7,869,722 $   7,869,722 $   7,869,722 

Density Bonus Yes--Up to 25% No No 

Workforce Dev. 

Fund Fee 
None 

5.86% 10% 

$    461,166 $    786,972 

 
Incorporate a Meaningful, Standardized Review Process 
 

A policy like the model Workforce Density Bonus Ordinance outlined above would provide the triple 

benefit of (1) holding contractors accountable for local hiring, (2) providing real opportunities for local 

residents and (3) potentially raising significant funds to support workforce training programs 

throughout DC. However, such an ordinance would be ineffective without a meaningful, standardized 

review process to ensure contractors are, in fact, putting forth a good faith effort to comply with local 

hiring policies.  

 

Program Recommendations 
 

The most effective way to ensure compliance is to put the burden of reporting on a District agency rather 

relying on private interests. Outlined below are strategic programs designed to shift the burden from 

private contractors, increase accountability and more effectively promote local hiring. These programs 

include (1) a standardized workforce training program scorecard, (2) an Affirmative Fair Workforce 

Marketing Plan and (3) a comprehensive database of local residents eligible for placement on specific 

project types. 

 

Standardized Workforce Training Program Evaluations 
 

The District should create an easy to read scorecard of local training programs. The specific outcome 

measures could be determined by the multiagency working group mentioned above. However, 

accessibility, outreach, graduation rates and job placement are all important considerations. Scorecards 

should be disseminated throughout DC, particularly in neighborhoods with high unemployment and 

specific training needs.  
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Affirmative Fair Workforce Marketing Plan (AFWMP) 
 

The Affirmative Fair Workforce Marketing Plan (AFWMP) would be a marketing strategy designed 

to target residents interested in enrolling in a workforce training program, or qualified and interested in 

securing an apprenticeship or journeyman position on a local construction project. AFWMP would 

specifically target low and moderate income residents of traditionally underserved communities like Ivy 

City & Trinidad. A specific targeting approach could be defined by the multiagency working group.  

  

The District could adopt this platform for any real estate construction project totaling over $500,000.11. 

Training programs, contractors and/or city agencies would utilize this platform to ensure that all 

targeted, interested residents have the opportunity to participate in either a workforce training program 

and/or securing employment on a construction site. AFWMP would differ from traditional marketing 

activities because it includes: 

 

- Targeting traditionally underserved segments of the DC population. While local hiring laws apply to 

all residents of DC, the AFWMP would target populations that often fall between the cracks.  

 

- Outreach strategies designed to attract targeted individuals. This would include (1) developing a 

brochure that includes training program scorecard information outlined above, (2) advertising in 

strategic print and electronic media and (3) marketing in specific communities utilizing religious and 

community organizations.  

 

- Indicators designed to measure the success of the marketing program. Evaluations would be 

performed at predetermined intervals to ensure the efficacy of the program. At the conclusion of the 

program, the effectiveness would be measured in part by the number of targeted residents enrolled in 

training programs, as well as the number of residents that would be employed through the program.  

 

Comprehensive Database of Underserved Communities and Eligible Workers 
 

Through the workforce skills assessment survey, NCRC developed a preliminary list of Ivy City & 

Trinidad residents, most of whom are (1) unemployed, (2) have experience in construction trades and (3) 

are interested in working on District-supported construction projects. This database has already been 

used to contact survey respondents to invite them to NSP2-related opportunities to learn more about 

available workforce training resources.  

This database could be further strengthened by a more in-depth assessment of economic demographics 

and workforce needs throughout DC. This information could be combined with information regarding 

eligible workers and District-supported development projects to inform the AFWMP and direct 

contractors to potential employees. This information could be gathered and maintained by a District 

agency or mission-driven organization.  

                                                           
11 Consistent with Washington, DC Apprenticeship Law.  
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Ivy City & Trinidad Demographic Characteristics 

 

 

Data Source: U.S. Census Bureau, 2005-2009 American Community Survey 

 

 

 

 

 

 

 

                                                           
12

 Educational attainment for the population 18 years and over;  
13

 Combines the number from above two rows; ‘ Less than 9th grade’ and ‘9th to 12th grade, no diploma’ 

Table 1a: Population by Education Attainment (Numbers)
12

, 2009 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 

Trinidad/Ivy 

City DC 

National (in 

thousands) 

Less than 9th grade 210 0 66 171 14 255 62 222 1,000 24,071 13,313 

9th to 12th grade, no diploma 455 188 286 627 182 556 420 773 3,487 44,854 22,258 

Less than high school graduate
13

 665 188 352 798 196 811 482 995 4,487 68,925 35,571 

High school graduate, GED, or alternative 889 475 995 958 433 715 847 994 6,306 100,573 67,407 

Some college, no degree 479 366 380 582 360 497 310 296 3,270 84,924 51,182 

Associate's degree 105 120 7 299 66 81 88 210 976 14,577 16,074 

Bachelor's degree 270 212 646 543 180 88 139 178 2,256 97,421 36,882 

Graduate or professional degree 293 64 333 201 47 70 46 63 1,117 108,021 20,163 

Total: 2,701 1,425 2,713 3,381 1,282 2,262 1,912 2,736 18,412 474,441 227,279 
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Table 1b: Population by Education Attainment (Percentage), 2009 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 

Trinidad/Ivy 

City DC National 

Less than 9th grade 7.77% 0.00% 2.43% 5.06% 1.09% 11.27% 3.24% 8.11% 5.43% 5.07% 5.86% 

9th to 12th grade, no diploma 16.85% 13.19% 10.54% 18.54% 14.20% 24.58% 21.97% 28.25% 18.94% 9.45% 9.79% 

Less than high school graduate 24.62% 13.19% 12.97% 23.60% 15.29% 35.85% 25.21% 36.37% 24.37% 14.53% 15.65% 

High school graduate, GED, or alternative 32.91% 33.33% 36.68% 28.33% 33.78% 31.61% 44.30% 36.33% 34.25% 21.20% 29.66% 

Some college, no degree 
17.73% 25.68% 14.01% 17.21% 28.08% 21.97% 16.21% 10.82% 17.76% 17.90% 22.52% 

Associate's degree 3.89% 8.42% 0.26% 8.84% 5.15% 3.58% 4.60% 7.68% 5.30% 3.07% 7.07% 

Bachelor's degree 10.00% 14.88% 23.81% 16.06% 14.04% 3.89% 7.27% 6.51% 12.25% 20.53% 16.23% 

Graduate or professional degree 10.85% 4.49% 12.27% 5.94% 3.67% 3.09% 2.41% 2.30% 6.07% 22.77% 8.87% 
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Table 2a: Population by Employment Status (Numbers)
14

, 2009 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 

Trinidad/Ivy 

City DC 

National (in 

thousands) 

In labor force:
15

 1,822 894 2,034 2,376 813 1,411 1,525 1,904 12,779 324,325 153,408 

In Armed Forces 6 11 - 32 25 - - - 74 2,859 1,135 

Civilian: 1,765 883 1,891 2,278 788 1,315 1,493 1,869 12,282 307,151 146,591 

Employed 1,557 807 1,840 1,832 709 1,286 1,151 1,413 10,595 291,830 141,303 

Unemployed 259 76 194 512 79 125 374 491 2,110 29,636 10,970 

Not in labor 

force
16

 1,052 556 785 1,139 501 892 454 894 6,273 162,849 82,464 

Total: 2,874 1,450 2,819 3,515 1,314 2,303 1,979 2,798 19,052 487,174 235,872 

Data Source: U.S. Census Bureau, 2005-2009 American Community Survey 

 

Table 2b: Population by Employment Status (Percentage) ,2009 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 

Trinidad/Ivy 

City DC National 

In labor force: 63.40% 61.66% 72.15% 67.60% 61.87% 61.27% 77.06% 68.05% 67.07% 66.57% 65.04% 

In Armed Forces 0.21% 0.76% 0.00% 0.91% 1.90% 0.00% 0.00% 0.00% 0.39% 0.59% 0.48% 

Civilian: 61.41% 60.90% 67.08% 64.81% 59.97% 57.10% 75.44% 66.80% 64.47% 63.05% 62.15% 

Employed 54.18% 55.66% 65.27% 52.12% 53.96% 55.84% 58.16% 50.50% 55.61% 59.90% 59.91% 

Unemployed 
9.01% 5.24% 6.88% 14.57% 6.01% 5.43% 18.90% 17.55% 11.07% 6.08% 4.65% 

Not in labor force 36.60% 38.34% 27.85% 32.40% 38.13% 38.73% 22.94% 31.95% 32.93% 33.43% 34.96% 

                                                           
14

 Employment status for the population 16 years and over;  

15
The labor force includes all people classified in the civilian labor force, plus members of the U.S. Armed Forces (people on active duty with the United States Army, Air Force, 

Navy, Marine Corps, or Coast Guard). The Civilian Labor Force consists of people classified as employed or unemployed. 

 (Note: ‘In labor force’ may not be equal to sum of ‘In Armed Forces’ and ‘Civilian.’ All the population 16 years and over, including over 65, are considered in the ‘In labor force.’ 

However, population over 65 is not categorized as ‘In Armed Forces’ and ‘Civilian’ in the American Community Survey database.) 

16A person who did not work last week, was not temporarily absent from a job, did not actively look for work in the previous 4 weeks, or looked but was unavailable for work 

during the reference week; or simply a person who was neither employed nor unemployed is considered as ‘not in labor force.’ (http://www.bls.census.gov/cps/intmanb3.htm) 
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  Data Source: U.S. Census Bureau, 2005-2009 American Community Survey 
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Table 3a: Population by Occupation (Numbers)
1
, 2009 

 

CT 

79.01 

CT 

79.03 CT 85 

CT 

88.02 

CT 

88.03 

CT 

88.04 

CT 

89.03 

CT 

89.04 

Trinidad/Ivy 

City DC 

National (in 

thousands) 

Management, professional and related occupations: 

648 264 834 720 255 333 267 167 3,488 162,983 49,130 

Management, business and financial occupations: 239 63 413 295 40 38 151 64 1,303 61,760 19,714 

Management occupations 116 12 246 219 40 0 98 23 754 39,744 13,517 

Business and financial operations occupations 123 51 167 76 0 38 53 41 549 22,016 6,197 

Professional and related occupations: 409 201 421 425 215 295 116 103 2,185 101,223 29,415 

Computer and mathematical occupations 32 45 114 99 0 56 61 52 459 11,795 3,352 

Architecture and engineering occupations 28 0 15 0 0 55 0 0 98 4,278 2,717 

Life, physical and social science occupations 24 0 14 45 25 0 19 0 127 10,320 1,329 

Community and social services occupations 17 20 37 63 0 20 0 12 169 6,646 2,266 

Legal occupations 81 12 96 32 0 0 0 8 229 21,766 1,636 

Education, training and library occupations 143 43 118 71 119 98 18 31 641 19,839 8,236 

Arts, design, entertainment, sports and media occupations 29 81 27 57 46 0 9 0 249 17,662 2,681 

Healthcare practitioner and technical occupations: 55 0 0 58 25 66 9 0 213 8,917 7,198 

Health diagnosing and treating practitioners, other technical occupations 23 0 0 23 0 33 0 0 79 6,100 4,880 

Health technologists and technicians 32 0 0 35 25 33 9 0 134 2,817 2,318 

Service occupations: 352 191 316 290 262 364 485 584 2,844 47,532 23,860 

Healthcare support occupations 51 20 37 13 62 1 46 112 342 4,502 3,155 

Protective service occupations: 92 65 28 82 0 51 98 49 465 8,371 3,049 

Fire fighting and prevention and other protective service workers  79 44 28 70 0 19 98 49 387 6,545 1,674 

Law enforcement workers including supervisors 13 21 0 12 0 32 0 0 78 1,826 1,375 

Food preparation and serving related occupations 31 28 100 65 62 100 110 243 739 14,503 7,563 

Building and grounds cleaning and maintenance occupations 140 20 73 76 62 189 158 114 832 12,006 5,412 

Personal care and service occupations 38 58 78 54 76 23 73 66 466 8,150 4,680 

Sales and office occupations: 370 189 405 450 147 308 346 427 2,642 57,654 36,204 

Sales and related occupations 75 27 107 53 60 126 172 144 764 19,456 16,045 

Office and administrative support occupations 295 162 298 397 87 182 174 283 1,878 38,198 20,159 

Construction, extraction, maintenance and repair occupations: 70 83 118 195 23 139 34 7 669 10,072 13,383 

Construction and extraction occupations 51 83 63 94 0 129 18 0 438 7,257 8,514 

Installation, maintenance and repair occupations 19 0 55 101 23 10 16 7 231 2,815 4,869 

Production, transportation and material moving occupations: 117 80 167 177 22 142 19 228 952 13,388 17,733 

Production occupations 34 46 59 45 12 24 0 67 287 3,043 9,139 

Transportation and material moving occupations: 83 34 108 132 10 118 19 161 665 10,345 8,594 

Supervisors, transportation and material moving workers and other 

transportation workers except motor vehicle operators 0 0 0 9 0 58 0 27 94 1,004 847 

Motor vehicle operators 83 34 51 71 0 26 10 32 307 5,566 4,142 

Material moving workers 0 0 57 52 10 34 9 102 264 3,775 3,604 

Total: 1,557 807 1,840 1,832 709 1,286 1,151 1,413 10,595 291,830 141,303 
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Table 3b: Population by Occupation (Percentage), 2009 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 Trinidad/Ivy City DC National 

Management, professional and related occupations: 

41.62% 32.71% 45.33% 39.30% 35.97% 25.89% 23.20% 11.82% 32.92% 55.85% 34.77% 

Management, business and financial occupations: 15.35% 7.81% 22.45% 16.10% 5.64% 2.95% 13.12% 4.53% 12.30% 21.16% 13.95% 

Management occupations 7.45% 1.49% 13.37% 11.95% 5.64% 0.00% 8.51% 1.63% 7.12% 13.62% 9.57% 

Business and financial operations occupations 7.90% 6.32% 9.08% 4.15% 0.00% 2.95% 4.60% 2.90% 5.18% 7.54% 4.39% 

Professional and related occupations: 26.27% 24.91% 22.88% 23.20% 30.32% 22.94% 10.08% 7.29% 20.62% 34.69% 20.82% 

Computer and mathematical occupations 2.06% 5.58% 6.20% 5.40% 0.00% 4.35% 5.30% 3.68% 4.33% 4.04% 2.37% 

Architecture and engineering occupations 1.80% 0.00% 0.82% 0.00% 0.00% 4.28% 0.00% 0.00% 0.92% 1.47% 1.92% 

Life, physical and social science occupations 1.54% 0.00% 0.76% 2.46% 3.53% 0.00% 1.65% 0.00% 1.20% 3.54% 0.94% 

Community and social services occupations 1.09% 2.48% 2.01% 3.44% 0.00% 1.56% 0.00% 0.85% 1.60% 2.28% 1.60% 

Legal occupations 5.20% 1.49% 5.22% 1.75% 0.00% 0.00% 0.00% 0.57% 2.16% 7.46% 1.16% 

Education, training and library occupations 9.18% 5.33% 6.41% 3.88% 16.78% 7.62% 1.56% 2.19% 6.05% 6.80% 5.83% 

Arts, design, entertainment, sports and media occupations 1.86% 10.04% 1.47% 3.11% 6.49% 0.00% 0.78% 0.00% 2.35% 6.05% 1.90% 

Healthcare practitioner and technical occupations: 3.53% 0.00% 0.00% 3.17% 3.53% 5.13% 0.78% 0.00% 2.01% 3.06% 5.09% 

Health diagnosing and treating practitioners and other technical 

occupations 1.48% 0.00% 0.00% 1.26% 0.00% 2.57% 0.00% 0.00% 0.75% 2.09% 3.45% 

Health technologists and technicians 2.06% 0.00% 0.00% 1.91% 3.53% 2.57% 0.78% 0.00% 1.26% 0.97% 1.64% 

Service occupations: 22.61% 23.67% 17.17% 15.83% 36.95% 28.30% 42.14% 41.33% 26.84% 16.29% 16.89% 

Healthcare support occupations 3.28% 2.48% 2.01% 0.71% 8.74% 0.08% 4.00% 7.93% 3.23% 1.54% 2.23% 

Protective service occupations: 5.91% 8.05% 1.52% 4.48% 0.00% 3.97% 8.51% 3.47% 4.39% 2.87% 2.16% 

Fire fighting and prevention and other protective service workers 

including supervisors 5.07% 5.45% 1.52% 3.82% 0.00% 1.48% 8.51% 3.47% 3.65% 2.24% 1.18% 

Law enforcement workers including supervisors 0.83% 2.60% 0.00% 0.66% 0.00% 2.49% 0.00% 0.00% 0.74% 0.63% 0.97% 

Food preparation and serving related occupations 1.99% 3.47% 5.43% 3.55% 8.74% 7.78% 9.56% 17.20% 6.97% 4.97% 5.35% 

Building and grounds cleaning and maintenance occupations 8.99% 2.48% 3.97% 4.15% 8.74% 14.70% 13.73% 8.07% 7.85% 4.11% 3.83% 

Personal care and service occupations 2.44% 7.19% 4.24% 2.95% 10.72% 1.79% 6.34% 4.67% 4.40% 2.79% 3.31% 

Sales and office occupations: 23.76% 23.42% 22.01% 24.56% 20.73% 23.95% 30.06% 30.22% 24.94% 19.76% 25.62% 

Sales and related occupations 4.82% 3.35% 5.82% 2.89% 8.46% 9.80% 14.94% 10.19% 7.21% 6.67% 11.35% 

Office and administrative support occupations 18.95% 20.07% 16.20% 21.67% 12.27% 14.15% 15.12% 20.03% 17.73% 13.09% 14.27% 

Construction, extraction, maintenance and repair occupations: 4.50% 10.29% 6.41% 10.64% 3.24% 10.81% 2.95% 0.50% 6.31% 3.45% 9.47% 

Construction and extraction occupations 3.28% 10.29% 3.42% 5.13% 0.00% 10.03% 1.56% 0.00% 4.13% 2.49% 6.03% 

Installation, maintenance and repair occupations 1.22% 0.00% 2.99% 5.51% 3.24% 0.78% 1.39% 0.50% 2.18% 0.96% 3.45% 

Production, transportation and material moving occupations: 7.51% 9.91% 9.08% 9.66% 3.10% 11.04% 1.65% 16.14% 8.99% 4.59% 12.55% 

Production occupations 2.18% 5.70% 3.21% 2.46% 1.69% 1.87% 0.00% 4.74% 2.71% 1.04% 6.47% 

Transportation and material moving occupations: 5.33% 4.21% 5.87% 7.21% 1.41% 9.18% 1.65% 11.39% 6.28% 3.54% 6.08% 

Supervisors, transportation and material moving workers and other 

transportation workers except motor vehicle operators 0.00% 0.00% 0.00% 0.49% 0.00% 4.51% 0.00% 1.91% 0.89% 0.34% 0.60% 

Motor vehicle operators 5.33% 4.21% 2.77% 3.88% 0.00% 2.02% 0.87% 2.26% 2.90% 1.91% 2.93% 

Material moving workers 0.00% 0.00% 3.10% 2.84% 1.41% 2.64% 0.78% 7.22% 2.49% 1.29% 2.55% 
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Data Source: U.S. Census Bureau, 2005-2009 American Community Survey 
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Industry for the civilian employed population 16 years and over 

Table 4a: Population by Industry Employed (Number)
17

, 2009 

 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 

Trinidad/Ivy 

City DC 

National (in 

thousands) 

Construction 52 77 82 127 18 87 71 32 546 8,986 10,521 

Manufacturing 37 57 13 28 - - - 9 144 3,821 15,887 

Wholesale trade 11 - 12 23 15 14 - 43 118 1,957 4,517 

Retail trade 59 54 132 107 78 87 187 174 878 15,158 16,278 

Transportation and warehousing and utilities: 63 68 74 119 28 86 46 111 595 9,260 7,173 

Transportation and warehousing 63 68 66 100 28 65 46 111 547 8,665 5,999 

Utilities - - 8 19 - 21 - - 48 595 1,174 

Information 38 - 28 52 9 64 9 26 226 13,110 3,450 

Finance and insurance and real estate and rental 

and leasing: 149 18 137 100 - 58 59 79 600 19,105 10,034 

Finance and insurance 70 18 53 44 - 24 19 20 248 11,193 7,069 

Real estate and rental and leasing 79 - 84 56 - 34 40 59 352 7,912 2,965 

Professional, scientific and management and 

administrative and waste management services: 326 58 362 226 35 213 271 272 1,763 64,017 14,540 

Professional, scientific and technical services 205 48 273 141 35 80 106 65 953 48,667 8,791 

Administrative and support and waste 

management services 121 10 89 85 - 133 138 207 783 15,099 5,610 

Educational services and health care and social 

assistance: 386 147 306 307 340 244 180 327 2,237 57,941 30,390 

Educational services 163 82 143 118 219 165 65 147 1,102 29,141 12,713 

Health care and social assistance 223 65 163 189 121 79 115 180 1,135 28,800 17,677 

Arts, entertainment and recreation and 

accommodation and food services: 104 92 164 118 141 130 118 238 1,105 26,750 12,395 

Arts, entertainment and recreation 25 64 59 58 57 11 - 9 283 7,591 2,874 

Accommodation and food services 79 28 105 60 84 119 118 229 822 19,159 9,522 

Other services, except public administration 77 36 68 253 37 83 95 13 762 24,144 6,843 

Public administration 255 200 362 372 8 220 115 89 1,621 47,134 6,699 

Total: 1,557 807 1,840 1,832 709 1,286 1,151 1,413 10,595 291,830 141,303 
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Table 4b: Population by Industry Employed (Percentage) ,2009 

 CT 79.01 CT 79.03 CT 85 CT 88.02 CT 88.03 CT 88.04 CT 89.03 CT 89.04 

Trinidad/Ivy 

City DC National 

Construction 3.34% 9.54% 4.46% 6.93% 2.54% 6.77% 6.17% 2.26% 5.15% 3.08% 7.45% 

Manufacturing 2.38% 7.06% 0.71% 1.53% 0.00% 0.00% 0.00% 0.64% 1.36% 1.31% 11.24% 

Wholesale trade 0.71% 0.00% 0.65% 1.26% 2.12% 1.09% 0.00% 3.04% 1.11% 0.67% 3.20% 

Retail trade 3.79% 6.69% 7.17% 5.84% 11.00% 6.77% 16.25% 12.31% 8.29% 5.19% 11.52% 

Transportation and warehousing and utilities: 4.05% 8.43% 4.02% 6.50% 3.95% 6.69% 4.00% 7.86% 5.62% 3.17% 5.08% 

Transportation and warehousing 4.05% 8.43% 3.59% 5.46% 3.95% 5.05% 4.00% 7.86% 5.16% 2.97% 4.25% 

Utilities 0.00% 0.00% 0.43% 1.04% 0.00% 1.63% 0.00% 0.00% 0.45% 0.20% 0.83% 

Information 2.44% 0.00% 1.52% 2.84% 1.27% 4.98% 0.78% 1.84% 2.13% 4.49% 2.44% 

Finance and insurance and real estate and rental 

and leasing: 9.57% 2.23% 7.45% 5.46% 0.00% 4.51% 5.13% 5.59% 5.66% 6.55% 7.10% 

Finance and insurance 4.50% 2.23% 2.88% 2.40% 0.00% 1.87% 1.65% 1.42% 2.34% 3.84% 5.00% 

Real estate and rental and leasing 
5.07% 0.00% 4.57% 3.06% 0.00% 2.64% 3.48% 4.18% 3.32% 2.71% 2.10% 

Professional, scientific and management and 

administrative and waste management services: 20.94% 7.19% 19.67% 12.34% 4.94% 16.56% 23.54% 19.25% 16.64% 21.94% 10.29% 

Professional, scientific and technical services 13.17% 5.95% 14.84% 7.70% 4.94% 6.22% 9.21% 4.60% 8.99% 16.68% 6.22% 

Administrative and support and waste management 

services 7.77% 1.24% 4.84% 4.64% 0.00% 10.34% 11.99% 14.65% 7.39% 5.17% 3.97% 

Educational services and health care and social 

assistance: 24.79% 18.22% 16.63% 16.76% 47.95% 18.97% 15.64% 23.14% 21.11% 19.85% 21.51% 

Educational services 10.47% 10.16% 7.77% 6.44% 30.89% 12.83% 5.65% 10.40% 10.40% 9.99% 9.00% 

Health care and social assistance 14.32% 8.05% 8.86% 10.32% 17.07% 6.14% 9.99% 12.74% 10.71% 9.87% 12.51% 

Arts, entertainment and recreation and 

accommodation and food services: 6.68% 11.40% 8.91% 6.44% 19.89% 10.11% 10.25% 16.84% 10.43% 9.17% 8.77% 

Arts, entertainment and recreation 1.61% 7.93% 3.21% 3.17% 8.04% 0.86% 0.00% 0.64% 2.67% 2.60% 2.03% 

Accommodation and food services 5.07% 3.47% 5.71% 3.28% 11.85% 9.25% 10.25% 16.21% 7.76% 6.57% 6.74% 

Other services, except public administration 4.95% 4.46% 9.13% 13.81% 5.22% 6.45% 8.25% 0.92% 7.19% 8.27% 4.84% 

Public administration 16.38% 24.78% 19.67% 20.31% 1.13% 17.11% 9.99% 6.30% 15.30% 16.15% 4.74% 
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Transcripts from March 9, 2011 Ivy City & Trinidad Employment Focus Group  

!C!W/!CRC  

 

Mr. Bell: My name is Tony Bell and if the staff would introduce themselves…  
Dr. DeWeever: Hi, hello, good evening, my name is Avis Jones DeWeever  
Guest: I’m Michelle [inaudible]  
Guest: And I’m Mya  
Mr. Bell: Okay, now, I’m gonna tell you first of all I’m gonna throw a lot of things out and anything 
that I leave out, they’re gonna fill in the blank, okay? About ten years ago someone called me at my 
establishment and I’ve got a boxing gym and a fitness center; they needed somebody to teach life 
skills and I agreed to it. That program inspired me so much that I said any type of program like that 
that I see I’ve got to take part in it; and this is one of those programs. My job was as a recruiter and 
what I had to do was go around to all the corners everywhere and find anybody that needed a job or 
some type of assistance and get them into our program. Now, I got so many different excuses, some 
people said, “uh, I don’t have transportation,” so one of the things that the company did at that time 
was gave out little tokens so they could get back and forth to work. Some people said, “I don’t have 
enough clothes to wear to work every day.” So I sent them to another place, in Northeast and they 
provided clothes. And people said they didn’t have a babysitter so they couldn’t work, that’s why 
they’re not working, so we provided babysitters. Some people said they didn’t have a driver’s 
license, so we helped get them driver’s licenses’, took „em to the DMV. Some people said they 
didn’t have a high school diploma, so we got them a GED…they participated in a GED program, we 
got them GEDs. So we took away all the excuses they had for not being able to work. So that’s why I 
liked that program. What this program is all about is we’re trying to establish who in the community 
of Ivy City & Trinidad who are in the same situation, who don’t have work (for various reasons). 
Some people said they had criminal records, we took care of that too because a lot of construction 
jobs that you go on they do work in places where you don’t need to have a clean record. They don’t 
care what you’ve done in the past they wanna know what you’re gonna do in the future. They don’t 
care where you’ve been, they wanna know where you’re going, okay? Now there are some jobs that 
they…like the US Capitol, you can’t work in there if you have a criminal record; or if you’re going 
to work in the uh, the, court building or whatever. Most jobs they had we could work, it didn’t matter 
whether you had a criminal record or not, so don’t worry about that. We’re gonna try to take care of 
each need, but our job right now is to identify all those type of people. We wanna make sure that you 
get all the information, once we get all the information from you, we’re gonna submit a report to the 
Department of Housing and Urban Development who are funding this and we’re gonna recommend 
to them in the proposal (this is what this is)—try to get enough information to them that they can 
write a proposal, so they can start some type of training program for you. Now that’s in particularly 
long range, short range I have some forms here that says “Building Futures” I want everyone to get 
one of these before you leave, now this is for now. This is a six week program and this is sponsored 
by the General Services Administration, GSA. Now I had [inaudible] I’ll explain this as much as I 
can, if you all could help me. GSA…the training is Monday-Friday from 8am to 1pm, 6 weeks, after 
that time they’re gonna give you a certificate and they’re gonna try to transition you to another 
program run by GSA, now I understand they’re supposed to be renovating St. Elizabeth’s Hospital 
and since they funded this program here they’ve got contracts with St. Elizabeth’s Hospital 
[inaudible]…if they’re gonna train you, they’ll probably transition you to those. Now everybody in 
here is not gonna be a master plumber, master carpenter or electrician, or brick mason. But what 
those guys do, those experts, they have people, apprentices, working with them and they clean up 
after they do the job or they bring them the bricks or bring them the tools or  
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clean up the tools or whatever, just little things; and then you can watch them over their shoulder and 
learn the trade you see what I’m sayin’? SO make sure you get one of these and I want you to call 
this number tomorrow because you got until March 21 to get into this program. They’re recruiting 
right now, there’s enough sheets here for every one of you, okay? Now, once…we got, it must be 
about 20 or 30 people, experts and a national coalition of….  
Dr. DeWeever: The National Community Reinvestment Coalition…  
Mr. Bell: Right, they’ve got about 25 to 30 experts in each field and they’re all putting together this 
proposal. Now right now no one knows you’re here. But, once this proposal gets submitted, the 
President of the United States will know you’re here. The mayor of DC will know you’re here. The 
Department of Housing and Urban Development will know you’re here. And see, we’ve got your 
names…everyone in here I’ve got your names on a list. I talked to most…I must have talked to 
maybe 4 or 5 hundred people in the last month, so, but I picked you because when I got the 
applications, the surveys, I looked at what some of the background was, the training was and the ones 
that were really impressive to me, I put a check beside them. There are some of you in here that 
would probably be supervisors on the job because your experience is so much in depth. So don’t 
think you’re gonna get on a job and start off from scratch if you’re a master plumber or master 
carpenter. One of the applications said cabinet making, I said that’s [inaudible] cabinet makers, 
cabinet makers. So depending on what your skills are, as you put it down on the survey, that’s 
probably where you will be placed should you get on any job. Because I mean, you wouldn’t hook a 
plow horse…a race horse up to a plow. You’ve got a race horse, you’re gonna put him on the track, 
you see what I’m saying? So if you got a lot of skills and a lot of knowledge, don’t worry about that; 
they’re gonna see where you are and they are gonna place you accordingly in whichever place you 
would be of most use. I’m going to turn it over to Avis now and she’s gonna talk to you and I’ll talk 
to you after both of them have finished.  
Dr. DeWeever: Good evening  
Group: How are you doing?  
Dr. DeWeever: I’m fine thank you. Thanks for coming out I couldn’t describe the purpose of this 
more eloquently than what you just heard, the bottom line is we’re here because your opinions are 
important and we wanna hear what you have to say. We want to hear what your needs are, we want 
to hear where you’re getting help and where you’re not getting help, what’s happened that’s right 
around your neighborhood and what’s happened that’s wrong. We can’t fix it if we don’t know 
what’s wrong, right? So that’s why your input tonight is critically important. Now, to make sure that 
we have down what you say and that we’re right, we are recording our conversation, but we’re not 
gonna link what you say to your name on this paper. We just want to be able to accurately reflect 
exactly what you’re saying. Tonight I want you to keep in mind that there are no right and wrong 
answers to the questions that I am asking. I’m really interested in what your opinion is I want 
[inaudible] tell me what you really think, that’s really important. We need to have information so we 
can go back and present that information with people who will be the decision makers when it comes 
to what can change and what can happen in your communities, okay?  
I want to start, because I don’t know you, I want to start by just having everyone kind of go around 
the room and tell me what your name is and tell me just a little bit about yourself. For example, are 
you working now? Are you not working now? And what are your skills? What do you most like to 
do?  
Group Member 1: I’m working part time right now… [Inaudible] I’ve got my maintenance 
certificate too. Basically a lot of versatile [inaudible]  
Dr. DeWeever: Right, but you’d rather work full time?  
Group Member 1: Yeah. [Inaudible] It’s a lot of stuff I can do [inaudible]  
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Dr. DeWeever: Hi  
Group Member 2: How are you doing? Right now I’m working, but it’s not full time. I’m getting 
about 20-25 hours a week from my job. I also throw papers of the post every day [inaudible]. I’m up 
every day at 2:30 out tossing papers, but right now I’m looking for something for the future so I can 
go further than next week’s paycheck, you know what I mean? [Inaudible] I need something where I 
can get out of the same title and at the same time grow financially…just something better for me and 
my family.  
Dr. DeWeever: Hm…Okay, thank you. Hi.  
Group Member 3: Right now I’m unemployed, I have a telecommunications background and I’ve 
done some work with cable. I’ve been doing cable and other things with Comcast and some contract 
companies. Right now, like I said, I’m unemployed and I’m a father, I take care of all of my children 
so I really would like to be at work but the thing about it is I have some skills but I don’t have a lot of 
certification…I’m more or less what you call, as a lot of us in this room, are jacks of trades, masters 
of [inaudible] and that’s because we’ve been on so many of these job sites where we’ve been hired 
by these companies and they’ll tell you that they will train you, have this for you, have that for 
you…but I think I’ve gotten work with a lot…some other guys around here, we get out there and do 
the work load and they tell you they have this training for you but when it’s time to go on the training 
you might hear something like you don’t have time, or right now the project can’t allow for training , 
or it got pushed back. So a lot of us on the end that either have those certifications or need those 
certifications, we can’t get „em because it might not be…it might not be feasible for time 
management. If we got 20 employees that need to be trained properly, we can’t send those 20, but we 
are promising them that upon hire. [Inaudible] I have some certifications, but the ones I don’t have 
are lacking because it was time to go to school and we can’t…we can’t…we can’t use that man 
power for the class. So now when the contracts are over with, myself and others are just left, because 
basically, I mean, we got trained to do what we’re supposed to do, no paperwork would come 
through, or either the companies would give you certifications for their own technicians or something 
but they won’t allow their employees to have the certifications once they leave. So, we’re kinda at 
the mercy of a lot of contract companies in the DC Area, you know? They use us for what they can 
use us for. When they make enough money off of the contract, we’re back on unemployment again. 
That’s what’s happened with myself and I’ve been taking a lot of part time jobs in retail, whatever I 
can get. [Inaudible], so I figure I’m not the only one who has that same problem working against 
them. I don’t know what it is; I think we all fall in the same demographic. Some of us have a little bit 
of extenuating circumstances but I do believe all of us are just willing to work, you know, get that 
check.  
Dr. DeWeever: I hear you, thank you. Yes, sir?  
Group Member 4: I’m the CEO of the Kirksey and Sons Construction, [inaudible] and I was telling 
Tony Bell the [inaudible] so, I’m doing a big job for the Chief of Police right now, here in 
Northwest, on Quackenbos Street [inaudible] from the police station. I’m tryin’ to close this job out, 
but, work been slow for me, but I do a lot of insurance jobs, when houses catch on fire, my crew, we 
come and put it back together. I don’t do all that carpentry...I’m a concrete finisher by trade. That’s 
what I do and I’ve got all the other tradesmen that come in and do what I need them to do. 
[Inaudible]. So, work’s been slow, but it’s picking up, it’s starting to pick up right now. I thank God 
for that, because I mean, I need extra money too. I’ve got a wife and three kids, [inaudible], but I 
need more money. After paying these guys off I ain’t really left with nothing, they chargin’ me an 
arm and a leg to do work for their trade, you know? So hopefully everything work out, but I did go to 
St. Elizabeth’s and put an application in. [Inaudible] the director there, right? I ain’t know who she 
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was, she said, “Ain’t your name ______?” Me and her were in the same class in high school, so 
hopefully I can [inaudible] do concrete for them [inaudible].  
Group Member 5: I been a bus operator for 40 years. I do carpentry, brick work, electrical 
work…[inaudible] I just lost my job November 5, I was an engineer down at [inaudible] That man 
called me and I told him my skills, because I do a little of everything, all I need is a chance. I’ve got 
5 kids that ain’t even mine, that I took into my house that I take care of. [Inaudible], I do work at the 
church voluntarily; I try to give something back. Every house on King Street just about, I painted, by 
myself. [Inaudible] It’s been hard. God always lets you go the way that he’s gon’ guide you. And as 
long as you put Him first in your life, you can make changes, He’s gotta come first. [Inaudible], I 
haven’t had any problems with her, only problem I had was dinner. (Room laughs).  
Dr. DeWeever: Thank you, yes ma’am?  
Group Member 6: I just lost my job in December at Walter Reed Hospital. [Inaudible]. I have a 
CNA license, I’ve done secretary work, housekeeping work, [inaudible].  
Dr. DeWeever: Okay, alright, thank you.  
Group Member 7: I attend night school; I’m studying [inaudible]. I have a record, [inaudible] I do 
dry walling, brick laying, roofing, concrete work, tile work, [inaudible].  
Dr. DeWeever: Hi  
Group Member 8: Part time worker, [inaudible]. I can do anything from [inaudible], furnishing, dry 
wall work, [inaudible] and I can also do industrial work, [inaudible]. Basically I came to see what 
this program can offer me and what I can offer this program. [Inaudible]. Hopefully I can get my way 
out of this and [inaudible].  
Group Member 9: Right now I’m unemployed right now, but I’m in college for Criminal Justice 
and Law Enforcement. Tryna better my life for me and my son. I came to see [inaudible] ad to see if 
I can get a job. [Inaudible] but I like typing; I took a keyboarding course and did about 30 words per 
minute so, I type pretty fast; and I do Xeroxing and answering phones pretty much. That’s pretty 
much what I do.  
Group Member 10: My company had a new management company come in so I was asking, would 
it be better for them to try to help me find a job, because I have a record. So I was telling them that 
after this it was gonna be hard for me to find another job. I mean I do most of the stuff half the 
people in here said they do. I don’t have none of the qualifications or none of that but I learned from 
someone. Someone took me under their wing, I learn really quickly. So, I was doing general 
maintenance, then I moved from general maintenance to maintenance technician. But it’s hard at the 
end of the day. I don’t have too much to go on, I have my high school diploma, but it’s just 
ridiculous out here.  
Dr. DeWeever: How long have you been looking for work?  
Group Member 10: I was working with them for about 4 years, then the new management company 
took over, I was released I’d say about October of last year, I’ve been looking since then. I just 
recently came from a McDonald’s interview the day before, they ain’t hire me. That’s crazy man, it’s 
hard. I’ve got two little girls. I’ve got to make some money.  
Dr. DeWeever: I hear you. Hi.  
Group Member 11: Hi, how you doing? I’ve had quite a few jobs, but basically I’m a stone worker 
[inaudible]. I’m also a carpenter, a floor finisher. I lost my wife in ‘97, that’s my son (points to the 
right) and that’s my granddaughter (points to the right). I raised 9 kids by myself. I’m [inaudible] on 
public assistance. When you’re out of work for a certain period of time some things you can’t forget 
[inaudible] and actually I’m working now with the old folks in the home. I has a job [inaudible]. I’m 
with Project Empowerment. And [inaudible] what man don’t want to work if he is responsible? And 
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what I’m saying is I’m not only an NFL, Cowboys fan, I’m a team player. (The room laughs). 
[Inaudible]  
Dr. DeWeever: So it sounds like to me, most of you are looking now; even if you’re working some 
now you’re not working full time and you’re not where you want to be yet. Can you give me a sense 
of what you think are your biggest barriers?  
Group Member 4: I did 15 straight years, back and forth, off of drugs, crack, shootin’ dope, but it’s 
been 10 years for me now…but I’m sayin’ God been good to me. It’s hard, every job I go to…I went 
to just to work a part time job at Bojangle's…I got the job, then all of a sudden white dude tell me 
they’ve got my criminal background, went through all that. It’s like a brick wall you know, it’s like 
“we don’t need him, we’ve got somebody.” Like, man, I’m 46, I’m 46, give me a break man. I was a 
young child at one time, you know what I mean? And pressure…you know, peer pressure. Growing 
up in the projects in Southeast, I know how it is. I see kids growing up now and that peer pressure is 
rough you know what I mean? I thank God I got the skills, I thank God I got licenses and [inaudible], 
I do get big jobs, you know what I mean? I’m trying to get me a regular job where I can work and I 
can still book these jobs during the weekend and I can just send these guys to the address and they 
can go do the job, that’s all. You know?  
Dr. DeWeever: Is that what inspired you to start your own company?  
Group Member 4: yeah, I just want my own because they keep stopping us, you know? So many 
people trying to go on the job…now I’m not racist, I’m not racist at all, but soon as I go on a 
interview…as a matter of fact, it don’t make a difference who they are, soon as they see that criminal 
history that come back to „em they don’t want you. If you see something violent, they don’t want 
you, you know what I mean? They don’t know what the violence was about. They don’t know what 
happened; it could have been somebody that raped my mother, anything; killed my nephew, they 
don’t know what’s goin’ on. They just don’t want…you got a lot of good people that come out of 
prison tryna come home now, I know a lot of 'em on they way home from doing 30 years, on they 
way…I tell „em on the phone, “it’s gon’ be rough slim, just take your time, it’s gon’ be rough 
[inaudible]. And I know it’s gon’ be rough for „em. I just hope they don’t convert back to what they 
normally do. Understand, it’s rough out here man. They don’t want to give us no jobs.  
Group Member 5: You know what it is? You’re marked. You are marked.  
Group Member 4: WE ARE MARKED. BIG TIME.  
Group Member 5: Every one of us wants those jobs, but you know what? They’d rather hurry up 
and hire Hispanics [inaudible] and I can’t blame them, because they wanna work too, but you know 
what? We got a green card. (Laughter) You dig what I’m sayin’? But you know what they do? All of 
a sudden now we gon’ snatch out all the ones that don’t have green cards, but then you snatchin’ the 
whole daggon’ company! Because that’s all you’ve got in your company. Instead of hiring these 
young Black guys, young White guys, it don’t make no difference what color they are, as long as 
they are US citizens, let „em work. Let „em work! And we can’t get no work!  
Group Member 3: You know, I hear both sides [inaudible]. I’m over 40, I’ve got kids, I’ve got kids 
some of y’all age. And what I think the problem is…what the thing is is that some of us have records, 
some of us don’t, but for those of us who don’t, they really don’t want to hire us because we are over 
35….we are looking less profitable. We can’t say that we will work for 5-10 years for $10 an hour, 
we’ve got families. Now, the younger generation, they’ll try to hire you all because they look at you 
and see you’ve got 10, 15, 20 years to work. But then you’ve got some of them guys who get the 
jobs, the same jobs we go right behind y’all tryna get hired, we standin’ in line and we can’t get hired 
because—they’ll say, “well we don’t have nobody to work, I know we just hired about 10-15 young 
people.” Well, out of those 10, within three to four months time you’ve got them calling in after the 
first three checks, calling off, showing up for work late, they don’t wanna work „cause it’s Friday 



   xvii | P a g e  

 

night. I’m standing in line at Safeway, I’m like well, where’s the application? I’ll fill it out, I’ll come 
to work, it’s Friday night, I’m not going out. You know, this is how I’m feeling wherever I go. And I 
know you all feel the same way. I think the problem is with the young folk wanting jobs and we’re 
still trying to get it you know, I think with the training how you’re doing this, maybe somebody 
should start at a younger age. You know, so you give these kids a taste of good work ethic so that 
when times get a little trying for them they can say, well I’ve got a trade that I learned. Like we 
learned, y’all remember that? Like woodshop, we had auto shop, all that stuff.  
Group Member 4: My children are teenagers; they don’t have any of that. None of that is offered to 
them, maybe if they go to these charter schools, but these public schools not doin’ it.  
Group Member 3: Now, you’re not training them young and you don’t want to take a chance 
training us when we’re older because it doesn’t fall in the time frame for these companies. So you’re 
left to hiring the other Americans that come to work that don’t mind slave work—I don’t even wanna 
use the word slavery—they work hard for that 7,8,9 dollars an hour minimum wage job [inaudible]. 
Is it wrong? To some people it is. Is it right? To some people it is. But I mean, you got to look at it, I 
think if you really want to get in this start—we want the training for these young people, they need it 
badder than us. They can’t function out here when they walk up and they say, “Nah, we not hiring 
today, nah we not hiring today.” Because what’s the next move they gon’ do? They wanna go stand 
on the corner, you know? It doesn’t help because, like I said, they don’t wanna hire us older folks for 
the jobs because we don’t have that time that they want. The younger people—it doesn’t look 
enticing to them to come to work for them couple of hours. They’ll hold a job like I said, for a good 3 
months. After 90 days probation, “I done spent 3 months [inaudible]. This man or this woman needs 
to feed their children. I mean, I don’t know is it wrong or is it right? We can’t say if it started at 
home, but even if it did start at home, we’re doing what we are supposed to do.  
Group Member 10: Some of the jobs I’ve worked, they don’t pay enough to do anything for my 
family. They say a job is a job, but like, I remember when I was incarcerated, in DC as the cost of 
living goes up, the chances of living go down. (Room laughs) 7.50 minimum wage, you can’t even 
get a one bedroom apartment. (Side talk inaudible) You can’t get your power cut on…  
Group Member 11: It sends you back to the jungle. We all know what the jungle is right? Don’t you 
know when you go to the zoo they say don’t feed the animals? That’s what they’ve done to us. I’m 
the information taker, I’m chasing the information. Each one of you gets up in the morning looking 
in the mirror look at you, not me. And you’ll find out societies in this world have grown up so big 
and God knows we’ve got ourselves in trouble. Y’all seen that [inaudible] they’ve hired all Africans 
and Hispanics and you know the equation of it is if this is my area, I’ve lived here for 20 years, you 
got to give me a job in this vicinity …well, you don’t have to, but you will. You know, I work with 
floors, I do buffing, stripping, I’m a technician on floors, I know my work. I needed ten signs—as I 
set my signs up, I’m coming down working, I turn around the Spanish guy took my signs where I can 
lose my job if somebody slips and falls. So I said to the people, “Move to the right.” I don’t do the 
whole floor, I do half, go that way. Don’t you know they don’t want to go that way [inaudible]…I 
said “you seen the signs.” They went back and reported me. I don’t give a damn, excuse me, you 
took them wet signs from me. So now when I go there 5 o’clock tomorrow morning I have to go to 
my stash and hide my wet signs; they take „em from me. They don’t speak English, but they’ll speak 
this though (holds up fist, room laughs). But look, you can’t do that, so basically, like I said, I’m a 
team player, I work with others as I work by myself------ but when I’[m out there to do a good job 
and get that money, don’t come at my circle. I’m only gonna tell you one time, when you… 
[Inaudible] …this floor here, I could make this so beautiful right here. But you know it’d be so shiny 
you’d think the floor was wet, but it’s not. It depends on how much wax you put on it, but you have 
to understand you need ten signs. In this one little room here, I need at least about five so I can direct 
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my traffic. They took my signs, now I run around with my neck chopped off, now the boss sees me 
today [inaudible] “this floor, what’s the matter with this floor?” they took my signs, well look I want 
to show you something else, now the floor is wet though, somebody slipped.  
Dr. DeWeever: When that happens, do you have to buy the signs yourself? Or replace them?  
Group Member 11: No, most companies do this here, now, I know a lot of y’all are familiar with 
General Maintenance, y’all remember that? Red Co? Let’s go down the line, I’m 49 years old. See, 
when you use a vacuum cleaner, you pop that little belt, you keep popping it, they charge your for it. 
If you take a push broom outside to sweep that lot out, you misplace it, you lose it, I steal it, you pay 
for it. See once you learn one thing and one thing in common; once you learn responsibility, 
whatever you lose you pay for it. When they start taking it out your check, you’ll be responsible. You 
feel me? You hear me? SO therefore that’s the type of worker I am if I ever get into [inaudible]. I’ma 
always work if I have a job. But I’ma work with this simply because like I said, I need the money. I 
don’t need the competition, for real. Because you’ve got them out there all day long. But like he was 
saying earlier, you get them 90 days in, I ain’t talking just 90 days, you get them 6 months in, you 
can draw unemployment and you get an income tax [check], but you’re worthless. Why should you 
classify me as this person and you’re not me? You see what I’m saying? So that makes it bad for a lot 
of us. We’re all not the same. We are not. So, if I start right here with y’all at work and I do so good 
for 90 days then all of a sudden my little grandbaby is sick or I can’t come in a day and all that, you 
ain’t gon’ hire nobody else. One is like the other. I’m finished. I’m serious about it.  
Group Member 5: I’m 58, do you think somebody gon’ hire me and get some longevity time? They 
not gon’ do it, they not gon’ do it. „Cause they can’t see 20 years. All them years, I worked 30 years 
as a press operator, worked part time at my church and I still do, but the thing is, I can’t see nobody 
hiring me. I was lucky that I got [inaudible]. How long was they gon’ hold me down? I lost my job in 
November. But how long do you think they gon’ hold me?  
Group: (not long)  
Mr. Bell: Now if you’re talking about private corporations, your point is well taken. A lot of these 
programs are funded by the government, they are designed to try to pool people into the workforce, 
do you understand what I’m saying? In other words they often have the same principles that private 
companies do, in other words they’re thinking long range and all that, they’re thinking, “how many 
years can he give my company?” But when you’re talking about a government program, funded by 
the government…and like I said, programs like this GSA, they’re tying to help people such as 
yourself. The six weeks program was funded by GSA. So, anywhere GSA has contracts, don’t you 
think it makes sense that they’d want the people that they trained to be there? They’re not worried 
about longevity; they’re worried about taking some people off the streets. Because it’s publicly 
funded.  
Dr. DeWeever: Yes sir, you wanted to say something?  
Group Member 2: I was just gon’ get back to originally when Mr. Bell had asked us what’s our 
biggest wall I guess--In all honesty, it’s tough to swallow, but it’s us. It’s us as a people. I mean, not 
one individually, but like he was saying, sometimes people do label you and one bad apple spoils the 
bunch. I can tell you I have a felony, I have a misdemeanor, but I wasn’t always…I was raised here 
in Washington, D.C.; you know I got friends and grew up on the streets, but not in the streets. I never 
was bad, never was a bad student, I got good grades, but I had a kid early, in high school. I dropped 
out and didn’t take none of my finals, I dropped out and immediately started working, I had the same 
job since my 9th grade year in high school. It started as a summer job as I got out of high school I 
started working full time and went and got my G.E.D. The owner of the company said he was 
shutting down because of the economy [inaudible]…I left that, went to Excel after my arrest, when 
the company shut down, I had to do what I had to do to take care of my son and take care of my girl 
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and keep a roof over our heads, I made some wrong decisions and I accepted what I did. Long story 
short, I went to Excel, I got into a life skills program, like you were saying, I finished that program, I 
finished an electrical program. I went from having the lowest grade in the school when we first did 
our pretesting about automotives. I knew nothing about how to check oil, you know, check my brake 
pressure, that was pretty much it, I could change a light—I finished that program, some electrical 
programs and I went from having the lowest grade to having the third highest grade in the school, I 
wound up being student president just to find out that I wouldn’t be able to get any job placement 
upon me finishing school. Because my felony was too fresh, it was too recent. Regardless what I’m 
doing now to turn around the mistakes I’ve made, the life skills classes, going from the worst student 
in the school grade-wise to the third highest, nobody would look past that, just for job placement, just 
to give me a chance. So that’s basically what everybody’s here saying, the same thing; you get 
stereotyped and everybody just needs a chance man, Nobody has certifications like he was saying, or 
like I said , I’ve been in the same place since 9th grade and there’s nothing that everyone in here has 
said that I have not done. From washing floors, to filing taxes, I’ve done it all. But I have no 
certifications for none it. It was all on the job training.  
Group Member 10: Like I was saying earlier, I’ve worked a couple jobs, but every time they ask 
you have you ever committed a crime you could be held accountable for, those jobs never call me 
back. When I say no and lie, they call me back for an interview. Then when I go for the interview, 
like my man said, after they find out that I do got a record, they be like, “well you lied in the 
interview.” I couldn’t even finish my probation period out. Now they wanna let me go. But had I told 
them in the beginning they would have never told me I could come in in the first place.  
Group Member 2: It’s regardless of how hard you’ve been working on the job. It’s about what 
you’ve done in the past.  
Mr. Bell: Let me say something, the company I worked for ten years ago, upon graduation what we 
did was contacted all the construction companies to set up desks, they were sitting behind the desks 
and you’re being interviewed on the last day of school. One thing they were looking for is how many 
days were you absent? What was your attendance? Then they say, what is his attitude? And if you get 
into a program like this and you go every day and the person that’s in charge of the program can say 
you have a very positive attitude, I’m telling you now it has been my experience that many of the 
construction companies don’t care where you’ve been, they want to see where you’re going you 
understand what I’m saying? So sure there are gonna be jobs you can’t go on. Like I told you, US 
Supreme Court, fixing the ceiling in there or the US Capitol, you have to have certain experience. 
But there are many jobs out there that do not require clearance. And I’m tellin’ you if you get good at 
what you do, they don’t care. They want their job done.  
Group: Regardless of your age right?  
Mr. Bell: Well another thing that I did, what they hired me for was, I had to get the people in shape 
„cause they came in and they had-they weren’t strong. Some of „em couldn’t pick up fifty pounds or 
whatever, so one of my jobs was every morning before school started we did exercise; light weights, 
you know 5-10 pound weights? You’d be surprised, I’d take a 5-10 pound weight and in 6 weeks 
time you’ll double your strength. I worked on people’s knees and their lower back and they 
qualified—and you had to take a physical test after you finished—and they qualified for the 
minimum requirements of what the construction companies wanted…you had to drag 50 pounds a 
certain way, you had to lift up, you had to bend to go up a ladder and whatever like that. And, my job 
was to get you past that physical. And I did it and they got jobs. So I can make you stronger, come 
down to my gym.  
Dr. DeWeever: Before we go on, a couple people had their hands up and I want to hear real quickly 
from the ladies to see if their experiences are different, what are some different challenges finding a 
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job? When we get back to the men a lot of it is felony issues, with women are there different 
challenges that you’re facing? But, yes sir…  
Group Member 4: My father passed away seven years ago and my mother passed last August, the 
8th of August. [Inaudible] [Inaudible] I sit back sometimes and I cry thinking about Mama right? 
She’s in my portfolio and before I go to work I [inaudible] I look back at how she pushed for us and 
how she came and traveled the road [inaudible]. My mother, she was a loving woman, she loved her 
kids. I went into a program for driving trucks right. I went and got a student loan to drive trucks in 
1985 and I was the best driver they knew, I could catch on fast. Let me tell you how smart I am, I 
never got a job because I stayed in trouble. I came out that school; I got in so much trouble. I could 
have went on and got my CDL, did all that. I could have had about 5 or 6 houses smart as I am. So, I 
get out of school, I graduate and everything, didn’t get no job, wanting to run the streets. So I’m in 
here in Ivy City right, in some little apartment buildings and stuff around Ivy City. I take the tractor 
trailer right loaded with [inaudible], I mean loaded, brand new PeterBuilt. I’m pushing all through 
Lincoln Heights, all through everywhere driving this big truck. It’s a 54 footer, people said, “that’s 
that dude driving that truck. “ Man, I got a beer in one hand, I ain’t got nan’ license, I’m just-- I was 
a professional driver. I know how to make a turn without hurting anybody, you know what I mean? I 
know how to shift gears without the RPM. I could just go by the RPM, I ain’t even gotta put my feet 
on the clutch. Once the RPM reached where I wanted I’d just pull it back, like a tick and it’d pull 
right in right where I wanted to pull it, you know? So, I mean, I was smart, but I feel bad-- I’m 46 
today and when I look at my buddies and all the young boys from Trinidad, just coming home, this 
man got his CDL and he’s about 29 now, he’s been home for about a few years now. This man got 
his CDL, doing good, driving a big BMW, he’s doing real good now, you know what I mean? I look 
back on it, I was tellin' it the other day--He’s got ice cream trucks, he’s starting something new now 
on the side, ice cream trucks and I was telling him, “man, I wish I woulda did what you did man. You 
came straight out man and you’ve got your mind focused.” He was focused, but I wasn’t focused and 
I wanted that focus. [Inaudible] That sent me to jail for a long time. I come home and get back caught 
up in something that had me in there. You know that Tony, you know Ant and them that was a 
serious case. It was just hard for me man, just like I couldn’t do right. I just don’t know what it is 
man; it was just seemed like I couldn’t do nothing right. Here they come, handcuffing me man. I 
slowed down, now.  
Mr. Bell: This is the first day of the rest of your life. Let’s do something now.  
Group Member 4: I’ve slowed down. Went on to jail about two years ago, [inaudible] my body isn’t 
what it used to be—fighting corrections officers, hitting them in the mouth…I’d do it for fun back 
then, it was stupid though. [Inaudible] I was young and strong, now my body ain’t made like that no 
more. You know what I mean? That man right there, that’s my man (points across room); it’s just not 
like that for me no more man. I just want to do right now, that’s all that’s all.  
Dr. DeWeever: If the ladies want to answer this, you can, if not we are going to go on to the next 
question.  
Group Member 4: I have misdemeanors on my record, so it’s kind of hard to find a job with 
misdemeanors or a felony.  
Dr. DeWeever: So that seems like a major barrier for a lot of people, just getting past that. What 
kind of resources, if any, have you found in your community that might help you be able to get a job 
or access training?  
Group Member 4: They have those little classes through Job Services.  
Group Member 3: They have you sign up; there are three of us in there, we sit inside of a classroom 
and they’ll talk to us a few minutes. They have us sign paperwork. I say what are we signing all this 
for? They say it’s for the training class. So we’re just sitting in there and they’re talking to us. We 
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show up there and they’re just talkin’. It’s nothing going on, I figure what we’re doing is filling a 
quota. If 20 of us show up and sign in, [inaudible] regardless of if we walk out of there with a job or 
not, we’ve completed their training and that’s what we’re there to offer. Any of y’all been to them 
training programs? Where all you do is sign and sit? Sign and sit.  
Group Member 9: Basically it’s like, all they let you do is come in and get on the computer. With 
my job training program, I was in [inaudible] off of MLK, y’all know that? Yeah, like, everybody 
was like; “well all we do is sit on Facebook all day.” They talk about how they want to help you find 
jobs and stuff like that, but really when it comes down to it they don’t care. They’ll let you sit right 
there on Facebook.  
Mr. Bell: Okay, let me say something about this. Now, I don’t mean to brag, but the program that I 
was involved with is ACP, American Community Partnerships at the graduation we had an 80% 
placement, 80%. That’s not bad. And see, there are a lot of schools out here that get grants and are 
government funded that aren’t worth two cents, I’ll admit that, I will. It depends on who’s in 
leadership at that school. Who’s in charge? And I’ll tell you one thing, I would not be affiliated with 
anything that’s not gonna help the community, period. I’m not gonna be affiliated with anything 
that’s a bunch of BS, I pick and choose. I’m retired, I’m retired. I get a check the first of every month 
and what that allows me to do, is to do what I want. I own my own business, a fitness center and a 
boxing gym. And as I look around, someone says “would you do this for us, would you do that?” I 
can pick and choose. And that’s why I picked this right here when I heard what they were doing. I 
saw the quality of instruction and the organization of the staff; I’m tellin’ you they’ve got a quality 
staff. They’re gonna submit a fantastic proposal upon completion of this project and it’s gonna open 
some doors, I’m tellin’ you.  
Dr. DeWeever: Let me ask you some more questions about your One Stop experience. Because 
that’s important that that works right. I hear that it’s not working right. So what I want to hear from 
you is actual details. What actually happens when you come in there what happens? For example, 
what are they talking to you about? Do they ask—are there any specific skills that they try to make 
sure that you have? Do they ask you what your needs are? What are your experiences? When you 
first walk in the door what happens to you when you’re in there?  
Group Member 3: First off, you go in there, in order to speak to someone they ask you if you have 
an appointment. So I’m standing there at the counter and they’re like, “well did you call up here and 
make an appointment?” No I did not; can I make my appointment now? They say no. I showed up at 
8o’clock in the morning when the doors opened, but I didn’t make an appointment so I can’t show up 
for the training class later on that day because I didn’t call ahead and make the appointment for it. So 
now, I’m there. So I’m like uh, what else can I do? [Inaudible] Okay, I saw a couple of those flyers 
there. One of the flyers said you were offering a massage therapy class, a physical therapy class and 
they are funded by this group and that group and [inaudible]. I call the school to ask a couple of 
questions and say yeah, this is supposed to be a funded class through job services? So I go back to 
the job services and they tell me, the only way you can get in this class is if you go through job 
services, so now I call back, find out that this job they have on the flyer still has to go through them, 
DOES [inaudible]… I have to talk to this person, but nobody knows what the other is talking about. 
We can’t get into the job training classes because we haven’t spoken with a counselor [inaudible]. So 
they only have 25-30 computers maybe, but you have 50 people there. You got a room in the very 
front of the building that’s a computer lab, that’s to the right, by the elevators. I don’t know what it’s 
been designated for because the back room is full [inaudible]. The training class is sitting in this 
room to the left of us and they haven’t [inaudible] so, again, what are the computers being used for? 
Whoever’s getting whatever money and whoever is coming through those doors and they say, “Yeah, 
we’re helping these people” I say [inaudible]. I’d say 150 people or so will come out and I’d say 
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about 50 walk away with jobs. The programs aren’t DOES supported or you’ve spoken with a job 
training counselor, you can’t speak with a job training counselor unless you call and make an 
appointment. No one answers the phone, it’s very rare. You can’t make an appointment when you’re 
there, I don’t understand. I can’t make no appointment there, so I’ve got to go home and call them. 
I’m spending my whole day there basically, then I’ve got to go home and come back and I’ve been 
up since early. Then there was another incident where I didn’t call to make an appointment, I was in 
the building and [inaudible] the young lady asked me did I call to make an appointment, I told her no 
and asked if she could call him. She tells me do I have his number, I say no, well he works in this 
building, could you call him for me? He works on the 2nd or 3rd floor [inaudible], “well I can’t do 
that.” well could you give me the number and I’ll call him on my cell phone since you don’t want me 
to call on the office phone , “no, I can’t do that.” Now, he is a Job Services employee and she’s 
talking about she won’t give me the number „cause [inaudible]. So my thing is you’ve got the 
receptionist here that’s stonewalling people and she don’t realize that the only way we can get in 
touch with these people is if she directs our conversations. But she’s sitting there like “no, that’s not 
my job, if you don’t already have his number I can’t give you his number.” But, it’s a government 
office, it’s a government telephone, it’s business hours, why can’t I have the telephone number? All I 
did was [inaudible] what does that help? We just got the runaround trying to go to the place that 
we’re supposed to go to? What help is job services? [Inaudible] If you don’t qualify for 
unemployment you don’t qualify for any of the other services. Has anyone ever had that problem? 
You don’t have enough money in your quarters so you can’t get unemployment right now? But we 
can’t sign you up for job services because you don’t qualify for unemployment. What’s that all 
about? I had another question I wanted to ask you, is it possible for companies to do this: like, a lot of 
these contractors, I’m not saying they have to be foreign or anything, they feel like if they hire 25 
guys that don’t know anything and then they have 2-3 that do, they’ll get more of the work done, you 
see what I’m saying? Because I’ve applied to a few companies, the problem I find happening is I’m 
one of those guys, I’ve got some certification and for what I don’t have, I have experience. I just got 
released from a company, a guy didn’t want me to work there because—well basically the guy that 
hired me told me he wants people to be working on the contract pulling this cable that don’t know 
how to do it.  
Mr. Bell: That don’t know how to do it?  
Group Member 3: They’d rather hire 5 green guys that don’t know what they’re doing that I can tell 
them, okay, pull that cable from A to B, we’ve got four reels, just keep doing it, A to B. You’d rather 
hire guys you gotta keep doing that than somebody who has experience. They’d rather hire 
somebody like that than to hire me, I’ve got experience, I’m going to move a little faster, I may be 
older than you guys, but I’ve got ten years of experience.  
Mr. Bell: What that is, is probably a policy of the company. I’m a retired policeman. When I was in 
the police academy they said, who in here has never ridden a motorcycle before? About 5 guys raised 
their hands. Who has already ridden a motorcycle? 3 guys raised their hands and they said okay, y’all 
sit down we’re gonna train you guys later. Y’all are gonna be harder to train. You’ve already got 
some bad habits riding the motorcycle. I want somebody green and I can teach them how we’re 
gonna do it, the correct way. That’s probably what they are talking about. If you’re already doing that 
type of work, you’re gonna do it your way and they want somebody green—this is how we do it in 
this company. What if you have 5 guys like you that are qualified? That are team players and will 
say, okay, how do you want me to do it? I’ll do it however you want me to do it.  
Group Member 3: We’re just team players, look I don’t care how you want me to do it, I’ll do it. 
Just give me the $25 an hour, it doesn’t matter. Want me to stay late? I’ll stay late; I’m that type of 
guy. I am. They’d rather have four guys that show up to work late, they don’t know what they’re 
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doing, now they done took 3 hours to run this 3-400 feet of cable and now it’s gon’ take a hour and a 
half to pull it back and run it again because they went the wrong way.  
Mr. Bell: well, that’s management style. That’s their style of management. I don’t agree with it but 
that’s their style.  
Group Member 4: You know what makes me mad? I see this every once in a while. The other day 
at 4th district [inaudible] with these dudes locking me up for something I didn’t do, I’m looking at 
them and they’ve got criminals working in the police station, what are they doing when criminals are 
working in the police station? [Inaudible]  
Mr. Bell: These flyers right here you can call tomorrow, as a matter of fact you need to call before 
March 21st. [Inaudible]  
Dr. DeWeever: Let me go back to the discussion we were having before. In terms of what is going 
wrong at the One Stops, if you could design a system that would provide the services that you need 
now, what would you like to occur at the One Stops? What would you like to happen? What type of 
help would you really like to have there? Given the fact that what I’m hearing right now is really a 
lot of giving you the run around and you’re not getting the services you need. I’ll start with you, then 
I’ll go with you.  
Group Member 1: What I’m hearing is a lot of these places people are going to they say you’ve got 
to do this and get this and do that but once you get there [inaudible]. So I think [inaudible] instead 
giving us the hoopla when we come in to get this, give it to us. Because when you go out there, they 
ask you for certain jobs, we are looking for entry level employees and when you come there they say, 
oh we want you to have two years experience. It’s a contradiction. You know what I’m sayin’? So 
it’s like how can we go out here and get jobs or how can we get the experience if we never get a 
chance to? And so it’s a lot of places out here that’s not giving people a chance. We got a lot of 
people that’s out here that’s willing to work; just like everybody in here, I’m sure are willing to 
work, willing to take the train. But sometimes you get to a place that may not have the training 
available and might not give the proper training, so I think the best thing is [inaudible] everybody 
with qualifications, find out who has them and [inaudible] and find out what they like to do. What I 
found out doing this business thing is if you don’t love what you do, you’re not gonna put your all 
into it. So the first thing you need to do is before you know, before you jump into anything have in 
your mind that it’s something that you’d do without being paid for. That’s the only way that you’re 
going to give your full potential to it. So it’s like if they meet different people’s criteria’s of what 
they like to do or what they’d like to do when they come in to like, you know, training facilities, you 
know…what would you like to do? Not just this is what we offer you, but what would you like to do? 
What would you do if you weren’t getting paid to be here? Would you still do it? You get that 
opinion and maybe it’ll have a better outcome of it, you know people would learn faster; they’ll grow 
with it. So I think that most places, or if we had more places that look out for people like that instead 
of just oh we’re gonna do this and do that and we’ve got this and got that, but then you get there and 
they don’t have nothing, you sitting in front of a computer you know? Have more for us so you can 
give us these opportunities.  
Dr. DeWeever: Mhm, I saw two more hands up, you first.  
Group Member 2: You talkin’ bout One Stop? It’s not personal that’s all, it’s like…I was accepted 
to a program through Excel, a [inaudible] school that I went to and that’s who told me they couldn’t 
find a job for me because my felony was recent. You know, I had, on top of that, my counselor, I 
think her name was Ms. Cyrano(sp) or Sanchez, I don’t remember exactly, but I never seen her in 
person, not even once…well, I seen her one time when I first came and signed up and got my card, 
but from there it was a couple calls for meetings to come down but she never followed up on her end, 
or something else would change up and she would tell me she’d need me to come back but she found 
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another job interview or a job that’s training, or job fairs and that’s basically all I was being sent to 
from One Stop was job fairs. Never to anything that was actually training or job fairs that were 
training that day…they’ll tell you “we’re hiring but you’ve got to go on line, we’re not taking any 
information from you here, but you’ve got to go on line, we’re just here to let you know that we’re 
hiring.” So even job fairs, I’m like what’s the purpose of doing or me coming down here if I can’t 
even sell myself to you. That’s one of the biggest things about jobs now is that you can’t sell yourself 
personally to anyone because everything’s done on the computer. So they just look at a piece of 
paper and go by your name and what you have written down and that’s all they have on you.  
(Group response, inaudible)  
Dr. DeWeever: That’s a good point, yes.  
Group Member 10: I wouldn’t mind going to classes or anything like that, I really do need this; but 
at the same time my bank account is getting low and we just need some type of—[inaudible] you 
work on certain stuff…I mean, I’ve still got to pay rent, I’ve got to [inaudible] so I wouldn’t mind 
learning something useful, but…  
Mr. Bell: I’ll tell you what, I’ma give you a little hearsay now. Call this number tomorrow okay? 
Because I was told that they pay you $10/hour while you’re being trained.  
Group: [several members respond by saying “I like this already” and “yes”  
Mr. Bell: call the number to confirm it or to find out it’s not true. I just told you what I had heard. I 
don’t know for fact.  
Group Member 4: But you’re saying you’ve got to have a diploma? I ain’t got a GED. So ain’t no 
need in me even going to it.  
Group: [many group members respond encouraging Member 4 to still call and check on the job 
training program]  
Mr. Bell: Most of these training schools, if you don’t have a GED they’ll refer you to…as a matter 
of fact Covenant House has a GED program. They’ve got several Covenant Houses; they’ve got 
another organization, Wider Opportunities for Women. Tell them Tony Bell told you to call.  
Group Member 3: I don’t think any man or woman can whole heartedly give up---6 weeks is no 
problem…the hours are not that long, so we can work something around [inaudible]. Now a lot of 
places they wanna train you, but they don’t wanna offer you anything but the training. And it’s kind 
of…  
Mr. Bell: The other point I made when I first opened the meeting, if you notice it’s funded by GSA 
and like I was saying GSA is funded by St. Elizabeth’s Hospital and GSA is funding this school 
here….  
Group: [that’s only one program of many]  
Group Member 4: Well, have any of y’all gone to St. Elizabeth’s and put your name on the list? I 
filled the application out and put my name on the list. So, it might be beneficial.  
Mr. Bell: This school here might open the door for you, they might send you there, you see what I’m 
saying? So do this, everybody call that number tomorrow.  
Group Member 4: I know the director, I went to school with her, I can talk to her.  
Mr. Bell: It’s good to have an edge to move in you know what I mean?  
Dr. DeWeever: Let’s talk about training programs in general—your past experiences with training 
programs. How many of you have completed a training program? So that’s maybe about less than 
half (about 6). Can you give me an example of what those were and if they were beneficial for you? 
Just give me a sense of what the training programs were, how you heard about them and if they were 
beneficial for you.  
Group Member 4: [inaudible] Over at OIC in Northwest, have you ever heard of OIC? I went there 
[inaudible] I can finish a trade [inaudible] they were like it’s up to you if you graduate to find a job. 
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That’s what happened with the tractor trailers, that’s what they did and I went back to the streets, I 
messed up.  
Group Member 10: I went for telecom, telecommunications and telephony program through job 
services. I went to that school and I got paid a stipend like $200 a month or something like that, $50 a 
week, I was working a full time job and I was trying to go to class full time, same hours, it lasted 6 
months. Got the certification but, they tried to have some type of job placement; they didn’t have that 
in place. Nothing real concrete but what it was was a few instructors who work at different locations, 
they talked to people. They even had us do some work with the company to show us training and 
everything and part of it was [inaudible]. I went through a training program with them, a lot of them 
don’t have it in place where they say they can give you job placement assistance and they say they 
do. But now that we spent all this time here—or if they do have a training program and a job 
placement system, or if they don’t have them, they can’t offer anything. Or if you already have the 
training, or been through the training program they tell you they can’t get you that they cannot get 
you [inaudible]. Now my first training program was in ‘95. I’ve been going back and forth that was 
another apprenticeship program. They say well, we don’t have it and it shows here that we sent you 
to one; it says here that we sent you in ‘95, it’s 2010. Well, can I go to another one? No. well why?  
Dr. DeWeever: Well now, who is giving you that feedback? Is that the One Stop people?  
Group Member10: One of the One Stop employees was like “well no, we’re not going to pay to get 
you in another training program.” I’m tryna figure out why, look how long it’s been. If I’m not able 
to work in the field I was trained in, I can’t get new training. I mean it’s, I guess they try to say 
something like if they already have some information that [inaudible] they don’t see putting money 
into training you. I don’t understand, I really don’t.  
Group Member 9: You go in; you don’t do anything at the program. They talk about [inaudible] and 
when you finish the program they want you to do the footwork to find your own job. They don’t help 
you find a job; you’re out here trying to find your own job.  
Dr. DeWeever: So the placement is non-existent? Group Member 9: It’s like you go there and you 
sit there on the computer, like I was saying and you just get on the computer and try to find your own 
jobs. You get tired of doing that you get on Facebook or do nothing all day.  
Group Member 2: The automotive program I was in [inaudible] I mean, I feel like it was a great 
program outside of the issues with One Stop and then not being able to find me a job. I think that that 
program is how all apprenticeship programs should be ran. When you first come there the first thing 
they do is test you to figure out, like he was saying before, what are you good at, what can you do. 
And it doesn’t mean anything, they’re just tryna figure out where they are going to place you at in the 
course, but prior to you learning in the automotive courses you have to take a life skills class or you 
won’t be allowed to finish or even allowed to finish or begin any of the automotive classes besides 
intro. And they also assist you with your GED, they had stipends, they just got it the class after me. 
They were making progress as far as helping students out at the school. So I mean as far as they go, 
they did everything right, if I could have I would have stayed in there, it’s just financially it was a 
struggle for me. I was still on papers then, but I left the job that I’m at now to go to that school. It 
was just, you know, [inaudible] $800/mo which is nothing, that was just extra money to help me out 
at home. So, if I could have I would have stayed back and finished that program cause like, it is 
something that I would do; working on cars is something I would do just for fun. You don’t have to 
pay me for that, so that was technically what I wanted to do but I had more training in home 
improvement carpentry and everything. I feel as though Excel was a great program and as far as 
how—they get you right as a man first before they worry about helping you go on into your career. 
It’s about what’s holding you back, teaching you, that your biggest problem a lot of times—and 
people don’t know especially us as men—sometimes as men we are our biggest default and our 
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biggest problem. A lot of us care about, oh this man said this and this guy did that and you don’t care 
about this and he’s rude and this, that and the third. See, nobody cares as another man how you feel 
emotionally, you know, you got to learn how to swallow some things and put that aside. That life 
skills class was really good as far as teaching you—it pushes your buttons and that’s the whole point 
of the class. It was to push your buttons and put your pride aside and be a professional sometimes.  
Mr. Carr: I’m Jim Carr with NCRC as well. I guess just a question about the training…one of the 
things that’s interesting is that a lot of you have talked about the fact that you’ve actually walked into 
the doors of places, so you know about jobs. It’s one thing [inaudible]. It’s another thing when you’re 
in there and you can’t get [inaudible]. One of the questions I have is, if you have right now, based on 
the kinds of jobs either that you know are around or that you are drawn toward, what’s the training 
right now that you think if someone were to come along and say “you know, we’re gonna put 
together some training program, what would be the highest value of training programs you could ask 
for right now?” Either the jobs you know about or the jobs you feel you have the basic skills to do.  
Group Member 2: Like as far as the training?  
Mr. Carr: Assume that you don’t have the [inaudible], assuming that you don’t have the training. 
But, if you had the training, there are jobs because you know about them, you’ve been in the doors, 
you just haven’t walked away with the jobs, so what would be those training programs? What would 
be the things you think would be most valuable?  
Group Member 2: Okay, I believe, like I said, sort of like a life skills class maybe incorporated in 
the training class. Whatever you’re training for with that life skills class your gonna have to balance 
your family, your financial advances…it’s more than thinking that I’m a man because I have a 
mustache and a penis. It breaks it down to you about the difference between being a man and 
actually, being a woman. It was a unisex class, we had females in there too….just learning to get to 
know yourself is the biggest thing so it’ll personal help you before it would help you financially. So 
that’s what I think is the problem…you won’t know it until you look at yourself from the outside in.  
Mr. Carr: Right, so part of life skills also is understanding how to negotiate with a person when 
you’re actually faced with that interview so just to [inaudible] a lot of people say “well it’s my age” 
or it sounds like there is [inaudible] they come in and look at an ad that says you need this but when I 
get in the interview they’re saying they need that; so my question, going on what you said, those of 
you who have felt that kind of --(and I remember you saying specifically they start changing what 
they need) -- do you think it’s possible that during the course of the interview you may have said 
something or stepped on a landmine that got their attention [inaudible] life skills includes the whole 
interview process…[inaudible] do you believe that?  
Group Member 2: I believe that it’s part of the life skills course. You’re training to go through an 
interview, just like the SAT when you train to take certain tests. Some people just have to be trained 
for a job interview. The simplest thing is by sitting up straight and smiling, just looking polite and 
[inaudible] put on a show of “this is what I want you to think I am” [inaudible] being courteous and 
talking; just simple things like that.  
Mr. Carr: See I ask because one of the things [inaudible] and you had started this off saying “Well, 
I’ve got a lot of experience,” and you had said “well, I’m very responsible,” everybody has said their 
confident, but you know it’s not [inaudible]. So you know part of it is having a record right? So that’s 
underlining you, but the other side of it is, even before you get to the record some of you are saying, 
“well, but they don’t want me.” And then you said “because I’m old.” And I’m sort of saying well 
maybe it’s not just because you’re a little bit older but because you stepped on that landmine of you 
didn’t go through that interview right. So that’s what I’m curious about. And second thing it sounds 
like you’re saying is that, when we were asking from the Department of Employee Services, is that it 
sounds like a lot of you don’t need the Department of Employee Services to get a job. What you need 
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is someone who is going to the job with you and they decide that you can’t work because you have a 
criminal record and that you’re upfront in saying it; in this case [inaudible] when they say “well, you 
have a criminal record, we can’t hire you.” What you need is someone saying “no, we need some 
jobs” [inaudible]. I’m only saying that because the way the city does contracting and consulting and 
things a lot of cities are [inaudible] if you are doing work for the city you can’t discriminate against 
residents of the city and we consider discrimination as a person who’s done their time and 
everything’s clean [inaudible] it should be over therefore you can’t reject people based on something 
that happened in the past. So I’m just saying is that sounds like a lot of what you’re saying, if you 
had that you wouldn’t necessarily need to find job services to help you out. That’s one of the things 
we want to share with people in the city, but they already know this thing but if there isn’t something 
called value contracting in place then that’s what we’re talking about [inaudible]. Because again, I’m 
hearing you actually know about jobs, you hear about jobs, you actually go in and talk in the 
interview and then you find out you get rejected. And the last thing I want to say to the gentleman 
over there in the maroon, you made a comment…and until someone changes that process that 
whereby you can’t just be eliminated--because you have a criminal record so you’re out…until then, 
you’re at a [inaudible] but one of the ways…you gave the extreme right? The extreme is if I say in 
advance I’m out, I never even seen the interview that the flip side is if I go through the interview and 
am silent and they find out after, because most companies do background checks, you’re out. There 
isn’t any in between. The in between is going for the interview and at the end of the interview all 
done, just before you leave is the [inaudible]. And the reason I say that is the in between is because if 
you come clean right there then they’re not finding you out, I’m not saying that this is always gonna 
work, I’m just saying if you have not tried it and the other thing is if you haven’t consistently tried it. 
Because maybe one person doesn’t care, they say “oh well.” But if you say, “listen, I want to be 
honest with you. I know and you know as well that I would never have come here if I had told you in 
advance, but I wanted you to know I’m a good person, but I also don’t want to lead you under false 
pretenses.” I’m just saying I would throw that out there because you will find that some people will 
watch you walk out that door and say “you know what, I feel nervous about that but on the other 
hand you were honest with me, but it’s true I would never have seen you.”  
Group Member 11: But you know what? That’s absolutely right. Because not only I know that, I 
took classes on that. How can I beat that if I got a record? See when I went for this job interview that 
was me then, this is me now. I’m two different peoples now; like I told you, I’m your man. But when 
you tell that lie on…that you done been arrested…you know you been convicted of a felony, you 
can’t win, but you can win. If you put no they gon’ go on that, they may get some work out you, you 
gon’ work your 90 days. But they gon’ find out. They gon’ ask you to go get it and if anything 
[inaudible] then you told one white lie that caused that job. So therefore, before I took that training, 
they’ll say “well have you ever been convicted of a felony?” I say “once I’m interviewed then I will 
explain.” Why would I explain now when [inaudible]? Once I’m interviewed then I will tell you. 
Once I went to classes on that, learned how to negotiate that way, you have to tell them or they’ll 
find out in the long run.  
Mr. Carr: Let’s go back to the life skills, because one of the things they should deal with in life sills, 
which they’re not, is how to deal with that record.  
Group Member 4: I go to for the interviews and I’m telling you man…I cooked at Legal Seafood I 
was working 3 jobs about three years ago, I was working 3 jobs. I was working at [inaudible] as a 
metal finisher and as a carpentry finisher; I was working at Legal Seafood and Verizon Center. What 
happened was I gave my son that job, I asked my boss at Legal Seafood can I resign and put my son 
in, I introduced him to my son, so [he’s] been there about four years working. So I mean, I went on 
an interview out at Red Lobster out here in Maryland about two months ago and this dude seemed 
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like he was pretty cool you know? Talking to me, a brother right? We’re talking, after the interview I 
fill the application out I say, “Well I want to be honest with you ma, I see you got a lot of brothers 
working for you, but I’m going to say to you I’m a changed man today. I got a felony record but I 
just don’t want [inaudible] no more, I’ve changed.” So, he gon’ tell me off the top, off the 
break…and he’s the GM of the place, “I know they ain’t gon’ hire you.” I got angry, took the 
application back from him, threw it in the trash and walked back out the door because I was upset 
with this man. The girl walking behind me, I’d met and we became cool, said, “Why’d you do that? 
You showed your interest when you did that. Why you throwing away applications you should have 
talked to the man.” I got in my feelings, I know me, I get mad fast and I don’t like to get angry right. 
He was a pretty good man, about my age, he’d got me upset. So I said, “Yea I’m upset, damn right 
I’m upset. I’m trying to go to work.” And my buddy works there, he told this man, “[he’s] a good 
person. If he works here, you’ve got a good man on your team, he cooks he do it all.” He told him I 
worked for Legal Seafood, that man ain’t care. Told him my background at the end like you were 
saying, I was being honest, the man didn’t want me.  
Mr. Bell: You say he was the general manager? So he had the authority to make decisions is that 
correct? So suppose you’d have kept your cool and said, “I understand sir it’s company rules and 
everything but I really would like to work for you, you should change your mind, please give me a 
call because I really need this job. Thank you for interviewing me, I appreciate your time.” Shake his 
hand, turn around and walk out. And he’s the general manager, he can make a decision. He’ll say, 
“You know what? I know that guy, he seems like he has changed.” And the next day he may have 
said, “You remember you interviewed, could you come in for another?” You see what I’m saying? 
You may have changed his mind if you had walked out of there with a positive attitude, but instead 
you grabbed it up (does motion of throwing application away) you closed the door.  
Mr. Carr: It goes back to what the gentleman said about life skills. If you had just repeated to him, 
“I have the experience, I’m responsible, I’ve been out there and I know what it means to be messing 
around and I know what it means to have a good job. This is a good job; this is the job I want.” Shake 
the man’s hand…  
Mr. Bell: If he’s a man, if he’s worth his weight in salt, he’ll at least think about it. And he’ll feel 
bad about not giving you that job. And if there’s any way he can bend that particular rule he’s gonna 
do it, trust me.  
Group Member 3: That sounds real cut and dry, if you pay attention to body language and all that 
other…but for [inaudible] I got laid of off this contract in December. But we [inaudible] now the guy 
hired me because he saw my resume talked to me and I had everything. He said, “Let me take you on 
this job.” I got released from this job because the [inaudible] wanted some green people. Now that 
wasn’t what was said when he was offering me the job, looking for inexperienced people, he got 
experience [inaudible]. They figure like this, I can get you to do a bunch of other stuff for this little 
$13 [inaudible] I don’t mind. I can do a bunch of other stuff too, just pay the money you gon’ pay me 
for doing the job you gon’ hire me to do. I figured, just to get my foot in the door, I’d go further. But 
what happened with that is I, my project; the supervisor could not read prints. I’m pulling cable, I 
ain’t saying nothing you know I’m doing the job, I’m not gonna say too much because I’m a new 
employee…so I ran all this cable, he had me running up under and [inaudible]. So I had to pull it 
back, the project manager came and said “what are you doing up there [inaudible]?” I said “I had to 
run this back that way.” He says, “You ran it like that?” “No, I was just told to run it like this.” So he 
goes back, basically the man made it seem like I didn’t know what I was doing. I’ve been doing this 
for 15 years; I know how to run cable. But I didn’t say nothing; got into an incident with another 
supervisor because he wanted to show me how to untangle cable. I stood back handed him cable and 
watched him right? Ain’t nothing wrong with him, the guy was Spanish and he caught an attitude 
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with me because I’m standing there watching him. I know how to unravel cable and there’s not 
enough cable for the both of us to be doing, so I’ma stand here and let you show me how to do it. He 
got an attitude because I was watching him and he’s like “you don’t want to learn any of this.” But I 
didn’t say anything.  
Mr. Bell: You made him feel dumb.  
Group Member 3: You see somebody inexperienced on the job and you know it’s gon’ cost money, 
time and material…the first time I did it, I ran it the way the supervisor told me to do it. He made it 
seem like I did it wrong, I was following orders…I played stupid, I don’t know what to do I’ll do 
what you say to do. Now the guy asking me to unravel the kinks in the cable I know how to do that, it 
was like 300 feet, I’m doing a little bit at a time. He wanted to show me how to do it, so I let him. He 
got mad for me letting him show me, but he’s the supervisor, so I’m gonna sit there and watch him. 
The man said something I didn’t understand but he kicked the little blue ladder when he walked out 
the room. And when in there talking to somebody, they couldn’t work with me. Because why? 
Because I didn’t say anything but I showed that the supervisor couldn’t read the prints and the other 
one…well basically, the guy that hired me, I worked right next to him [inaudible] I worked with his 
brother. He’s telling me, “I don’t see what problem they had with you cause you done worked with 
everybody else and everybody else like the way you work.  
Mr. Bell: Okay we’re getting short on time now, but let me tell you one thing; I’ll deal with you, 
(points across room to group member 10). You’ve got a girlfriend right? Let’s say you have. Now 
you wanna visit her, she lives in this apartment building across town it’s got 10 floors, she lives on 
the 3rd floor. So, you wanna see your girlfriend, you walk into the building you get on the elevator. 
You see a row of buttons, 10, 9, 8, 7, 6, 5 all the way to B. So she lives on the third floor, so when 
you get on the elevator you press B right?  
Group member 10: Nah.  
Mr. Bell: I thought you wanted to see your girlfriend? She lives on the third floor, so you push B.  
Group Member 10: Why I’ma push B if I’m already downstairs?  
Mr. Bell: Oh, then what you’re saying is your thoughts determine what you want but your actions 
determine what you’re gonna get. Because if you push B the elevator is gonna come but it’s gonna go 
down. So if you wanna go to the 3rd floor, what should you do?  
Group Member 10: Press 3.  
Mr. Bell: Okay now, so when you’re working, first thing you do when you get a job is let the boss 
know that you know who the boss is.  
Group Member 10: I don’t say nuthin’. I play stupid.  
Mr. Bell: People can read your body language. In other words, what I’m saying is your thoughts 
determine what you want, your actions determine what you’re gonna get. I was a counselor at the DC 
Detention Center. And I had one inmate in there, every time he’d see this particular guard, he’d look 
at him and roll his eyes, but when he’s late for canteen, he’d say “Joe, I missed canteen.” And he’d 
say “Get on back in your cell.” Why should he let him go to canteen late? I know you hate me, why 
should I do something for you?  
(Group speaks amongst selves, has some inaudible response)  
Mr. Bell: Certain things you do and say it’s like it’s shouting. And people can read that. You may 
think they can’t but they can. A few basic life skills classes and you’ll be great.  
Group Member 11: Listen to me, see the eyes never lie; eye to eye formation. When I’m being 
abused I’ma give you eye to eye formation. And look, [inaudible] I’m looking at eye to eye contact. 
Everybody gets nervous when they go in for an interview. Me, I’ma look you in the eye, I’ma be 
straight with you. I’ma be straight because if there’s something wrong, your eyes gon’ tell it. So why 
can’t I look at you in your eyes and talk to you man amongst man? Everybody gets nervous, so the 
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way I was taught, the way I learned was, I can be playing with my hands all day and twiddle my 
fingers, but you’ll never see it. I may pat my feet, you’ll never know. But I’m gon’ look you in the 
eye and that’s the bottom line.  
Mr. Bell: There are some skills that all of us can use to better get along with our fellow man. All of 
us can and you can learn them. That’s part of what this program is about because if we do make 
proposals for training classes that will certainly be included.  
Group Member 3: I don’t know how to do that. I was a contractor, but I lost a couple of jobs 
because I didn’t know how to write a proposal.  
Mr. Bell: Let’s get past this project first. The more people that fill out these surveys, the better 
impetus we’ll have when we submit this proposal okay? So everybody you know who might be 
interested, please get them a survey.  
Dr. DeWeever: The time is running low, so there’s one more quick question I wanna ask you 
guys…and I really appreciate your time so before you leave, come by here we have $20 Visa gift 
cards that we want to give to all of you just for your time because your time is valuable and we 
appreciate you being here tonight…but I do want to ask you your sense of how things are today 
verses how they were 3, 4, 5 years ago. You know we’re in a recession right now, are things worse 
now really? Or have they always been kinda bad? Or are they getting better? What are your senses in 
terms of that?  
Group Member 2: I ain’t old, but I’m 26 years old like I said. I’m working two jobs just to help on 
my end of the household you know? I’m not working two jobs to stay above water I’m working two 
jobs to help out; I can’t afford to stay above water. My woman is carrying the weight right now. And 
it’s me that---you know, I might seem like I’m working harder, but I’m making less for the work I’m 
doing. I can say yeah, it’s way worse than it was because now at 26, if it wasn’t for my girl I couldn’t 
afford to have a place to be. I’d be living with family even though I’m working two jobs. Outside of 
that, 2 or 3 years ago…even when I was 19, pulling in 50 hours a week and I had two cars in my own 
spot and my son was going to private school now he in public school now. A lot of things done 
changed. The economy changing, people not being able to afford much work, from getting overtime 
to now can’t get 40 hours a week and can’t do overtime and chopping that and cutting back and we 
don’t have no payroll and we’re gonna hold you on the job as long as we can so yeah…a lot of things 
have changed just due to the economy, like he said it just ripples, like in my face. I can see the 
changes going and you know, the thing about material things is you lose „em twice as fast as you 
gained them. A lot of things have changed.  
Group Member 9: Everything he said was true. Stuff is changing because nobody don’t care no 
more…like I forgot who said it like….  
Mr. Bell: That’s not true, don’t say nobody cares, I care.  
Group Member 9: Well, I understand that, but like…he said [inaudible] and that’s true because they 
stereotype everybody now. [inaudible] Everywhere you go all the Spanish people got the jobs, all the 
Amigos, all the whatever you wanna call „em. It’s hard for us to get a job now, they say you can’t get 
one without a high school diploma they about to cut [inaudible] times are only gonna get harder. You 
gotta make it better for your family, you’ve got to strive for more and that’s what I’m trying to do for 
me and my son.  
Group Member 4: Serve.gov that’s a good program.  
Mr. Bell: There are a lot of programs funded by the government. Some are good, some are bad. 
You’ve got some good mailmen, some bad mailmen; some good policemen, some bad policemen; 
some good priests, some bad priests. See what I’m saying? What you’ve got to do is latch onto a 
program that’s good. We’re trying to implement a program that’s gonna be good and address all of 
those needs. We’re gonna have competent people running the program. That’s the key.  
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Group Member 10: So basically you’re doing a program like Self Serve?  
Mr. Bell: no that’s just one—that’s a pass through, a transition.  
Group Member 10: So what program are you talking about?  
Mr. Bell: When we finish this we’re going to submit a proposal. But that’s down the road…that may 
not fix your immediate needs right now, see what I’m saying? You’ve got short term goals and 
you’ve got long term goals.  
Dr. DeWeever: Is there any other information that you’d like to share with us tonight?  
Group Member 9: I do have a question about this (referring to sheet of paper regarding job training) 
it says you’ve got to be 21 or older, I’m still confused about that, is that true?  
Mr. Bell: How old are you?  
Group Member 9: 19.  
Mr. Bell: Well, I guess that cuts you out then…  
Group Member 3: See that’s the thing, why does it do that? She’s in high school but she’s 
considered an adult…  
Mr. Bell: I promise you, when we submit our proposal that will be included. A person 19 years old 
with a family…  
(Group has side talk, end of program)  
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Workforce Skills Assessment Survey 

Ivy City & Trinidad Neighborhood Stabilization Initiative 

Collected February to April 2011 

 

The Ivy City & Trinidad Neighborhood Stabilization Initiative is talking to people in Ivy City- 

Trinidad about their skills. With this information, we hope to help residents of the 

neighborhood access good jobs and job training programs. 

 

You should know that all of the information we are gathering is confidential. However if you are 

interested in enrolling in a possible job training program in this neighborhood, we may ask for 

your contact information so that we can keep you informed about future training that may be 

available to you. 

 

Unfortunately, we cannot promise that jobs or job training programs will result from this survey 

or your completion of it, but we hope to help support these efforts in the future. 

 

Name:_______________________________________________________________________ 

Phone 

Number:_____________________________________________________________________ 

Address:____________________________________________________________________ 

_____________________________________________________________________ 

 

If you have any questions about this survey or the workforce portion of the Ivy City & Trinidad 

Neighborhood Stabilization Initiative, please contact Tony Bell at: (202) 889-5711 or (202) 889- 

5723. 
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Basic Information 

 

Gender: 

� Male 

� Female 

 

Age: 

�Under 16 

� 16-18 

� 19-24 

� 25-30 

� 31-35 

� 36-40 

� 40-45 

� 46-50 

� 51-55 

� 56-60 

� 61-65 

� 66-70 

� 71+ 

 

Current Employment Status 

 

Are you currently employed? 

� � Yes  No 

 

If employed, is the work: 

� � � � � Full Time  Part Kme  Contractual  Seasonal  Other_______________ (fill in) 

 

If employment is part time, contractual, seasonal or other, would you work on a full time basis, 

given the choice/availability of position? 

� � � Yes  No  Unsure 
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Education 

 

Have you ever taken a TABE (Test of Adult Basic Education)? 

� � Yes  No 

 

If you have taken the test, what was your score? 

�_________________ (fill in)  Do not Remember 

 

Highest level of education completed: 

� 

Less than high school 

� High School Diploma or GED 

� Some College 

� 2 Year College Degree (Associates) 

� 4 Year College Degree (BA, BS) 

� Master’s Degree 

� Doctoral Degree 

� Professional Degree (MD, JD) 

 

Barriers to Employment 

 

Have any of the following prevented you from obtaining or keeping a job? 

� 

Child Care 

� Access to TransportaKon 

� Health CondiKons 

� Substance-Abuse 

� Criminal History (other than minor traffic 

violations) 

� Homelessness 

� Language Barriers 

� Mental or Physical Disability or 

Impairments 

� Lack of Training 

� Lack of EducaKon 

� Other 

__________________________________ 

 

Construction Interest 

 

Would you be interested in working in the construction field, for instance, rehabbing homes? 

� � � Yes  No  Unsure 

 

Would you be interested in participating in an apprenticeship or training program to learn more 

about construction, repair and rehabilitation? 
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� � � Yes  No  Unsure 

 

Are you aware of the First Source Hiring Laws in DC? 

� � � Yes  No  Unsure 

Renovation, Construction and Repair 

 

Do you have experience in renovation, construction, or repair? 

� � Yes  No 

 

If so, which field(s)? 

� � � RenovaKon  ConstrucKon  Repair 

 

Please describe the nature of your renovation experience: (How much experience do you have– 

in years or months? What types of projects have you completed? Did you receive payment for 

your services?) 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

 

Please describe the nature of your construction experience (How much experience do you 

have–in years or months? What types of projects have you completed? Did you receive 

payment for your services?) 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

Please describe the nature of your repair experience (How much experience do you have–in 

years or months? What types of projects have you completed? Did you receive payment for 

your services?) 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 
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____________________________________________________________________________Ski

lls Inventory Information: 

 

Inventory adapted from John P. Kretzmann and John L. McKnight, pp. 19-25, from Building 

Communities from the Inside Out: A Path Toward Finding and Mobilizing a Community's Assets, 

Evanston, IL: Institute for Policy Research (1993). 

 

For the following questions, check the box next to skills that you have. We are interested in all 

your skills and abilities. They may have been learned through experience in the home or with 

your family. They may be skills you've learned at church or in the community. They may also be 

skills you have learned on the job. 

 

Construction, Renovation and Repair Skills 

� PainKng 

� Porch ConstrucKon or Repair 

� Demolishing Buildings 

� DeconstrucKng Buildings 

� Knocking Out Walls 

� Wall Papering 

� Furniture Repairs 

� Repairing Locks 

� Building Garages 

� Bathroom ModernizaKon 

� Building Room AddiKons 

� Tile Work 

� Installing Drywall & Taping 

� Plumbing Repairs 

� Electrical Repairs 

� Bricklaying & Masonry 

� Cabinetmaking 

� Kitchen Modernization 

� Furniture Making 

� Installing InsulaKon 

� Plastering 

� Soldering & Welding 

� Concrete Work (sidewalks) 

� Installing Floor Coverings 

� Repairing Chimneys 

� HeaKng/Cooling System InstallaKon 

� PuPng on Siding 

� TuckpoinKng 

� Installing Windows 

� Building Swimming Pools 

� Carpentry Skills 

� Roofing Repair or InstallaKon 

� Other ____________________ 

 

Have you ever done construction or renovation work that improves the energy efficiency of 

buildings (including weatherization)? If so, what did you do, for how long and are you certified? 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 
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____________________________________________________________________________ 

 

Maintenance Skills 

 

Window Washing 

Floor Waxing or Mopping 

Washing and Cleaning 

Carpets/Rugs 

Routing Clogged Drains 

Using a Handtruck 

Caulking 

General Household Cleaning 

Fixing Leaky Faucets 

Mowing Lawns 

Planting & Caring for Gardens 

Pruning Trees & Shrubbery 

Cleaning/Maintaining Swimming 

Pools 

Floor Sanding or Stripping 

Wood Stripping/Refinishing 

Other __________________ 

 

Operating Equipment & Repairing Machinery 

� 

Repairing Large Household 

Equipment (e.g., refrigerator) 

Repairing Heating & Air Conditioning 

System 

Fixing Washers/Dryers 

� Repairing Elevators 

� Repairing Small Appliances 

� Repairing Automobiles 

� OperaKng heavy machinery 

� Other __________________ 

 

If you have operated heavy equipment or machinery? If so, what kind(s) did you operate? 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

Caregiving 

Caring for Children 

Caring for the Elderly 

Caring for the Mentally Ill 

Caring for the Sick 

Caring for the Physically or 

Developmentally Disabled 

Other__________________ 

 

Office/Clerical Skills 

� Typing 

� OperaKng Adding 

Machine/Calculator 

Filing Alphabetically/Numerically 

Taking Phone Messages 

Writing Business Letters (not typing) 

Receiving Phone Orders 

Operating Switchboard 
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Keeping Track of Supplies Shorthand or Speedwriting

Bookkeeping 

Entering Information into Computer 

Word Processing 

Financial Analysis 

Other___________________ 

Supervisory Skills 

Writing Reports 

Planning Work for Other People 

Directing the Work of Other People 

Making a Budget 

Keeping Records of Your Activities 

Interviewing People 

Project Management 

Other__________________ 

 

Sales Skills 

Operating a Cash Register 

Selling Products Wholesale or for 

Manufacturer 

Selling Retail Products 

Selling Services 

Other___________________ 

 

Security 

Guarding Residential Property 

Guarding Commercial Property 

Guarding Industrial Property 

Armed Guard 

Crowd 

Ushering at Major Events 

Installing Alarms or Security Systems 

Repairing Alarms or Security Systems 

Other___________________ 

 

Foodservice 

Catering 

Serving Food to Large Numbers of People 

(over 10) 

Preparing Meals for Large Numbers of 

People (over 10) 

Clearing/Setting Tables for Large Numbers 

of People (over 10) 

Washing Dishes for Large Numbers of 

People (over 10) 

Operating Commercial Food 

Preparation Equipment 

Bartending 

Waiting tables 

Bussing tables 

Meatcutting 

Baking 

Other______________ 
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Are there any other skills that you have which we have not mentioned? 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

 

 

 

 

Priority Skills 

When you think about your skills, what three things do you think you do best? (ie: Which of 

your skills are good enough that you think other people would hire you to do them?) 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

What skills would you most like to learn? 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

 

Enterprising Interests and Experience/ Business Interest 

 

Have you ever considered starting a business? 

� � Yes  No 

 

If yes, what kind of business did you have in mind? 

____________________________________________________________________________ 

 

If yes, do you plan to start it alone or with other people? 

� � Alone  With others 

 

Did you plan to operate it out of your home? 

� Yes � No 

 

If you thought about starting a business (but haven’t yet) were there obstacles that kept you 

from starting the business? What were they? 

____________________________________________________________________________ 
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____________________________________________________________________________ 

 

Business Activity 

 

Are you currently earning money on your own through the sale of services or products? 

� � Yes  No 

 

If yes, what are the services or products you sell? 

____________________________________________________________________________ 

____________________________________________________________________________ 

Whom do you sell to? 

____________________________________________________________________________ 

____________________________________________________________________________ 

What would help you improve your business? 

____________________________________________________________________________ 

____________________________________________________________________________ 

 

Thank you for taking the time to complete this survey! Your participation will help us to better 

understand the opportunities and challenges for residents of Ivy City & Trinidad 

 

Please take this sheet with you. 

 

For questions and information about this survey or the workforce portion of the Ivy City & 

Trinidad Neighborhood Stabilization Initiative, please contact Tony Bell at: (202) 889-5711 or 

(202) 889-5723. 

 

If you have questions and information about the overall Neighborhood Stabilization Initiative 

and community engagement, please contact Steve Lee at (202) 540-9888 x 102 (office) or (202) 

445-7070 (cell). 
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Workforce Skills Assessment Survey Responses 

Respondent InformationRespondent InformationRespondent InformationRespondent Information    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Name: 99.7% 342 

Address: 98.3% 337 

City/Town: 97.1% 333 

State: 95.3% 327 

ZIP: 93.6% 321 

Phone Number: 98.8% 339 

answered questionanswered questionanswered questionanswered question    343343343343    

skipped questionskipped questionskipped questionskipped question    0000    

    

    

GenderGenderGenderGender    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Male 69.9% 218 

Female 30.1% 94 

answered questionanswered questionanswered questionanswered question    312312312312    

skipped questionskipped questionskipped questionskipped question    31313131    

    

AgeAgeAgeAge    

AnsweAnsweAnsweAnswer Optionsr Optionsr Optionsr Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Under 16 1.3% 4 

16-18 10.2% 31 

19-24 26.9% 82 

25-30 18.0% 55 

31-35 13.1% 40 

36-40 7.2% 22 

41-45 8.9% 27 

46-50 7.5% 23 

51-55 4.6% 14 

56-60 1.3% 4 

61-65 1.0% 3 

66-70 0.0% 0 

71+ 0.0% 0 

answered questionanswered questionanswered questionanswered question    305305305305    

skipped questionskipped questionskipped questionskipped question    38383838    
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Are you currently employed?Are you currently employed?Are you currently employed?Are you currently employed?    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Yes 19.8% 60 

No 80.2% 243 

answered questionanswered questionanswered questionanswered question    303303303303    

skipped questionskipped questionskipped questionskipped question    40404040    

    

    

If employed, is the work:If employed, is the work:If employed, is the work:If employed, is the work:    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Full Time 54.0% 54 

Part Time 44.0% 44 

Contractual 1.0% 1 

Seasonal 1.0% 1 

Other (please specify) 3 

answered questionanswered questionanswered questionanswered question    100100100100    

skipped questionskipped questionskipped questionskipped question    243243243243    

    

If employment is part time, contractual, seasonal or other, would you work on a full time basis, If employment is part time, contractual, seasonal or other, would you work on a full time basis, If employment is part time, contractual, seasonal or other, would you work on a full time basis, If employment is part time, contractual, seasonal or other, would you work on a full time basis, 

given the given the given the given the choice/availability of position? choice/availability of position? choice/availability of position? choice/availability of position?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Yes 91.7% 111 

No 1.7% 2 

Unsure 6.6% 8 

answered questionanswered questionanswered questionanswered question    121121121121    

skipped questionskipped questionskipped questionskipped question    222222222222    

    

Have you ever taken a TABE (Test of Adult Basic Education)?Have you ever taken a TABE (Test of Adult Basic Education)?Have you ever taken a TABE (Test of Adult Basic Education)?Have you ever taken a TABE (Test of Adult Basic Education)?    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response Response Response Response PercentPercentPercentPercent    
Response Response Response Response 

CountCountCountCount    

Yes 36.8% 49 

No 63.2% 84 

answered questionanswered questionanswered questionanswered question    133133133133    

skipped questionskipped questionskipped questionskipped question    210210210210    
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Highest level of education completed:Highest level of education completed:Highest level of education completed:Highest level of education completed:    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Less than high school 21.4% 65 

High School Diploma or GED 58.6% 178 

Some College 14.5% 44 

2 Year College Degree (Associates) 3.9% 12 

4 Year College Degree (BA, BS) 1.3% 4 

Master's Degree 0.3% 1 

Doctoral Degree 0.0% 0 

Professional Degree (MD, JD) 0.0% 0 

answered questionanswered questionanswered questionanswered question    304304304304    

skipped questionskipped questionskipped questionskipped question    39393939    

    

Have any of the followHave any of the followHave any of the followHave any of the following prevented you from obtaining or keeping a job?ing prevented you from obtaining or keeping a job?ing prevented you from obtaining or keeping a job?ing prevented you from obtaining or keeping a job?    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    
Response CountResponse CountResponse CountResponse Count    

Access to Transportation 32.0% 16 

Criminal History (other than minor traffic 

violations) 
30.0% 15 

Lack of Training 22.0% 11 

Child Care   18.0% 9 

Homelessness 18.0% 9 

Other (please specify) 8 8 

Health Conditions 10.0% 5 

Substance-Abuse 6.0% 3 

Lack of Education 4.0% 2 

Language Barriers 0.0% 0 

Mental or Physical Disability or Impairments 0.0% 0 

answered questionanswered questionanswered questionanswered question    50505050    

skipped questionskipped questionskipped questionskipped question    293293293293    

    

    

Would you Would you Would you Would you be interested in working in the construction field, for instance, rehabbing be interested in working in the construction field, for instance, rehabbing be interested in working in the construction field, for instance, rehabbing be interested in working in the construction field, for instance, rehabbing 

homes? homes? homes? homes?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    
Response CountResponse CountResponse CountResponse Count    

Yes 89.7% 279 

No 3.9% 12 

Unsure 6.4% 20 

answered questionanswered questionanswered questionanswered question    311311311311    

skipped questionskipped questionskipped questionskipped question    32323232    
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Would you be interested in particiWould you be interested in particiWould you be interested in particiWould you be interested in participating in an apprenticeship or training program to learn more pating in an apprenticeship or training program to learn more pating in an apprenticeship or training program to learn more pating in an apprenticeship or training program to learn more 

about construction, repairabout construction, repairabout construction, repairabout construction, repair    andandandand    rehabilitation? rehabilitation? rehabilitation? rehabilitation?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Yes 95.8% 297 

No 1.6% 5 

Unsure 2.6% 8 

answered questionanswered questionanswered questionanswered question    310310310310    

skipped questionskipped questionskipped questionskipped question    33333333    

    

Are you awAre you awAre you awAre you aware of the First Source Hiring Laws in DC? are of the First Source Hiring Laws in DC? are of the First Source Hiring Laws in DC? are of the First Source Hiring Laws in DC?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Yes 40.9% 112 

No 16.4% 45 

Unsure 42.7% 117 

answered questionanswered questionanswered questionanswered question    274274274274    

skipped questionskipped questionskipped questionskipped question    69696969    

    

Do you have experience in renovation, construction, or repair? Do you have experience in renovation, construction, or repair? Do you have experience in renovation, construction, or repair? Do you have experience in renovation, construction, or repair?     

AnswerAnswerAnswerAnswer    OptionsOptionsOptionsOptions    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Yes 81.8% 243 

No 18.2% 54 

answered questionanswered questionanswered questionanswered question    297297297297    

skipped questionskipped questionskipped questionskipped question    46464646    

    

If so, which field(s)?If so, which field(s)?If so, which field(s)?If so, which field(s)?    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Renovation 87.5% 223 

Construction 68.6% 175 

Repair 86.7% 221 

answanswanswanswered questionered questionered questionered question    255255255255    

skipped questionskipped questionskipped questionskipped question    88888888    
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Construction, Renovation and Repair SkillsConstruction, Renovation and Repair SkillsConstruction, Renovation and Repair SkillsConstruction, Renovation and Repair Skills    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    Response CountResponse CountResponse CountResponse Count    

Painting 83.3% 200 

Knocking Out Walls 67.9% 163 

Demolishing Buildings 49.6% 119 

Installing Insulation 35.0% 84 

Tile Work   32.5% 78 

Installing Drywall & Taping 32.5% 78 

Wall Papering 31.7% 76 

Carpentry Skills 28.8% 69 

Deconstructing Building 27.5% 66 

Repairing Locks 27.1% 65 

Plastering   27.1% 65 

Bathroom Modernization 24.2% 58 

Porch Construction 23.3% 56 

Kitchen Modernization 21.7% 52 

Plumbing Repairs 21.3% 51 

Furniture Repairs 20.4% 49 

Building Room Additions 20.0% 48 

Installing Windows 19.6% 47 

Concrete Work (sidewalks) 19.2% 46 

Roofing Repair or Installation 17.9% 43 

Bricklaying & Masonry 17.5% 42 

Installing Floor Coverings 17.1% 41 

Electrical Repairs 15.8% 38 

Building Garages 15.4% 37 

Soldering & Welding 13.8% 33 

Putting on Siding 13.3% 32 

Furniture Making 12.5% 30 

Building Swimming Pools 11.3% 27 

Heating/Cooling System  10.8% 26 

Tuckpointing 8.3% 20 

Other (please specify) 19 19 

Cabinetmaking 7.5% 18 

Repairing Chimneys 7.1% 17 

        

answered questionanswered questionanswered questionanswered question    240240240240    

skipped questionskipped questionskipped questionskipped question    103103103103    
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Maintenance SkillsMaintenance SkillsMaintenance SkillsMaintenance Skills    %%%%            

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    
Response CountResponse CountResponse CountResponse Count    

Mowing Lawns 69.8% 162 

Floor Waxing or Mopping 69.0% 160 

Washing and Cleaning Carpets/Rug 63.4% 147 

General Household Cleaning 61.6% 143 

Planting & Caring for Gardens 49.1% 114 

Using a Handtruck 44.8% 104 

Floor Sanding or Stripping 42.2% 98 

Cleaning/Maintaining Swimming Pools 36.6% 85 

Pruning Trees & Shrubbery 35.8% 83 

Caulking   35.3% 82 

Wood Stripping/Refinishing 30.6% 71 

Routing Clogged Drains 24.1% 56 

Fixing Leaky Faucets 23.7% 55 

Other (please specify) 2 2 

        skipped questionskipped questionskipped questionskipped question    111111111111    

        answered questionanswered questionanswered questionanswered question    232232232232    

    

Operating EquipOperating EquipOperating EquipOperating Equipment & Repairing Machineryment & Repairing Machineryment & Repairing Machineryment & Repairing Machinery    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    
Response CountResponse CountResponse CountResponse Count    

Repairing Large Household Equipment (e.g. 

refrigerator) 
44.6% 33 

Repairing Small Appliances 40.5% 30 

Repairing Automobiles 33.8% 25 

Operating Heavy Machinery 32.4% 24 

Fixing Washers/Dryers 31.1% 23 

Repairing Heating & Air Conditioning System 28.4% 21 

Repairing Elevators 9.5% 7 

Other (please specify) 6 6 

answered questionanswered questionanswered questionanswered question    74747474    

skipped questionskipped questionskipped questionskipped question    269269269269    
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CaregivingCaregivingCaregivingCaregiving    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Caring for Children 85.0% 119 

Caring for the Elderly 63.6% 89 

Caring for the Mentally Ill 38.6% 54 

Caring for the Sick 50.0% 70 

Caring for the Physically or Development. Disabled 42.9% 60 

Other (please specify) 3 

answered questionanswered questionanswered questionanswered question    140140140140    

skipped questionskipped questionskipped questionskipped question    203203203203    

    

    

    

                

Office/Clerical SkillsOffice/Clerical SkillsOffice/Clerical SkillsOffice/Clerical Skills                    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Taking Phone Messages 74.0% 125 

Keeping Track of Supplies 69.2% 117 

Receiving Phone Orders 62.7% 106 

Filing Alphabetically/Numerically 56.8% 96 

Typing 51.5% 87 

Operating Adding Machine/Calculator 43.2% 73 

Writing Business Letters (not typing) 29.0% 49 

Operating Switchboard 23.1% 39 

Shorthand or Speedwriting 16.6% 28 

Bookkeeping 64.0% 73 

Entering Information into Computer 64.0% 73 

Word Processing 50.0% 57 

Financial Analysis 14.0% 16 

Other (please specify) 0 

answered questionanswered questionanswered questionanswered question    283283283283    

skipped questionskipped questionskipped questionskipped question    60606060    
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Supervisory SkillsSupervisory SkillsSupervisory SkillsSupervisory Skills                    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    

Response Response Response Response 

CountCountCountCount    

Planning Work for Other People 60.9% 67 

Keeping Records of Your Activities 58.2% 64 

Writing Reports 51.8% 57 

Directing the Work of Other People 50.0% 55 

Interviewing People 40.0% 44 

Making a Budget 27.3% 30 

Project Management 27.3% 30 

Other (please specify) 
 

1 

skipped questionskipped questionskipped questionskipped question    233233233233    

answered questionanswered questionanswered questionanswered question    110110110110    

    

    
Sales SkillsSales SkillsSales SkillsSales Skills                    

Answer OptionAnswer OptionAnswer OptionAnswer Optionssss    
Response Response Response Response 

PercentPercentPercentPercent    

Response Response Response Response 

CountCountCountCount    

Operating a Cash Register 85.6% 101 

Selling Retail Products 66.1% 78 

Selling Products Wholesale or for Manufacturer 48.3% 57 

Selling Services 44.9% 53 

Other (please specify) 
 

3 

skipped questionskipped questionskipped questionskipped question    225225225225    

answered questionanswered questionanswered questionanswered question    118118118118    

    

SecuritySecuritySecuritySecurity                    

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    Response PercentResponse PercentResponse PercentResponse Percent    
Response Response Response Response 

CountCountCountCount    

Guarding Residential Property 83.6% 56 

Guarding Commercial Property 64.2% 43 

Guarding Industrial Property 50.7% 34 

Ushering at Major Events 50.7% 34 

Armed Guard 38.8% 26 

Crowd 31.3% 21 

Installing Alarms or Security Systems 29.9% 20 

Repairing Alarms or Security Systems 23.9% 16 

Other (please specify) 
 

4 

answered questionanswered questionanswered questionanswered question    67676767    

skipped questionskipped questionskipped questionskipped question    276276276276    
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Have you ever considered starting a business? Have you ever considered starting a business? Have you ever considered starting a business? Have you ever considered starting a business?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    

RRRResponse esponse esponse esponse 

CountCountCountCount    

Yes 64.3% 63 

No 35.7% 35 

answered questionanswered questionanswered questionanswered question    98989898    

skipped questionskipped questionskipped questionskipped question    245245245245    

    

If yes, do you plan to start it alone or with other people? If yes, do you plan to start it alone or with other people? If yes, do you plan to start it alone or with other people? If yes, do you plan to start it alone or with other people?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    

Response Response Response Response 

CountCountCountCount    

Alone 50.0% 29 

With Others 50.0% 29 

answered questionanswered questionanswered questionanswered question    58585858    

skipped questionskipped questionskipped questionskipped question    285285285285    

    

Did you plan to operate it out of your home? Did you plan to operate it out of your home? Did you plan to operate it out of your home? Did you plan to operate it out of your home?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    

Response Response Response Response 

CountCountCountCount    

Yes 36.2% 25 

No 63.8% 44 

answered questionanswered questionanswered questionanswered question    69696969    

skipped questionskipped questionskipped questionskipped question    274274274274    

    

Are you currently earning money on your own through the sale oAre you currently earning money on your own through the sale oAre you currently earning money on your own through the sale oAre you currently earning money on your own through the sale of services or f services or f services or f services or 

products? products? products? products?     

Answer OptionsAnswer OptionsAnswer OptionsAnswer Options    
Response Response Response Response 

PercentPercentPercentPercent    

Response Response Response Response 

CountCountCountCount    

No 87.3% 69 

Yes 12.7% 10 

answered questionanswered questionanswered questionanswered question    79797979    

skipped questionskipped questionskipped questionskipped question    264264264264    
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Database of Survey Respondents 

Training Program Canvassing Outline 

TEMPLATE FOR INVENTORY OF EDUCATION/TRAINING WORKFORCE ASSETS PROGRAM SUMMARY  

1. Name of Program/ Service 

 

2. Service Delivery Agent (might be a college/ WIB/secondary school, or a partnership of more 

than one organization.  

 

3. Year First Implemented  

(Gives sense of weather well established or relatively new) 

 

4. Source (s) of Funding (Sponsor/Sponsors) 

 

5. Target Constituents (e.g., age group, specific workforce category or occupation, region or 

geographic area 

 

6. Program Content Description/Summary  

 

7. Term/ Duration  

 

8. Degree/Diploma/Certification (if any)  

 

9. Location (s) of Program/Services Delivery (or online) 

 

10. Numbers served/enrolled by:  

A. as of a given date 

B. annual average d 

 

11. Relationships with Specific Employers (if any)  

 

12. Completion Rates for the program  

 

13. Placement Results upon Completion  

 

14. Trained individuals remain in the Community  

 

15. Wage increase from pre-trained levels  

 

16. Effective Cost of the program per trainee 

 

17. To what extent is your organization coordinating the training and hiring with area trade unions? 

If there is a relationship, please elaborate?  

 

18. Testimonial of a graduate of participant –resident of Ivy City & Trinidad  
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19. Contact Information for Primary Contact Person 

Overview of Job Training and Pre-Apprenticeship Programs 

 

PROGRAM NAME, LOCATION 

AND WEB SITE 
PROGRAM DESCRIPTION 

Construction-Based Pre-Apprenticeship Program 

Academy of Construction and Design at Cardozo 

Senior High School 

1200 Clifton Street, NW  

Washington, DC 20009  

http://www.dcstudentsctf.org 

The Academy serves students in grades 10 through 

12. High school students from all Wards of the 

District are encouraged to apply for admission. 

Students learn about carpentry, electricity and 

plumbing through academic studies, technical 

content, applied learning and field experiences. 

Building Futures Pre-Apprenticeship Training and 

Placement Program  

GSA Building Futures Project  

Community Services Agency  

Metro Washington Council AFL-CIO 

888 16
th

 Street NW, Suite 520  

http://www.dclabor.org/ht/d/ProgramDetails/i/257 

The Building Futures program provides 6-week pre-

apprenticeship classes with a curriculum, which 

includes construction math review, OSHA 10 safety 

and health and CPR/First Aid certification, as well as 

job readiness preparation; with a green 

jobs/weatherization element, hands-on training and 

gender-focused topics for women are imbedded into 

the curriculum. 

Community College of the District of Columbia: 

Workforce Development 

5171 South Dakota Ave. NE Room 113 

Washington, DC 20017  

http://www.ccdc.usdc.edu/workforce_development 

The CCDC Workforce Development Program (WDP) 

aims to provide District of Columbia residents with 

the job skills training required to gain employment. 

CCDC focuses primarily on local industry demands, 

where jobs are more readily available within the DC 

metropolitan area 

Goodwill Green Pathways Construction Training  

Pre-Apprenticeship 

2200 South Dakota Ave., NE  

Washington, DC 20018  

http://www.dcgoodwill.org 

Goodwill of Greater Washington, in cooperation 

with the Green Builders Council of D.C., administers 

a 10-week job-training program in the field of 

sustainable building. The carbon neutral project will 

train out of work and underemployed District 

residents in a high-growth/demand field create a 

local workforce more capable of building energy 

efficient buildings. 

United Planning Organization 

301 Rhode Island Ave NW  

Washington DC 20001  

http://www.upo.org/Programs/Career-Training 

The Weatherization Training Center (WTC) is a 

department of the Green Technology division of the 

United Planning Organization (UPO). The 

organization’s mission is to improve the lives of 

Washington DC residents by providing community 

resources, services and partnerships as well as 

education and sustained employment to aid low-

income individuals. 

Automotive Industry Training Program 

Excel Institute 

2851 V Street, NE  

Washington, DC 20018  

http://www.theexcelinstitute.org 

The Excel Institute provides Automotive Service 

Excellence (ASE) certification and National 

Automotive Technicians Education Foundation 

(NATEF) Specialty Training so that students can 

compete in an automotive industry that is rapidly 

changing and increasingly competitive.  
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PROGRAM NAME, LOCATION 

AND WEB SITE 
PROGRAM DESCRIPTION 

Youth/Soft Skills Program 

Covenant House Washington 

Administrative Offices  

2001 Mississippi Avenue, SE 

Washington, DC 20020  

http://www.covenanthousedc.org/ 

Covenant House is a national non-profit organization 

founded in 1970. Its mission to eradicate suffering in 

children is realized by immediately meeting the basic 

human needs of homeless youth and young adults 

and preparing them for a successful independent 

future. 

Latin America Youth Center 

1419 Columbia Road NW  

Washington, DC 20009  

http://www.layc-dc.org 

The Latin American Youth Center (LAYC) is a regional 

network of youth centers and public charter schools 

with a shared commitment to meet young people 

where they are and help them make a successful 

transition to young adulthood. 
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Construction Industry 

Pre-Apprenticeship Programs  
 

Academy of Construction and Design at Cardozo Senior 

High School 

ORGANIZATION DESCRIPTION  

In August 2005, the Academy of Construction & Design opened at Cardozo High School to help young 

District residents improve their ability to participate effectively in the workforce. The Academy provides 

students a broad range of career opportunities in building design, planning, construction and 

management. 

The Academy offers courses and industry training in carpentry, electricity and in 2008, introduced 

plumbing as a pathway/track for this specific trade. Students who complete the program earn skills and 

training leading to apprenticeships; they can pursue careers in these industries, or go on to college.  

All Academy instructors are certified by the National Center for Construction Education and Research 

(NCCER). Upon graduation, NCCER provides transcripts and documentation of Academy students’ 

training accomplishments to their National Registry. Graduates are prepared to enter apprenticeship 

training programs sponsored by local builder associations, local union-management committees, or to 

pursue two or four-year college programs.  

KEY STAKEHOLDERS INTERVIEWED: 

Ms. Shelly Karriem, Academy Manager 

PROGRAM STRUCTURE 

To participate in the Academy a student must be enrolled full-time at Cardozo High School. 

Eligibility Requirements for the Academy of Construction and Design Program:  

• Student must be entering grade 9,10, or 11 in September  

• Possess at least a 2.0 cumulative grade point average  

• Demonstrate good conduct 

• Submit a complete application; obtain recommendations, provide a copy of their transcripts 

and a current report card  
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Once the paper application passes review, an interview is offered to determine eligibility. The Academy 

encourages students throughout the District to apply for admission.  

Students of the program receive a national certification for each module of the NCCER curriculum they 

complete; contractors nationwide recognize this certification. The program also provides students with 

CPR/First Aid certification and OSHA 10-hour training delivered by an outside entity. The DC Students 

Construction Trades Foundation18 identifies the providers of this training (most recently the training was 

provided by Miller & Long Concrete Construction).  

 

The Academy is structured to be a two-year training program. Students who transfer in the 11th grade 

into the program can begin in the summer, decide on a trade and during the academic year enroll in 

required courses for the trade they selected.  

 

The courses offered are broken into two subsections outlined below:  

 

Foundation Course – Building and Construction Overview 

A set of core introductory courses designed to give students’ hands-on experience and information 

about career paths in the construction industry (math, construction document readings, green buildings 

training). The construction overview helps students choose a trade area and career pathway.  

 

Pathways 

Students pursue a carpentry, electrical, or plumbing pathway in a two-year program with 6 semester 

credits in coursework and a semester or summer internship in their chosen pathway. Through the DC 

Students Construction Trades Foundation the Academy is able to offer students internship opportunities 

with a set of established partnerships from the following: DC Habitat for Humanity, ACE (Architects, 

Contractors, & Engineers) Program, Architects in the Schools and Blue Skye Construction.  

 

The Academy encourages students to stay in school and graduate with practical skills that they can use 

directly out of high school. Students study in the Academy for one period each day and attend academic 

classes with all other Cardozo students during the remainder of the school day. On average there are 20 

students per class. Specialized training sessions, construction site visits and field trips are planned into 

their schedule throughout the year.  

 

The Academy also participates as an employer to DC’s Summer Youth Employment Program (SYEP).19
 As 

a host, the Academy provides structured job opportunities for youth during the summer. Ms. Shelly 

Karriem, the Academy Manager, noted that the Academy has utilized SYEP to get students acclimated 

into the program. The Academy accepts an average of 30-35 students as part of the SYEP, 80% of whom 

are already accepted into the program for the upcoming academic year and the other 20% are 

prospective students. SYEP provides students with a better sense of how serious they are about 

enrolling and participating in the Academy program. 

                                                           
18

 Established in 2003, The D.C. Students Construction Trades Foundation, 501(c) 3 organizations, is a public/private partner 

working with DC Public Schools and the DC Apprenticeship Council dedicated to advancing career and technical education in the 

District of Columbia. 
19

 The Summer Youth Employment Program (SYEP) is a locally funded initiative administered by the Department of Employment 

Services (DOES) that provides District youth ages 14 to 21 with enriching and constructive summer work experiences through 

subsidized placements in the private and government sectors. For more information regarding the 2011 SYEP program visit the 

Website: http://does.dc.gov/does/cwp/view,a,1232,q,537757.asp 
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PROGRAM SUSTAINABILITY  

The Academy was founded through a public-private partnership with the DC Students Construction 

Trades Foundation and the District of Columbia Public Schools. The initial partnership has proved to be 

successful since its creation in 2005 and the Foundation and its partners have also supported the 

Academy’s facility improvements. 

During its first year, the Academy had 47 students. In 2010, the Academy enrolled 119 students. 

According to Ms. Karriem, the current facilities are able to accommodate 60 students per pathway 

(plumbing, electrical, construction): today, the Academy is able to enroll 180 students.  

Despite tremendous success in providing job training for youth in a variety of trades in the construction 

industry, the Academy has encountered several setbacks. Budget cuts in 2007 led the Academy to 

discontinue the heating/ventilation/air conditioning/refrigeration (HVACR) training. The Academy has 

since introduced plumbing as a pathway and continues to offer students three trades (carpentry, 

electrical and plumbing).  

In 2010, the Academy achieved one of its initial goals: constructing a single-family home as part of the 

Academy’s training curriculum. The Foundation worked with Cardozo High School to provide the lot to 

the Academy. The lot is an approximately 2,000 sq. ft. single-family house on a site in Northwest area of 

the city. Washington DC’s first student-built house will feature energy efficient design, materials and 

construction and will be offered for sale at market rates via the DC Department of Housing and 

Community Development. 20  

The partnership that exists between the Foundation and the Washington, DC public schools also helps to 

validate the Academy’s stability as a high school program for youth. Next year Cardozo High School 

building is set to undergo some renovations and the students will be moved to Meyer Elementary 

School during the two-year renovation. Ms. Karriem commented that this would not diminish the 

program’s current enrollment targets or its ability to teach the current curriculum although it may slow 

down its growth.  

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

The Academy of Construction and Design at Cardozo Senior High School is located at 1200 Clifton Street 

NW, which borders the southern edge of the Columbia Heights neighborhood. Ivy City & Trinidad 

residents can easily access the school through the use of public transportation.  

EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

The Academy accepts applications from all eligible DC residents, thereby permitting high school bound 

youth of Ivy City & Trinidad neighborhoods to apply. NCRC encountered difficulties gathering specifics 

regarding how many Academy students are from Ivy City & Trinidad neighborhoods. High schools do not 

track students by wards due to privacy issues and could not disclose addresses of students. The Office of 

Data and Accountability for the District of Columbia Public Schools was able to provide the overall 

                                                           
20

http://www.dcstudentsctf.org/ 
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Cardozo Senior High School enrollment rates, but could not factor the data further to identify specifics 

regarding those enrolled in the Academy program at the high school. Cardozo Senior High School 

currently enrolls 698 students, of which 53% of the students are from outer wards. 118 students are 

from Ward 5 (32% out of the 53% of outer ward students). These figures identify a strong interest from 

Ward 5 youth to attend Cardozo Senior High School.  
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Building Futures: Pre-Apprenticeship Training and 

Placement Program 

ORGANIZATION DESCRIPTION  

In 2007, the Building Futures pre-apprenticeship training and placement program was established with 

the help of the American Recovery and Reinvestment Act (ARRA) funds, the US General Services 

Administration (GSA), Community Services Agency (CSA) of the Metro Washington Council AFL-CIO21, 

Covenant House DC and Wider Opportunities for Women22 (WOW). The Building Futures Pre-

Apprenticeship training and placement program seeks to prepare and provide qualified candidates for 

entry-level work and apprenticeships in the construction industry. Graduates of Building Futures are 

prepared to meet industry employment demands with the following OSHA 10, First Aid and CPR 

certification, while eager to work in the basic construction trades industry.  

 

Over the years, CSA has changed the Building Futures pre-apprenticeship training structure. Initially, the 

pre-apprenticeship program partnered with YWCA and WOW and structured a 12-week course that 

targeted low-income women within the DC metropolitan area (the program was called the Washington 

Area Women in the Trades Pre-apprenticeship Program). In 2008 CSA changed the program to a 6-week 

pre-apprenticeship training to serve low-income adults within the DC metropolitan area. Building 

Futures staff still actively recruits women, but there is no set entrance threshold. Since inception, 

Building Futures has offered case management service and job search assistance to all participants.  

 

A formal partnership with the Associated General Contractors (AGC) gives the CSA access to AGC’s 500 

member contractors. CSA maintains active working relationships with approximately 60 DC area 

contractors, who call on the Building Futures program when they have employment opportunities. Some 

notable partners include: Clark Construction, Goel, DC Department of Transportation, AMTRAK and 

PEPCO. Additional contractor contacts are accessed through various AFL-CIO affiliated union 

apprenticeship programs. 

 

KEY STAKEHOLDERS INTERVIEWED: 

Kathleen McKirchy, Executive Director for the Community Service Agency (CSA) 

 

 

 

                                                           
21

 Metropolitan Washington Council works with nearly 200 affiliated union locals and community leaders, religious, student and 

political allies to improve the lives of workers and their families throughout the greater metro Washington area. 
22
 Wider Opportunities for Women (WOW) works nationally and in its home community of Washington, DC to build 

pathways to economic independence for America's families, women and girls. For more than 40 years, WOW has helped 

women learn to earn, with programs emphasizing literacy, technical and nontraditional skills, the welfare-to-work 

transition, career development and retirement security. 
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PROGRAM STRUCTURE  

The Building Futures project provides six weeks of pre-apprenticeship training for DC residents. The 

curriculum includes building trades core coursework, orientations to green jobs/weatherization and 

hands-on training at local union apprenticeship schools. Students also receive job readiness training, 

placement counseling and support from staff beyond employment placement.  

 

 

Eligibility Requirements for the GSA Building Futures Pre-Apprenticeship Training Program:  

• 18 years of age or older, drug free, 

• GED or High School Diploma  

• Valid Driver’s License or Learner’s Permit  

• Minimum 8th grade reading and math  

• Genuine Interest in the Construction Trades 
 

In addition to the pre-placement support, program staff follow up with graduates and continue to be a 

resource to both their graduates and their employers.  

 

The Building Futures programs follows the 

Multi-Craft Core Curriculum, an innovative 

training curriculum that provides a gateway 

from high school or community college to 

joint industry registered apprenticeships in 

the Building and Construction Trades 

Department (BCTD), AFL-CIO. This establishes 

a standardized pre-apprenticeship program 

for entry into the building trades. The Multi-

Craft Core Curriculum offers a substantial 

overview of building trades, common with 

existing apprenticeship programs, without 

regard to a particular craft. The common core 

courses are:  

 

• general orientation to apprenticeship;  

• cardiopulmonary resuscitation (CPR) and first aid;  

• OSHA 10 hour certification course;  

• blue-print reading;  

• applied mathematics for construction applications;  

• history of the construction industry and  

• heritage of the American worker.  

 

The core program totals 120 hours of classroom training. Classes run from Monday-Friday for six-weeks, 

8am – 1 pm. There are two Saturdays required for the OSHA 10 training, which is held at the Sheet Metal 

Workers Local 100 hall in Suitland, Maryland. The general orientation course includes construction 

industry structure and the construction process; apprenticeship orientation; tool usage; the safe 

Pre-Apprenticeship Curriculum Hours 

OSHA – 10 Hour 10 

CPR and First Aid  8 

Blueprint Reading  24 

Orientation  14 

Math Skills 40 

Labor History  8 

Industry Awareness 8 

Tools and Materials  8  

TOTAL  120  
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handling of both hand and power tools; industry standards of work responsibility and craft excellence. 

Participants may take an additional 40 hours for a particular craft as a precondition to entry with credit 

for the program.  

 

The Building Futures program continues to partner with Wider Opportunities for Women (WOW), as 

they are leading advocates of women in the workforce environment. WOW delivers lectures focused 

around women in construction, educates women entering the construction industry, covers sexual 

harassment/gender discrimination issues and provides case management services.  

 

PROGRAM SUSTAINABILITY  

As of 2007, a $1.6 million GSA ARRA contract funds the Building Futures program operations. The annual 

allocation of funds varies from year to year as the program also receives additional funding from local 

donors and partner contracts. Kathleen McKirchy, Executive Director for the Community Service Agency 

(CSA), foresees potential growth for the Building Futures program. As Ms. McKirchy notes, “The 

effective cost is about $4,500 per student and funding will of course determine what we are able to 

offer. We are looking at strategic fundraising and hope to diversify sources of funds. ”23  

 

In September 2009, Building Futures was featured on CNN in a segment entitled “Out of Work, But Full 

of Hope” that followed a recent graduate Kate Bolduan. Ms. Bolduan credited Building Futures as a 

gateway necessary to help her reinvent herself during the difficult economic downturn. Through the 

Building Futures program Ms. Bolduan entered the construction industry and after completing the 

program she obtained an apprenticeship.24 Building Futures was also featured in a May 2011 

Washington Post article entitled ‘Commentary: Cutting Job-Training Dollars Would Hurt Recovery’ that 

advocated for job-training programs to assist unemployed Americans find work that would allow them 

to support their families25  

 

The stability of the Building Futures program is secure and gaining recognition, due to the strong 

commitment and collaboration among its founders: Community Services Agency (CSA) of the Metro 

Washington Council AFL-CIO, Covenant House DC and WOW.  

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

Building Futures currently holds its training programs in two locations. The age of the participant 

determines class location. Participants ages 18 to 24 attend classes at Covenant House Washington in 

Congress Heights (2001 Mississippi Avenue, SE). Classes for those 25 and older are held at Local 891 

Plasterers’ and Cement Masons’ Union office (1517 Kenilworth Avenue, NE). For Ivy City & Trinidad 

residents the Covenant House Washington is an approximate 45-minute bus ride that requires either 

two or three transfers. Ivy City & Trinidad residents can also chose to use Metro Rail, which requires a 

45-minute train ride and a ½ mile walk to the facility. The union office, which is relatively close to Ivy 

City & Trinidad can be accessed via the Metro Bus system and requires a 25-minute bus ride. Training 

                                                           
23

 Survey response from Kathleen McKirchy, Executive Director for the Community Service Agency 
24 To view complete video visit: http://www.wowonline.org/ourprograms/wawit/ 
25

 Washington Post article: http://www.washingtonpost.com/business/capitalbusiness/commentary-cutting-job-

training-dollars-would-hurt-recovery/2011/05/25/AGY4XGEH_story.html 
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focused on women is offered at WOW offices, which are located at 1001 Connecticut Avenue, NW. 

Participants can access the WOW offices via a 20-minute bus ride from Ivy City & Trinidad.  

CSA has provided some monetary support for participants while enrolled in the program, which will be 

described in the next section. Participants can use these stipends to cover transportation costs to 

training locations.  

EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

 
Since its inception in 2007 through April 2011, Building Futures has enrolled a total of 342 individuals 

into the program, with 278 completing the program (averaging a completion rate of 81%). Building 

Futures limits its class size to 20 individuals and is trying to have 3-4 weeks at minimum in between 

classes for recruitment efforts and job placement activity geared to graduates of previous cohorts. There 

is not set number of target cohorts scheduled per calendar year, although Building Futures has 

completed 9 cohorts since October 2009. As Ms. McKirchy has noted, “We take pride in the impact our 

program has on people searching for a career in the building trades. Our students are ready to meet the 

market themselves to major employers and union apprenticeship programs in the metro area.”26 

According to Ms. McKirchy, individuals who leave the program attribute their departure to a 

combination of factors: re-incarceration, attendance, behavioral problems, or family difficulties.  

 

The Building Futures program appeals to residents from all parts of the District: a total of 225 District 

residents enrolled in the program and 186 graduated, which represents an 81% completion rate. The 

chart below also provides a breakdown on how many graduates completed the program for each year; 

on average Ward 8 had the highest percentage of graduates.  

 

 Building Futures Pre-Apprenticeship Enrollment and Program Graduates (2009 - April 2011) 

 

D.C. Ward 
Total 

 Enrollments 

Total 

 Graduates 

Building Futures Graduates  

2009 2010 2011 

Ward 1 11 9 1 4 4 

Ward 2 3 3 1 2 0 

Ward 3 0 0 0 0 0 

Ward 4 17 14 3 8 3 

Ward 5 29 20 7 9 4 

Ward 6 17 16 4 12 0 

Ward 7 50 42 5 31 6 

Ward 8 98 78 13 63 2 

 

                                                           
26

 Survey response from Kathleen McKirchy, Executive Director for the Community Service Agency 
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2009-April 2011 Building Futures Pre-

Apprenticeship Program 
Graduate Percentage, Totals By DC Wards 

Ward 1 Ward 2 Ward 3 Ward 4 Ward 5 Ward 6 Ward 7 Ward 8

The pie chart on the right 

illustrates the 186 

graduates’ distribution 

by each DC Ward from 

2009 - April 2011. Ward 

8 has the highest percent 

with 43%, Ward 7 comes 

in second with 23% and 

Ward 5 (Ivy City & 

Trinidad) comes in third 

with 11%. District Wards 

5, 7 and 8 had higher 

monthly average 

unemployment than the 

city as a whole in 2009. 

These three wards also 

had the highest percentage increases in unemployment from 2008 to 2009.27 This reinforces the 

correlation between the high unemployment rates in these communities and those seeking to gain 

training in hopes of earning livable wages.  

 

As an additional resource, CSA offers Building Futures participants an $8/hour stipend, with the 

opportunity of a bonus up to $200 per individual. Participants earn these funds by demonstrating 

attendance and timeliness, class participation, completion of all assignments. The GSA funds supporting 

participant stipends ended on July 15th, 2011. Moving forward, CSA will allocate funds from a new 

Department of Labor (DOL) contract and plans to provide $10 per day to each participant. Ms. McKirchy 

notes that providing support to participants depends on how much funders will pay for and allocate 

direct support to participants.  

 

US General Services Administration (GSA), the main funder of the Building Futures program, tries to 

maintain a presence in the community by sending a representative to Ward 8 Advisory Neighborhood 

Council (ANC), Workforce Development, Barry Farms Council meetings and other community meetings. 

The representative answers questions about GSA development of St. Elizabeth’s campus and provides 

updates on the project construction.28 Through its partnership with the Homeland Security Agency and 

Clark Construction (to rehabilitate St. Elizabeth’s campus), the Building Futures program has connected 

graduates with immediate job placement options. The Community Service Agency has cultivated its 

initial partnerships to provide support to its trainees. The relationships with Covenant House 

Washington and WOW also provide support for participants, including wrap-around services29, life skills, 

literacy and counseling regarding household barriers to economic advancement.  

 

                                                           
27

 Financial Policy Institute paper – Increase in DC’s Unemployment Rate Falls Heavily on those least able to afford it, by Katie 

Kerstetter  
28

 For further information on the development of St. Elizabeths Campus: 

http://stelizabethsdevelopment.com/community-activities.html 
29

 Wraparound is a philosophy of care that includes a definable planning process involving the child and family that 

results in a unique set of community services and natural supports individualized for that child and family to achieve a 

positive set of outcomes. 
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The Building Futures program provides participants with a comprehensive foundation needed to enter 

the construction trade. Building Futures operates two training centers that are located close to Ivy City 

& Trinidad; removing the transportation obstacle many residents face in commuting to training facilities. 

The program has worked to remove the barriers commonly encountered taking into account proximity 

to the program, job placement and providing trades skills leading to stable high-wage jobs.  
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Community College of the District of Columbia 

Workforce Development 

ORGANIZATION DESCRIPTION  

The Community College of the District of Columbia’s (CCDC)30 Workforce Development Program (WDP) 

aims to provide District of Columbia residents with the job skills training required to gain employment. 

CCDC focuses primarily on local industry demands, where jobs are more readily available within the DC 

metropolitan area. The four areas of employment identified by the District of Columbia as most in 

demand include: applied health, construction, hospitality and administrative/technology. These areas 

form the basis of the training offered by WDP. District of Columbia residents are able to attend WDP 

training free of charge, which provides an additional incentive to Ivy City & Trinidad residents seeking 

training and employment.  

PROGRAM STRUCTURE 

The Workforce Development Program (WDP) is an offering of the Community College of the District of 

Columbia (CCDC). WDP is structured to assist job seekers develop the skills that local employers in the 

aforementioned four areas required from a work force. 

 

Among the available career areas for which training is available are:  

Health Care  

Construction Trades  

Hospitality Careers  

Office Technology  

Administrative Technology 

Other classes offered by CCDC include: 

GED Preparation 

Accuplacer Preparation31 

KEY STAKEHOLDER INTERVIEWS: 

Sherman Cook, CCDC Program manager 

PROGRAM SUSTAINABILITY  

The annual 2010 financials for CCDC have not yet been released. However, NCRC identified an additional 

$5 million of District of Columbia funds allocated specifically for the operational costs of the program. 

During a site visit in the spring of 2011, NCRC asked about this funding, but was informed by CCDC staff 

                                                           
30

 For more information regarding CCDC visit http://ccdc.usdc.edu/ 
31

 Accuplacer is a collection of tests, typically administered by different colleges technical schools, to their incoming students. 

The Accuplacer is used to evaluate a student's aptitude within a number of basic academic areas.  



   lxiv | P a g e  

 

that some of those financial numbers and beneficiary numbers could not be disclosed without 

authorization. Nevertheless, it is important to mention that it would be hard to assess or make 

performance evaluations or recommendations without such key data. 

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  
 

The following workforce development programs are located throughout the city along the Metro Bus 

and Rail system providing easy access to Ivy City & Trinidad residents:  

Bertie Backus: 5171 S. Dakota Ave. NE (near the Fort Totten Metro station on the Red, Yellow and 

Green lines) 

 

PR Harris Education Center – Vocational Education Training and CCDC Classes: 4600 Livingston Road SE 

(on the X2 bus line; requires 1 transfer for Ivy City & Trinidad residents)  

 

WDP Education Center - Has available from Ivy City &Trinidad neighborhoods the 92 bus at the corner 

of NE Florida and NE 7th St. then, transfer at East Capitol St NE & 8th St. SE to the 97 bus towards Capitol 

Heights Station 

 

Work Development Program Locations 

Ward 5  

CCDC Backus Campus  

5171 South Dakota Avenue 

Washington DC 20017 

 

Ward 7 

WDP Education Center 

Woodson SHS at Fletcher-Johnson 

4650 Benning Road, SE Room 2018 

Washington DC 20019 

 

Ward 8 

PR Harris Education Center 

4600 Livingston Road (Lower Level) 

Washington DC 20032 

 

EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

 
From a no cost and close proximity standpoint, CCDC proves to be a viable training option to Ivy City & 

Trinidad residents. Furthermore, CCDC provides not only specialized workforce training, but also a vital 

foundation that is often required for successful career placement. With courses that place an emphasis 

on green industries, participants are afforded valuable certifications in cutting-edge construction trade 

professions. Many of CCDC’s personal and professional development courses are offered online, which 

opens up training opportunities to participants whose schedules prevent typical class settings.  
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Although the CCDC Work Development programs are available to Ivy City & Trinidad neighborhoods, 

NCRC staff was informed that few residents of the targeted area attended their training programs in 

general. Sherman Cook, CCDC Program manager, acknowledged the need for improved community 

outreach and marketing targeted to the neighborhoods of Ivy City & Trinidad neighborhoods in order to 

attract, train and employ residents of the area.  
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Green Pathway DC 
Pre-Apprenticeship & Green Job Training for DC residents  

ORGANIZATION DESCRIPTION  

Goodwill of Greater Washington (GGW) implemented the Green Pathway DC program, centered on its 

vision to transform lives and communities through the power of education and employment. Goodwill 

has operated in the District of Columbia for 75 years, gaining an in-depth knowledge of its clients and 

building a network of partnering organizations. Goodwill is best known for their retail shop businesses 

throughout the metropolitan DC area.32 

 

GGW provides vocational services and employment to individuals with disabilities and disadvantages (is 

this a common term?). GGW’s job development, placement and retention services are accredited by the 

Maryland Department of Education–Division of Rehabilitation Services (DORS) and the District of 

Columbia Rehabilitation Services Administration (RSA). GGW’s Workforce Development Division 

currently provides two employment training courses: the Green Pathway DC Construction Pre-

Apprenticeship Program and their Career Navigation Training Program. For the purposes of this report 

NCRC will concentrate on reviewing the Green Pathway DC Construction Pre-Apprenticeship Program.  

 

In autumn 2005, Goodwill partnered with the Associated Builders and Contractors (ABC)33 to pilot a pre-

apprenticeship construction-training curriculum for District residents, known at the time the Pre-

apprenticeship Readiness Training Program (PART). In 2006, GGW offered two class cycles. In 2007, two 

more were added. In 2008, three class cycles were offered. However, in 2009, GGW was only able to 

operate one cycle and was looking at closing the program due to the lack of funding.  

 

GGW decided to restructure its program after the 2008 DC Green Collar Jobs Demand Analysis34 was 

published and partnered with the Green Builders Council of DC to include “green” electives. The change 

of emphasis led GGW to change the program’s name to Green Pathway DC. The Green Pathway DC 

Construction Pre-Apprenticeship Program includes three elective tracks: weatherization, green 

advantage and smart meter installation. These elective tracks were added to the existing core pre-

apprenticeship program.  

 

KEY STAKEHOLDER INTERVIEWS: 

Colleen Paletta, Vice President of GGW’s Workforce Development Department 

 

                                                           
32

 GGW currently operates 11 retail shops and its 12
th

 will open in Maryland in June 2011 and a 13
th

 in Fairfax, Virginia shortly 

thereafter.  
33

Associated Builders and Contractors (ABC) is a national association with 75 chapters representing 23,000 merit shop 

construction and construction-related firms with nearly two million employees. ABC's membership represents all specialties 

within the U.S. construction industry and is comprised primarily of firms that perform work in the industrial and commercial 

sectors of the industry. 
34

 The DC office of Planning, in conjunction with the Washington DC Economic Partnership and the DC Department of 

Employment Services commissioned The Louis Berger Group Inc., ESOP Advisors, Inc. and the Green Builders Council of 

DC/Momentum Analysis to conduct a green collar job demand analysis for Washington DC.  
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PROGRAM STRUCTURE  

Graduates of the Green Pathway DC Program can earn up to 5 certifications: NCCER core 

curriculum35, Green Advantage, OSHA 10 hour certification, first aid & CPR certification and the 

Green Elective (offering three tracks: Smart Meter Installation, Green Advantage, or 

Weatherization). GGW has five full-time staff members working on training delivery: a Program 

Manager, an Intake Specialist, Soft Skill Instructor, Case Manager and a Staff Specialist. 

 
Green Pathway DC is a ten-week program:  

1st – 4th Week are held in Goodwill’s headquarters from 8am - 2pm 

5th – 7th Week at Hyattsville, Maryland on-site construction from 6:30am - 12:30pm 

8th – 10th Week participants must select their elective: Smart Meter Installation, Green advantage 

Training, or Weatherization Training. For the Smart Meter Installation trade a participant must hold a 

pristine driving record (for the past seven years), no misdemeanors and is not recommended for 

returning residents. These restrictions are only upheld for the Smart Meter Installation trade by GGW, as 

employers within the industry are less inclined to hire residents who have criminal records. 

 

Sample of Course Components:  

Critical Life Skills Trade Skills 

Drug Testing (participant get tested 2x) NCCER Core Curriculum  

Time Management  Construction Math  

Effective Communication  OSHA 10 Hour Certification  

Conflict Resolution  First Aid & CPR Certification  

Financial Literacy & Planning Green Elective Offering: Smart Meter  

Workplace Diversity  Installation, Green Advantage  

 

Eligibility Requirements for the Green Pathway DC Training Program:  

• 18 years of age or older, drug free and a District of Columbia resident (geographical restrictions apply)  

• Ability to complete a 10-week course; 8am– 3pmMonday thru Friday  

• Earn a CASAS (Comprehensive Adult Student Assessment Systems) math and reading assessment at a 

6th grade or higher level  

• Access to reliable transportation to attend training 

• Must pass an initial drug screening and remain drug free 

• Must be able to stand for long periods of time and work in confined (small) spaces, lift, push, pull or 

carry 50 pounds 

• Low Income (current pay stub, Public Assistance Record, UI Documents, etc.) 

• Employment Status (lay-off notice, Termination letter, WARN notice)  

• High School Diploma/GED preferred; not required 

 

 

                                                           
35

Certified and accredited NCCER instructors teach the following modules: Basic Safety, Introduction to Hand Tools, 

Introduction to Power Tools, Introduction to Blueprint Reading, Basic Rigging 
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PROGRAM SUSTAINABILITY  

GGW’s Workforce Development Department operates with a $2 million budget, of which 40% is 

restricted government funding and other 60% comes from unrestricted funds and social enterprise 

revenues. GGW owns two training facilities: one is located on the GGW’s Headquarters (also referred to 

as the DC Career Campus); the other is in Arlington, Virginia. Ninety percent of the Green Pathways 

funding comes from a Department of Labor grant, which expires in January 2012. According to Colleen 

Paletta, Vice President of GGW’s Workforce Development Department, if the program is not refunded it 

will be downscaled and supported by allocating revenues from GGW’s social enterprise (GGW retail 

stores) for the program. Ms. Paletta also noted that, in this difficult economic and funding climate, GGW 

can access its social enterprise component available to offset funds, while others non-profits may have 

no other choice but to forgo eliminating programs completely.  

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

The Green Pathways program is delivered from two locations: seven weeks are held at Goodwill’s DC 

Career Campus (2200 South Dakota Avenue NE), while three are held at 3403 East West Highway, 

Hyattsville Maryland. Ivy City & Trinidad residents can easily access Goodwill’s DC Career Campus with 

close proximity to public transportation averaging a commute of 30-45 minutes one-way. The hands-on 

training component is held in Hyattsville from 6:30
am - 12:30pm

 to provide participants the experience 

of a typical construction site and adheres to the construction work schedule demands, including a 

limited buffer for tardiness. The commute to Hyattsville from Ivy City & Trinidad residents using public 

transportation averages 45-63 minutes. The commute to Hyattsville is challenging, requiring participants 

to be at the DC metro rail when it opens at 5:00 am and use multiple bus transfers to arrive at the 

destination. Green Pathways tries to provide travel vouchers to assist participants with the cost of the 

public transit commute.  

EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

GGW’s Workforce Development Division has consistently adapted its program to serve the needs of the 

District at large. GGW ventured into establishing a pre-apprenticeship program after establishing a 

relationship with employers within the construction field, identifying a need and partnering with 

Associated Builders and Contractors (ABC) to better connect program graduates to potential employers. 

As green initiatives are forecasted with increasing job growth, GGW expanded its program by partnering 

with Green Builder Council of DC and widen potential employer contacts.  

Since 2008, Green Pathways has trained over 600 DC residents. Job retention rates are on average 70%, 

a figure gathered as graduates reach 90 days of employment. (During 2009-2010, due to local economic 

conditions, the placement rate for graduates fell to 68%. )The chart below shows the percentage of 

participants served for 2009-2010 from the Green Pathways program. The highest percentage (24%) was 

from Ward 5 – Ivy City & Trinidad.  
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Ms. Paletta also noted that the forthcoming numbers for 2011-2012 participants from Ivy City & 

Trinidad would reflect an even higher percentage of residents. When GGW received the Department of 

Labor (DOL) Pathways out of Poverty grant in 2010, the grant directed GGW to serve residents in 

particular PUMA areas, including most of Ward 5 and a small part of Ward 6. 36 Green Pathways had 

some difficulty finding eligible applicants during the limited grant period and submitted a request to DOL 

to expand the PUMA area to include Wards 7 and 8. By expanding the service area frame to these 

additional wards, Green Pathways will continue to serve the most distressed areas of the District.  

 

The Pathways Out of Poverty grant also sets specified participant criteria. An unexpected positive 

outcome to a limited target audience to Ward 5 is that outreach within the communities of Ivy City & 

Trinidad increased awareness of the program and participation rates. During NCRC’s focus group 

meetings with Ivy City & Trinidad residents, the Green Pathways training program was mentioned 

positively. 

 

Green Pathways serves participants who are recovering drug addicts, community reentries/ex-offenders 

and those who lack in soft skills needed in most workplaces. The program provides participants with 

viable job placement options by building upon GGW’s existing network with employers. Over 25 

employers have hired Green Pathway graduates.37 Job retention, however, is only gathered up to 90 

days of employment. To ensure the long-term impact of the program, gathering data beyond the 90-day 

threshold may be helpful in identifying areas of needed improvement to secure job security for 

participants, but funding for collecting longitudinal data is limited. The cost per participant is already 

between $4,500 - $7,500 (the $4,500 amount noted does not take into account placement and post-

employment services that graduates need). As a result, the Green Pathways program works on critical 

life skills requiring participants to undergo two drug tests and post-employment services.  

 

There has been a consistent progression in GGW’s efforts to foster a program that will serve the 

community. However, this also makes it difficult to conduct a comparative review of how successful the 

program has been for graduates, because it is constantly changing and adapting to the needs of its 

constituents.  

 

                                                           
36

 PUMAs have historically been most familiar to researchers who use the Census Bureau's Public Use Micro Data (PUMS) 

files. They are the only sub-state geographic identifiers used by the census.  
37

 Employers include: Chiaramonte Construction Company; Clark Construction Group, LLC; Construction & Safety services LLC; 

Electrical General Corporation; Facchina Construction Company, Inc.; Hawkins Electrical Construction of Washington DC LLC; 

Hawkins Electrical Services, Inc.; IBEW Local 26; M.C. Dean, Inc.; Manganaro Mid-Atlantic, LLC; Mid-Atlantic Air of DC, LLC; 

Miller & Long Concrete Construction; Monarc Construction, Inc.; P&P Contractors, Inc.; Shapiro & Duncan, Inc.; Southland 

Concrete Corporation; The Justin Company; The Fireguard Corporation; Wings Enterprises, Inc.  

Residence of Population Served 

7% Ward 1 24% Ward 5 

4% Ward 2 8% Ward 6 

3% Ward 3 11% Ward 7 

10% Ward 4 33 % Ward 8 
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The Weatherization Training Center (WTC) at the United 

Planning Organization (UPO) 

ORGANIZATION DESCRIPTION  

The Weatherization Training Center (WTC) is a department of the Green Technology division within the 

United Planning Organization (UPO).38 The United Planning Organization (UPO) was founded in 1962 to 

address human services needs throughout the D.C. metropolitan area. The organization’s mission is to 

improve the lives of Washington D.C. residents by providing community resources, services and 

partnerships. UPO also provides education and sustained employment to aid low-income individuals. 

Through the United Planning Organization, the WTC’s primary mission is to serve the District of 

Columbia’s industry professionals, but its doors are open to the private sector, utility programs and 

other interested groups in the District of Columbia Metropolitan area. 

 

The Weatherization Center operates under the Green Technology Division with other UPO programs 

such as the Community Health Division, the Community Service Division, the Career and Employment 

Division, the Office of Family and Child Development Division and the Youth Services, also operating in 

the Washington D.C. metropolitan area. UPO divisions work as follows: 

 

• Community Health Division: Through partnerships with government and private organizations, the 

division provides substance abuse treatment and case management services to vulnerable residents 

of the District of Columbia. This division also operates the Shelter Hotline for DC's homeless 

population.  

• Community Service Division: This division coordinates a variety of programs that help individuals 

and families increase their economic, personal and family assets. Asset Development programs 

focus on education, vocational training, financial management, family support and community 

development with a focus on adult education. Courses include: adult basic education/GED, 

Microsoft Word training, traffic flagger certification, food handler’s certification and capital health 

careers.  

• Career and Employment Division: This division is designed to assist participants in their need for 

employment by offering a broad range of services relating to job preparedness, career development 

and placement.  

• Green Technologies Division: This division provides energy saving measures to customers who have 

been approved by the DC Department of Energy. The division’s staff consists of one crew chief and 

two weatherization laborers who are all graduates of UPO's Weatherization Training Center.  

• Office of Family and Child Development Division: This division houses the UPO’s Head Start 

program, which is funded by the U.S. Department of Health and Human Services Administration for 

Children, Youth and Families, with other day care services receiving funding from the DC 

Department of Human Services. 

• Youth Services Division: This division provides Washington DC youth with opportunities to move 

toward self-sufficiency and to become engaged, productive citizens. 

                                                           
38

 For more information regarding the UPO visit http://www.upo.org/ 
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KEY STAKEHOLDER INTERVEWS: 

Wayne Hodges, Director of the Green Technology Division 

PROGRAM STRUCTURE 

The Weatherization Training Center (WTC) offers a full range of competency-based training courses and 

seminars for persons and organizations that provide home energy conservation assistance under the 

District Department of Energy Weatherization Assistance Program (DDEWAP) in the District of Columbia. 

This is administrated by the District Department of the Environment (DDOE). According to the 

environmental requirements and competency desired, the courses are as follows: 

 

Required Courses: 

Weatherization Tactics 

Lead Safe Work Practices (Required by DOE and DC) and auditors 

Crew safety 

Diagnostic Approaches to Weatherization and Auditors 

Advanced Diagnosis and auditors 

Introduction to Residential Heat Systems auditors  

Home Energy Auditing (PBI) 

Envelope Professional (BIP) 

Competency Based Courses: 

Diagnostic Approaches to Weatherization 

Advanced Diagnostic  

Basic Residential Electricity 

Introduction to Residential Heat Systems 

Combustion Analysis and Retrofit (Gas) 

Combustion analysis and Retrofit (Oil) 

Lead Safe Work Practices 

OSHA Crew Safety 

Weatherization Tactics 

Home Energy auditing 

Building Performance Institute Certification – Building Analyst 

Building Performance Institute Certification – Envelope 

Carpentry 101 

PROGRAM SUSTAINABILITY  

The Weatherization Training Center is funded by the American Recovery and Reinvestment Act (ARRA) 

under the Direct Federal support description. Following the direct federal funding, the Weatherization 

Training Center also relies on pass-through federal funds, direct district funds, private and general funds 

and fees and other contributions. In the year 2008, $40,504.259 and in the year 2009, $41,573.908 as 
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total revenue and for total expenses in the year 2008, $40,065.260 and for the year 2009, $41,998.412 

as total expenses.39 

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

The Weatherization Training Center (WTC) operates in a new weatherization and training center on 915 

Girard Street NE, Washington DC. This location is a ten-minute walk from the Brookland-CUA Metro 

Station, making it highly accessible for Ivy City & Trinidad residents. Although most of the 

weatherization training takes place at the Girard Street training center, the trainees also receive services 

and administration from the UPO’s headquarters located on Rhode Island Avenue in Northwest 

Washington. The Shaw/Howard Metro Station is the closest to another UPO service center, located at 

611 H St. NE, Washington DC. 

EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

According to the 2009 UPO Annual Report, 4,115 individuals have received jobs and skills training. 

However, NCRC was unable to attain detailed job placement statistics. During a site visit in the spring of 

2011, NCRC staff received no additional information detailing the broad placement statistics.  

 

According to Wayne Hodges, Director of the Green Technology Division, the Weatherization Training 

Program at UPO has been effectively serving the local community’s workforce training needs. He was 

unable to provide specific data regarding the attendees and could not say how many of the individuals 

served are residents of the Ivy City & Trinidad neighborhoods. 

 

UPO's Weatherization Program provides energy saving measures to clients who have been approved by 

the DC Department of Energy. The staff currently consists of one crew chief and two weatherization 

laborers who are all graduates of UPO's Weatherization Training Center. Staff members are currently 

working on two multifamily projects in the SE and NW regions of Washington DC. 

 

Clearly, the Weatherization Program as a whole benefits the Washington DC area. However, NCRC 

recommends that the training programs be better promoted throughout the Ivy City & Trinidad 

neighborhoods. 

 

 

 

 

 

 

 

                                                           
39

 UPO 2008 and 2009 available in Appendix – see “Additional Program Information” 
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Automotive Industry  Training Programs  
 

 

The Excel Institute 

ORGANIZATION DESCRIPTION  

In 1998 the Excel Institute opened its doors to address the employment needs of unemployed 

individuals, youth, adults and employers in the automotive industry in the Washington, DC. area. John 

W. Lyon, founder of Parking Management Inc. and George Starke, a former Washington Redskin and 

automotive dealer founded Excel. Together they developed a post-secondary vocational education 

institution specializing in automotive technology, focusing on individuals who have “fallen through the 

cracks.” Excel delivers programs certified by the National Automotive Technician Education Foundation 

(NATEF). Excel trains students for in-demand, high-paying careers in the automotive service industry and 

also offers High School Equivalency (GED), basic literacy training, life management and job placement 

skills as part of a comprehensive workforce development program. 

 

The automotive training focuses on underserved communities in the Washington area, specifically 

African Americans and Latinos. The training programs target at-risk students ages 18 and up, 

unemployed, underemployed, immigrants, ex-offenders, individuals who have incomes of less than 

300% of the federal poverty line who do not have a GED or high school diploma and/or individuals who 

have a history of crime or substance abuse. Approximately 25% of the students enrolled are directly 

referred to Excel by the court system and more than 90% of candidates will need intensive skills training 

in basic and applied math, science and language arts in order to be successful in the automotive training 

program. Excel also expects that 90% of its enrollees will need life management training in the form of 

budgeting, conflict resolution, family/work life balance and time management. 

 

Excel calls upon a broad range of community-based and government partners and has devised a 

systematic strategy to attract a wide-range of students who are interested in automotive service 

training. The Institute aims to maintain 150 actively enrolled students. To do that successfully, Excel staff 

distributes informational material through community and faith-based organizations, including local 

government, participates in job fairs, uses word-of-mouth marketing, particularly through alumni and 

advertises through public service announcements and other technologies. By having a large pool of 

students–on average 30–50 per training period--from which to select participants, Excel can potentially 

enroll more appropriate individuals into the training program. 

 

In July 2010, Excel welcomed a new Chief Executive Officer, Ms. Cheryl Edwards. Through Ms. Edwards’s 

leadership Excel has revamped many of their objectives honing in on what has worked in the past. Listed 

below are Excel’s mission, vision and goals for 2011. 
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Excel’s Vision 

Foster positive change through self-empowerment, education and professional training to provide 

career development, job skills, opportunities and hope–enabling our community to build better lives. 

 

Excel’s Mission 

Provide a center of excellence to everyone, by offering life changing opportunities through technical 

education, career and workforce development. 

 

Excel’s Goals 

- Train the unproductive and unemployed for jobs in the high demand, high-paying field of 

automotive technology; 

- Provide Automotive Service Excellence (ASE) certification and National Automotive Technicians 

Education Foundation (NATEF) Specialty Training providing students the avenue to compete in an 

automotive industry that is rapidly changing and increasingly demanding; 

- Foster positive change in the community through self-empowerment, education and workforce 

development by offering affordable and accessible job skills training; 

- Strive to reduce unemployment by giving students the necessary tools and techniques to pursue 

career opportunities and enables them to become taxpayers instead of tax spenders; 

- Contribute to a better-educated population by providing basic literacy education, GED instruction 

and computer literacy training; 

- Offer individuals in at-risk situations the chance to build a life away from gangs, drug abuse, crime 

and poverty by offering students an opportunity they did not know existed until Excel presented a 

structured environment; and, 

- Attempt to offer more opportunities for minority achievement by heavily recruiting students from 

inner-city and surrounding neighborhoods across the city. 

 

PROGRAM STRUCTURE  

 
The Excel Institute operates with 14 staff members, 5 of which are technical instructors. All instructors 

have obtained certification from the National Institute for Automotive Service Excellence (ASE).40 The 

hours of Excel are from 8:00 AM to 4:00 PM on Monday-Friday. Classes are scheduled daily, from 9:00 

AM to 3:00 PM. Each quarter lasts twelve weeks. Maximum class size is 20 students for lecture and 12 

students for shop training. The General Automotive Service program track takes a minimum of 48 weeks 

and the Advance Automotive Service program track takes a minimum of 36 weeks to complete. 

 

 

 

 

 

 

 

 

 

                                                           
40

 For more information on the ASE certification visit: http://www.ase.com/About-ASE/ASE-at-a-Glance.aspx 
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Eligibility Requirements for the Excel Institute Training Program:  

• 18 years of age or older, drug free, 

• GED or High School Diploma41  

• Valid Driver’s License or Learner’s Permit  

• Birth Certificate 

• Have documents substantiating age, grade, social security number, residence and proof of 

citizenship42 

• $50 Application Processing Fee43  

• Official High School transcript of High School equivalency certification 

• Perspective participant must pass the Woderlic and/or CASAS test to determine the academic 

level of applicants44 

• Prior to enrollment applicant must complete a Career Exploration45  

 

Excel accepts applications on an ongoing basis. Admissions are driven by enrollment dates for 

each quarter. A new cohort starts each quarter. The 2011-2012 calendar enrollment dates are 

as follows: August 16, 2011 registration begins and classes start on August 22, 2011; the second 

enrollment will occur in November; the third enrollment will happen in March; and the fourth 

enrollment period in June.  

 

Excel partners with multiple agencies to ensure a “wrap-around” program to benefit its 

students. Excel conducts the automotive technology training; the YWCA conducts the literacy 

and GED training; and the Family Health Education Institute (FHEI) conducts the life skills 

training. Excel has partnerships with Second Genesis to provide substance abuse assistance and 

Parkland Community Center to provide much needed childcare. These partnerships are crucial to 

providing students well-needed support to succeed in the program. Having these vital services in 

one central location makes it easier for those participating in the program to attend and succeed.  

 

The Family Health Education Institute (FHEI) conducts Woderlic assessments on every student 

to determine the students’ literacy level,. Once admitted, FHEI offers Life and Employability 

Skills Training. Students receive comprehensive social and educational services training in order 

to (a) increase academic attainment, (b) improve mental and emotional well-being and (c) 

develop marketable job skills that lead to financial self-sufficiency. Excel and FHEI’s partnership 

                                                           
41

 Students who lack a high school diploma, GED certificate and/or proficiency in reading, language arts and math skills will be 

required to enroll in skill development courses.  
42

 Maryland or Virginia residents will be required to complete the One-Stop Career eligibility process appropriate to their 

country of residence prior to enrollment in the Excel Institute. Once funding for the student has been approved, the applicant 

can enroll in classes for the next semester.  
43

 Excel Institute charges Students a $50 application fee as an investment towards their training and to instill upward mobility 
44 The assessments help to determine what additional services the student will need and where they will begin the Excel 

program-training path.  
45 Career Exploration for Excel consists of an orientation for perspective students to learn more about the school, automotive 

technology as a career, staff, program expectations, curriculum and upcoming dates for completion of admissions process 
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extends over six years, leading to long-term skills and career development necessary to succeed in a 

high-performance workplace. 

 

Excel’s goal is to provide quality academic support services during the first quarter that are 

concentrated on general education needs for the students. Students without a high school 

diploma or GED and are assessed below the 10th grade reading and/or math level are required 

to obtain academic support, which is provided on site by the YWCA. Excel then offers two 

training paths. The first program track is the General Automotive Service. The objective of this 

program track for students is to improve the literacy up to the 10th grade level, provide 

academic support to obtain a GED and learn entry-level automotive technology. Participants in 

this track take literacy for all three quarters. The literacy and GED training is provided by the 

YWCA. A Comprehensive Adult Student Assessment Systems (CASAS) assessment is administered to 

identify the underlying reading, listening and math basic skills at specific proficiency levels. The 

specific courses and hours that a student in this track are scheduled to undertake is listed in the 

chart below.  

 

Program Training Path – General Automotive Service (Program hours are in 

parenthesis)

 
 

The second program track Excel delivers is the Advance Automotive Service. The objective of 

this program track is to have participants learn advance automotive service technician 

educational modules to support the receipt of the ASE certification. Graduates are geared to 

take entry-level occupations as automotive technicians and specialized automotive service 

technicians.  
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Program Training Path – Advanced Automotive Service (Program hours are in parenthesis) 

 

Students are encouraged to take the industry certification examination given by the National Institute 

for Automotive Service Excellence (ASE), a globally recognized certification. All instructors are ASE 

certified. The ASE written test is administered in both May and November each year. Students are not 

allowed to take the test until they pass an automotive specialty course and receive 70% on the practice 

examination. The Excel Institute serves as an ASE test site and is the only test site in the District of 

Columbia. After November 2011, the exams for ASE certification will go paperless. Excel will work with 

current students to prepare them for the computer-based exams.  

PROGRAM SUSTAINABILITY  

The Excel Institute was established to serve residents of the District of Columbia and has 13 years of 

experience in providing workforce training in the automotive technology. Excel Institute is a private, 

501(c)(3) not-for-profit corporation, licensed by the District of Columbia Office of the State 

Superintendent of Education (OSSE) as a non-degree post-secondary school. Excel started off as a non-

certified training program, but is now NATEF certified. NATEF only provides a 5-year certification; Excel 

has had this certification for the past 2½ years and is in the process of a mid-year compliance report. 

Excel Institute owns the building located on 2851 V Street NE, all of Excel’s course programs are 

delivered at this facility. This facility houses classrooms, an auto shop, a resource library and two-

computer lab rooms for student use.  

The Excel Institute relies on their Board of Trustees to maintain the institute within financial stability and 

the academy quality of the school as a priority. The Board of Trustees currently consists of 10 

individuals, as follows: John “Jack” Lyon,Co-Founder; Marc Slavin, Chair; Katherine “Katie” Clark; Eleanor 

Holmes Norton; C. M. Brown; William “Bill” Buckingham; Geoff Gitner; Leigh Henry; Tamara Smith; and 

Tracey Van Riper. Excel counts on its Automotive Advisory Committee to maintain the National 

Automotive Technical Education Foundation (NATEF) standards. The NATEF requires the establishment 
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of an advisory committee and their role is to meet twice a year and review the school implementation of 

required NATEF standards.  

The Excel Institute receives funding via governmental, foundational, corporate and individual support 

that allows students to attend the Institute on full scholarship. In 2009 the Excel Institute drew 77 

donors and yet in 2010 this number only increased to 137 donors supporting the Institutes services. 

Some notable partnerships include Volkswagen Group of America, Mazda, Washington Automotive 

Press Association, New River Community and Technical College, Community College of the District of 

Columbia, Family and Medical Counseling Services, Inc. and the YWCA.  

 

In 2009, Volkswagen Group of America teamed up with Excel as a part of a five-year, $2.1 million 

regional initiative. The partnership also included Fairfax Public Schools, George Mason University, 

Northern Virginia Community College (NOVA), University of Virginia and Virginia Tech. Volkswagen 

Group of America’s “Partner in Education” program focuses on creating comprehensive education 

initiative for institutions in the greater Washington, DC area and the Commonwealth of Virginia. As part 

of the their commitment to Excel, Volkswagen is contributing an annual cash donation, which is helping 

to fund Excel’s General Services Pre-Apprenticeship Training (GSTPA) program and has also donated two 

vehicles to be used as part of the technical training.  

 

Excel also relies on DOES funding and organizes two major annual fundraising events. In 2009, the 

annual golf classic tournament generated close to $75,000 for Excel programs. Excel also has maintained 

a relationship with the Iron Workers of America Union. They support Excel and sponsor the golf 

tournament. The Washington Automotive Press Association (WAPA) supports Excel. This past year, they 

sponsored a dress-for success event and donated clothing for students. Ms. Edwards’s notes that Excel 

needs to reach out to other trade unions and will seek to expand that in the coming years. 

 

 All of these funders and donors recognize that Excel runs a sound training program, seeking to address 

the employment needs of unemployed individuals, people in at-risk situations and employers in the 

automotive industry who need skilled employees.  

 

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

The Excel Institute is located at 2851 V Street, NE Washington DC 20018, which is relatively near to the 

Ivy City & Trinidad neighborhoods. Using the Metro bus service as the source of commuting an Ivy City 

resident can expect 28-minute one-way commute to the Excel Institute, while a Trinidad resident one-

way commute averages 17 minutes. The Excel Institute is conveniently located near one of the major 

bus route (B2 Bus), which connects Ivy City & Trinidad and Excel.46 Participants would pay $3.00 for a 

round trip commute with the Metro bus service. Although, Excel staff noted that on average most of the 

students own a vehicle, as students prefer to also practice on their own car. Google Maps calculates the 

drive from Ivy City to Excel to take on average 7 minutes, while Trinidad residents would take 5 minutes.  

 

Excel relies on the cumbersome DC One-Stop to provide necessary stipends, which currently provides 

$10 a day for those enrolled in a training program. 

 

                                                           
46

http://www.wmata.com/ 
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EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

 

Since 2009, Excel’s recruitment efforts have included marketing their programs by attending the 

following activities: community networking events; health fairs; career fairs; government sponsored 

recruitment events; schools; and referrals. Specific events include working with but not limited to: 

CSOSA; DC Housing Authority; DC Family Collaborative, Community Center, Family Medical and 

Counseling Service, Inc., We are One Coalition, Metropolitan Police Department; Temple of Praise 

Church, Latin American Youth Center, Perry School and Coalition for the Homeless. Excel also publishes a 

monthly newsletter featuring graduates, new program changes and current events.  

 

During NCRC’s interview with Ms. Edwards, she noted that Excel recognizes its need to improve program 

outcomes. Ms. Edward explains further, “As Excel is a post-secondary educational adult facility that you 

have to address those and sustain your outcomes in a different manner because you are dealing with 

people who have income issues, have dependents and other responsibilities. Excel started with a small 

number of students and it has grown exponentially over the years. We are required by the District of 

Columbia grant to service 100 students per year. We have met and exceeded that over the past two 

years; today we have 155 students enrolled.”47 

 

According to Excel Institute records for the current school year (2010-2011) approximately 15% of the 

students enrolled are directly referred to Excel by the court system. Also, 100% of the total student 

population (155 YTD for 2010-2011) requires life skills training. Thirty percent of the current student 

population is enrolled in intensive skills training, involving basic math skills, science and language arts in 

order to be successful in the automotive training program.  

 

Excel shared data on graduate and enrollment demographics from 2007-2010; findings are listed in the 

table below. Overall Excel serves DC primarily male residents, as automotive field continues to appeal 

more to men.  

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
47 Survey response from Cheryl Edwards, Chief Executive Officer of The Excel Institute  

  

Excel Institute Graduate Demographics from 2007 – 2010 

Graduation Statistics 2007 2008 2009 2010 

Students Graduated 21 28 42 39 

Female Graduates 1 4 2 2 

Male Graduates 20 24 40 37 

Enrollment Statistics 2007 2008 2009 2010 

DC Residents 106 132 76 127 

MD Residents 40 35 17 7 

VA Residents 3 4 2 3 
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According to Ms. Edwards, the completion rates of Excel on average have been typically 50% and Excel 

expects to exceed that this year. DOES requires an 80% completion rate, but Ms. Edward states that is 

very difficult to meet, but the program continues to improve and anticipates a completion rate of 57% 

for 2011. Excel has placed 21 students with employment and intends to have 50 students employed by 

August. According to Ms. Edwards, “You cannot just think that you can teach someone to practice an 

interview and write a resume and that’s really going to help them land a job. There are skill sets and 

determination people need to sustain a job, it has to happen before we send them out there.”48  

 

To improve outcomes, Ms. Edwards is fostering new apprenticeship partnerships and bringing 

employers to the school. Excel is in discussions with the District of Columbia Housing Authority to 

establish an apprenticeship partnership, as the Housing Authority operates a huge fleet maintenance 

program. Many of the students referred to Excel are from Ward 7 and 8 housing authorities. The 

proposed program would take current Excel students and place them with the work contractors as an 

apprentice learning under journeyman hands on training for commercial vehicles and inspections for 3 

hours a day while earning minimum wage. In conjunction with their Excel course work with this 

partnership, students receive hands-on experience and earn some income. Once students graduate the 

program, based on their performance the contractor may take them on full-time. At the very least, the 

experience provides solid foundation for other employment.  

 

Excel is also trying to arrange a similar partnership with Prince George’s County Sanitation Department. 

According to Ms. Edwards, the sanitation department operates a fleet of 875 heavy equipment vehicles. 

Excel would enter into an agreement that connects graduates of Excel to an apprenticeship with Prince 

Georges County’s Sanitation. The apprenticeship is a 3-year commitment wherein those accepted would 

work full time under a journeyman earning a salary and benefits. Afterwards, if the apprentice fits the 

mode and a journeyman post becomes available, they can apply. A journeyman earns $25 an hour. 

According to Ms. Edwards “these type of partnerships are more viable for participants”.49  

 

While Excel’s training is beneficial to participants, some individuals might be discouraged due to 

financial constraints, as Excel does not provide stipends for those admitted. About 47 out of the total 

121 students received DC One-Stop stipends, making it challenging for those needing employment to 

make ends meet while participating in a program that takes nine months to a year to complete. Excel 

seeks to minimize the constraints to perspective participants and is developing a night school program, 

which will permit participants to seek work during the day.  

 

Excel operates a well-run training program for those who seek employment in automotive technology. 

They have developed relationships with industry leaders and other non-profits, while providing 

individuals with the training and skills needed to find meaningful employment. Cheryl Edwards is 

relatively new to helming Excel, yet her knowledge of the industry and vision to improve Excel’s many 

programs and partnerships holds promise. Excel’s facilities are within close proximity to residents in Ivy 

City & Trinidad, making it an attractive location for those seeking job training.  

 
 

 

                                                           
48

 Survey response from Cheryl Edwards, Chief Executive Officer of The Excel Institute 
49

 Survey response from Cheryl Edwards, Chief Executive Officer of The Excel Institute  
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Youth/Soft Skills Programs  
 

Covenant House Washington 
 

ORGANIZATION DESCRIPTION  

 
Covenant House is a national non-profit organization founded in 1970 that works to meet the basic 

human needs of homeless youth and young adults and preparing them for a successful independent 

future. Covenant House Washington operates a network of six locations with its flagship, the Town Hall 

Education Arts & Recreation Campus (THEARC)50 offering one of the most comprehensive programs 

available for at risk youth such as: including skills assessment, educational services, youth advocacy and 

leadership training and employment development.  

 

Covenant House recently opened their Child Development Center, reflecting the high parent enrollment 

(3 out of 5 participants have children under five) which offers parenting youth a safe, nurturing and 

stimulating learning environment to leave their children while they go to work or attend classes. In 

order to address the low literacy rates often seen in at-risk youth and young adults, Covenant House 

also offers basic literacy and general educational development courses. 

 

PROGRAM STRUCTURE 

 
Covenant House offers two career-focused tracks:  

 

1. Off the Block Artisans 

Off the Block Artisans is a challenging vocational job training program in woodworking that prepares 18-24 year 

olds for entry level jobs in the skilled craft trades. Over a three month period, Artisans learn basic vocational 

skills with great emphasis placed on shop math, building as a sequential process, problem solving, attention to 

details and safety. Stress is also placed on four fundamental job values: punctuality, dependability, responsibility 

and accountability. As youth near graduation, assistance is provided to place them in entry level jobs. Youth 

receive a weekly stipend based on hours worked. Transportation and lunch subsidies assist youth while 

participating in the program
51

.  

 

 

 

 

                                                           
50

 For more information regarding the Covenant House of Washington visit http://www.covenanthousedc.org/ 
51

 NCRC staff were informed by Jeni Brake, Coordinator of Workforce Readiness that the program will end this year for the lack 

of funds  
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2. The Education and Workforce Development (EWD) program offers a one-stop approach to 

addressing the needs of youth and their families, including: 

Assessment: After receiving a psychosocial assessment in Service Management, youth are directed to the 

Career Assessment Center. There they work with a variety of educational and career exploration materials to 

determine their strengths and challenges, employment and vocational experiences, skills, interests, 

aptitudes and social readiness to work. A profile is compiled of the youth’s achievement level in reading and 

math, career interests and comprehension of potential barriers to success. This profile is shared with the 

youth’s Service Manager and education and employment staff to ensure that all identified needs are 

addressed. 

Education: Covenant House Washington offers instruction in Adult Basic Education (ABE), General 

Education Development (GED) and college and Scholastic Aptitude (SAT) skills. Education 

specialists are trained in the use of PLATO Learning Software. Using graphics, animation and 

sound, the Web-based adult literacy software allows learners to work at their own pace.  
Life Skills: The Skills/Employment Readiness curriculum, which is based on Equipped for the Future (EFF) 

standards for Adult Literacy and Lifelong Learning, equips youth to use tools at their disposal and acquire 

new skills that will help them become responsible, productive adults. 

Employment Development: Based on the results of the assessment process, youth identify 

employment and career options. They receive guidance and encouragement as they develop new 

skills through training, internships and work-study activities. Once a youth is employed, whether 

full-time or part-time, a Placement and Retention Specialist helps them maintain employment. 

 

PROGRAM SUSTAINABILITY 
 

The Covenant House of Washington depends largely on grants for its total funding ($ 5,516.254) and 

allocates most their resources ($5,113, 781) to the implementation of programs. The remaining 

$954,898 is allocated towards general management and $218,169 is allocated towards fundraising 

efforts.52 

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

Covenant House offers career training programs at two of its six locations. The more general EWD 

program is housed in THE ARC community center (1901 Mississippi Ave., SE). This center is a 45-minutes 

bus ride that requires either two or three transfers from Ivy City & Trinidad. Participants can also chose 

to use Metro Rail which requires a 45 minute train ride and a ½ mile walk to the facility. The Off the 

Block Artisan program is located at 1235 Kenilworth Ave, NE. There are no Metro Rail stations within 

walking distance to the Artisan Woodshop. However, participants can utilize the Metro Bus system 

which requires an hour ride with 3 transfers. Both THE ARC and the Artisan Woodshop are an 

approximate 15-20 minute car ride from the Ivy City & Trinidad area.  

 

 

 

 

                                                           
52 See “Additional Program Information” in Appendix 
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EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

According to the Covenant House Institute, the Covenant House of Washington services were found to 

be “strikingly effective” in helping youth achieve the core outcomes of stable housing, educational 

progress and sustained employment as the following table reflect for the year 2010: 

Total Number of Youth Served  621 

Total Number of Youth that obtained jobs 138 

Total Number of Off the Block Artisan Program Graduates 24 

Covenant House is currently in the process of re-designing and re-launching an existing internal review 

process to continuously assess quantitative and qualitative data regarding outcomes, identifies 

opportunities to improve performance and develop and implement data-driven strategies to better help 

youth transition from the street to stable housing, a solid educational foundation and sustained 

employment.  

Although Covenant House is an established program, it is not versatile enough to serve the needs of an 

entire community. There are very specific requirements that must be met in order to participate. 

Enrollees must be under the age of 24 and homeless/at risk of becoming homeless in order to qualify for 

the program, which disqualifies a large number of the working age Ivy City & Trinidad population. 

However, for those that do qualify, their holistic approach to developing young adults into productive 

members of society can be beneficial.  

 

Covenant House best serves the residents of Ivy City as a referral service to other programs offered 

throughout the city. For instance, the partnership between Covenant House and the GSA Building 

Futures program is beneficial to both organizations. Covenant House identifies candidates for the 

Building Futures pre-apprenticeship program, thus lessening their burden by providing gainful 

employment to their participants. GSA then receives program participants that are drug-free and posses 

the required literacy scores. Covenant House should certainly put a great deal of effort into forging 

similar partner ships with other pre-apprenticeship programs.  

 

Although the Covenant House has limitations to deliver versatile services to a targeted population, 

overall, the services delivered are of quality for the young population in the area. Finally, the value and 

efficiency of the services delivered is affected by what can be a problematic commute for the residents 

of Ivy City & Trinidad; most of the targeted young population faces the complicated and costly 

transportation to reach the Covenant House’s service centers. 
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Latin American Youth Center (LAYC) 

ORGANIZATION DESCRIPTION  

The Latin American Youth Center (LAYC) was founded in 1968 and incorporated into a non-profit in 1974 

with the purpose of serving immigrant Latino youth.53 Located in the Columbia Heights neighborhood of 

Washington DC, LAYC is a regional network of youth centers and public charter schools with a shared 

commitment to meet young people where they are and help them make a successful transition to young 

adulthood. LAYC provides over 50 distinct programs/services in 17 locations in the District of Columbia, 

Montgomery County (MD) and Prince George’s County (MD).  

 

This report will focus primarily on LAYC’s Workforce Investment and Social Enterprise (WISE) program. 

WISE seeks to provide a holistic training program focused on job skills, life skills, job placement services, 

GED preparation and support services for out-of-school youth ages 16-24. 

PROGRAM STRUCTURE 

Overview of WISE Course Offerings: 

Education Enhancement: Programs include standards-based, culturally competent, year-round tutoring and 

homework assistance; healthy recreation and fitness; computer literacy classes; and college preparatory 

courses. 

Social Services: Programs focus on the family unit as the primary foundation for youth development through 

counseling, prevention, child placement and residential housing. 

Workforce Investment: Programs assist out-of-school youth to build the skills they need to obtain meaningful 

employment. Participants are provided with job readiness and life skills training, job placement services, 

computer instruction and preparation to pass the General Education Development (GED) test. 

Art + Media: Programs encourage youth to experience the power of their art as a means of self-expression and 

as a tool for learning about community issues. It helps to develop creative abilities through classes in the fine 

arts, photography, video, radio and media production, music and creative writing. 

Advocacy: Programs work to influence public policy, practices and social systems that affect low-income and 

minority youth in Washington DC. 

 

Completion Rates for the program:  

Completing orientation period of one week with no absences 

Meeting program attendance requirements 

Successfully completing job readiness training classes (attending minimum number of classes and 

demonstrating improvements) OR 

Successfully completing GED preparation classes (attending minimum number of classes and demonstrating 

improvements.  

Working with job placement staff and obtaining a job OR successfully passing the GED and receiving GED 

diploma.  

Based on this definition of completion, the overall completion rate for WISE over the past five years is 39%. 

                                                           
53 For more information regarding the Latin American Youth Center visit http://www.layc-dc.org/ 
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This is calculated in the following way: 

 

Number of individuals/youth meeting all conditions 

for ‘successful completion’ 

All individuals/youth enrolling in WISE 

Which is The Number of Individuals with Successful 

completion, divided by all the Enrolled Individuals 

 

Placement Results upon Completion 

WISE is designed to place youth in jobs while in the program. LAYC only tracks job placements while the 

participants are working with a job developer – we do not track job placements after a participant has stopped 

working with LAYC staff.  

  

Over the past five years, LAYC’s WISE program has placed 143 individuals in 206 jobs, with an average starting 

wage of $8.46 per hour. Although the numbers presented exist as an organizational record, it is unknown if 

they all remain working in the D.C. Area or the Ivy City/ Trinidad area. 

PROGRAM SUSTAINABILITY  

The main sources of revenue for the year 2009 of $9,177.072 for LAYC were government funds, followed 

by support by other foundations and individual contributions. Rentals income, net assets and sources 

classified, as others also need to be taken into account as economic sources for LAYC. The program 

expenses are mainly concentrated on social services, followed by education and workforce, general 

services and fundraising efforts, art education and advocacy. For the year 2009, LAYC’s expenses totaled 

approximately $6,000,000. 

Funding sources include the Department of Employment Services (DOES), the Office of the State 

Superintendent on education (OSSE), the DC Children & Youth Investment Trust Corporation (CYITC), the 

Capital One Bank, the PNC Bank, the Herb Block Foundation, the United Planning Organization (UPO) 

and the Neighborhood Investment Fund (NIF) 

PROXIMITY TO IVY CITY & TRINIDAD RESIDENTS  

LAYC is located in the Columbia Heights neighborhood of Washington DC, near the Columbia Heights 

Metro Station. LAYC is easily accessible to those living in Ivy City & Trinidad by public transportation or 

private vehicle. By bus, several connections can be made and are reliable and easy to board from the Ivy 

City & Trinidad neighborhoods; the E2 and the D8 buses are accessible to connect to the Fort Totten 

metro station and then to the Columbia Heights metro station. 

EFFECTIVENESS TO SERVE IVY CITY & TRINIDAD RESIDENTS 

Through the end of 2010 (December 31, 2010), the WISE program has served 990 individuals 

(unduplicated count) since its creation five years ago. The duplicated count over this time (program 

slots) is 1,280. The duplicated count is higher than the unduplicated count because some participants 

were in the program in multiple years (from the end of 2009 to the beginning of 2010) or were in the 

program multiple times. The annual average for WISE individuals served from 2006 to 2010 was 256 

youth served (unduplicated). 
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LAYC educational services include mainly residents from the DC metropolitan area, since it is comprised 

of mostly youth services from ages 16 and 24. Everybody is welcome to participate, including youth from 

the Ivy City & Trinidad neighborhoods. 

LAYC has created informal relationships with other community-based organizations (CBOs) and 

employers that may come in to conduct workshops or serve as additional referral resources. Such 

schools, organizations and businesses include but are not limited to:  

Schools 

The Lab School 

The Perry School 

Organizations 

La Clínica Del Pueblo 

Teen Alliance for Prepared Parenting (TAPP) 

Somerset Residential Properties-Hubbard Place 

DC Child and Family Services (CFSA) 

The Mary Center 

Year Up, Inc 

So Others May Eat (SOME) 

Washington Area New Auto Dealers Association (WANADA) 

Dress For Success 

Business 

Ritz-Carlton 

Target-Columbia Heights 

Best Buy-Columbia Heights 

Marshall’s-Columbia Heights 

 

The programs offered at LAYC include social services, workforce investment and educational 

enhancement opportunities, but they are mostly geared towards the younger populations in the District.  

 

NCRC has reached out to Isaac Castillo, Director of Learning and Evaluation at the Latin American Youth 

Center (LAYC). Mr. Castillo along with Nakia Lynch, Director of WISE, provided more information 

regarding the youth center. This is a great organization for youth to receive the extra help they need in 

order improve test scores, pass a GED and broadens their soft skills; however the majority of these 

programs are not geared towards adults or their inability to find living wage jobs.  
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ADDITIONAL RESOURCES OF PROGRAMS REVIEWED  

____________________________________________________________________________________ 

United Planning Organization  

Statement of Activities: For the year ending September 30, 2009 and 2008
54

 

 

Revenue 2009 2008 

Direct Federal 16,217.798 16,401.507 

Pass-Trough Federal 16,549.694 12,942.962 

Direct District   7,765.325 9,866.888 

Private and General 873,143 956,851 

Fees and Contributions 167,948 336,051 

   

Total Revenue 41,573.908 40,504.259 

   

   

Expenses   

Program services   

*Community Services 12,089.444 9,146.975 

*Head start 13,837.620 14,078.088 

Preschool Programs 2,737.997 3,027.381 

Elderly 1,349.011 3,570.409 

Special Emphasis 3,930.699 3,587.171 

Other Grants 821,964 442,915 

Private and General 580,138 562,302 

   

Total of Programs Services 36,283.772 35,703.157 

General Administrative 4,418.946 3,745.010 

Interest, Fees and Others 1,295,604 617,093 

   

Total Expenses 41,998.412 40,065.260 

Change in Net Assets before 

Capitalization of Program expenses 

(424,504) 438,999 

Capitalization of Program expenses 66,658 - 

Change in Net Assets (357,846) 438,999 

Net Assets, Beginning of the year 3,353.916 2,914.917 

Net assets, End of the Year 2,996.070 3,353.916 

*Includes American Recovery and Reinvestment Act funds 

 

 

 

                                                           
54 Source: http://www.upo.org/ 
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COVENANT HOUSE OF DC FINANCIAL TABLES 2009 

Table 1 – Program Funding 

 

Table 2 – Program Expenses  
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Individuals Consulted 

 

Alletta Samuels, Apprenticeship Training Representative, Office of Apprenticeship Information and 

Training  

 

Cara Zujewski, Office of Data and Accountability, District of Columbia Public Schools 

 

Cheryl Edwards, JD, Chief Executive Officer, The Excel Institute  

 

Colleen Paletta, Vice President, Workforce Development, Goodwill Greater Washington  

 

Duane Gautier, President and CEO, ARCH Development Corp 

 

Elizabeth Elain Gaither, Staff Assistant, Community College of the District of Columbia 

 

Isaac D. Castillo, Director of Learning and Evaluation, Latin American Youth Center 

 

Jamell A. Thrower, Apprenticeship Training Representative, Office of Apprenticeship Information and 

Training  

 

Jani Brake, Coordinator for Workforce Readiness, Covenant House 

 

Kathleen McKirchy, Executive Director, Building Futures Pre-Apprenticeship Training and Placement 

Program 

 

Pamela Pam Collins, Deputy Associate Director, Training & Professional Development at DC’s 

Department of Employment Services’ 

 

Shelly Morrison Karriem, Academy Manager, Academy of Construction and Design at Cardozo Senior 

High School 

 

Wayne Hodges, Director of the Green Technology Division, United Planning Organization 

 

Sherman Cook, Program Manager, Community College of the District of Columbia 
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Labor Unions Sponsoring Pre-Apprenticeship Programs 

 

Trade Telephone 
Pre-Apprenticeship 

Frequency 

Carpenter (301) 736-1696 1-2 per year, 

summertime 

Cement Mason (202) 398-5859 No set number 

Ironworker (301) 599-0940 No set number 

Operating Engineer (301) 283-3476 No set number 

Reinforcing Rodmen (202) 529-9151 No set number 

Sheet Metal (301) 568-8655 No set number 

Skill Labor (202) 726-8820 No set number 

 

 


