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become a four-compenent program, stressing brief (2 wecek) orientation
p for disadvantaged youth and heavy involvemcnt and cooperation of
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INTRODUCTION

Following is the Final Report for the two years of
Phase | of the JOBS NOW Project. The period
covered extends from October, 1967 through
December, 1968. This document is a continuation of
the project’s first year report which discusses findings
for the period from September, 1966 through
September, 1967. That document, JOBS NOW
Project First Year Report, Sections A through E, is a
take-off point for the reading of this report. This
present report concentratés on the second program
year, from October, 1967 through December, 1968.

The intent of this report is to describe analyticaliy
the failures and_ successes of this project for purposes

of adaptation by similar programs, and by business

and industry. When recommendations are made, they
are made generally for those sectors, and specifically
for co-workers who share JOBS NOW'’s objectives and
problems, such as staff of the Concentrated
Employment Program (CEP), the Work Incentive
Program (WIN), and companies involved in MA
programs. - :

‘OVERVIEW

. The JOBS NOW Project was originally funded in

September, 1966 by the Manpower -Administration of
the U.S. Department of Labor as a demonstratlon
prolect to. test the foIIowmg assumptrons

;Severely disadVahta'ged inner-city young adults -
" can be placed into employment after a brlef but'

. mtensnve ]Ob orlentatron

' »Cboperatidh»cah be effeéted’between business,
".to- "create”.
*productive avenues for the dlsadvantaged |nto, -

industry, labor, " and - agencies

employment

Here,ln re'view,: are the brincibai .JQBS NOW _f,irs,t

'Proyrams must coordinate the efforts of agen

. . its success on the ability of staff to relate functio
‘to all ‘areas of program concern. Staff of manp

‘ability of administrators to encourage flexibi

to needs'and to soIve problems;

v /ndlwduals
. d/sadvantayed - Productive:

' companies, programs, partncnpants and agencie:
, products
~ between’ |nd|V|duaIs The deeper programs bec

' ﬁ'i.'the more appatent will become the need fo
'empha5|s on qualltles whlch advance inter-pers
reIatlons R

year learnings. They remain the sine qua non ot
project.

Business, industry, and labor must make acco
dations towards the disadvantaged if the disadvant.
are ever to become a part of the work-force. The
to-employ modify their behavior, hecoming coo
tive and motivated to work, to the degree
representatives of companies become actively
cerned and involved with those workers. Thus, a
to the employment success of the disadvantaged i
ahility of cmployers to support through innov.
employment practices the heretofore unemplo
underemployed, or “unemployable.”

concentrating their services into a comprehe.
manpower package which focuses on in fact se
the disadvantaged. This is best accomplished thr
a central, controlling, and .independent pro
administration to which cooperating agencies, fr
inhibiting vested interests, lend their support.

Any program in volvihy the disadvantaged depend

programs',must be able to relate freely and op
with both participants and with company perso
The success of a program will lie-ultimately in

imagination, and human-relating in staff to res

Proyrams must break down stereotypes which s
in the ‘way of satisfying relationships be
/nvolved in - employment for
relationships be
relation

of . personal ' one-to-one

mvc Jed |n workmg to employ the hard-to-em
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Business, 7ndustry, and labcr must make accommo-
dations towards the disadvantaged if the disadvantaged
are ever to become a part of the work-force. The hard-
to-employ modify their behavior, becoming coopera-
tive and motivated to work, to the degree that
representatives of companies become  actively con-
cerned and involved with those workers. Thus, a key
to the employment success of the disadvantaged is the
ability of employers to support through innovative
employment practices the heretofore unemployed,
underemployed, or “‘unemployable.”

Programs must coordinate the efforts of agencies,

concentrating “their services into a.comprehensive

manpower. package which focuses on in fact serving

the disadvantaged.. This is best accompllshed through
a central, controlling,. and lndependent program

administration to which cooperating agencies, free of

inhibiting vested mterest_s lend thelrsupport '

An y program in vo/wng the d/sad van taged depends for
its success on the ab/I/ty of staff to relate functionally
to all areas of program concern. Staff of manpower
programs must be able to relate freely and openly

‘'with both participants and W|th company personnel.

The success of a program W||| lie ultimately in the
ability  of administrators -to ‘encourage fleX|b|l|ty,
imagination, and human-“elatlng in staff to respond

. to needs and to solve problems

Programs must break down stereotypes wh/ch stand .
in - the way of sat!sfy/ng _relationships between:
involved - in -employment for- the
d/sadvantaged Productlve “relationships between
companies; programs partncrpants and agencies are
products . -of ~ personal one -to- -one relationships
between |nd|V|duals “The- deeper ‘programs become -
|nvolved |n worklng ‘to employ the hard-to-employ,

. the more’ apparent will “become _the - need for an
‘ 'emphasls on’ qualitles whuch ' dvance lnter personal

relatlons

A basic organizational unit which brings together the
total potential of a program, which enhances
communication between staff, and which
concentrates program service on a manageable
population, maximizes the chances of participants to
become gainfully employed. Semi-autonomous teams,
micromatic total programs made up of staff of each
major program component, best allow a-program to
develop viable relationships between the program,
participants, and companies,

Disadvantaged workers react best to a job situation
when they are supported on the job through personal
follow-up. The real . test of a program involving
participants placed ‘into employment will come after
placement. The ability of a program to provide
personal support for. its participants will greatly
increase the likelihood of successful emplocyment for
those participants.' A personal relationship with a
program coach, ‘or an in-company ‘buddy’ or
sponsor bridges the gap between .the workers’ home
surrounding .and - the very 'different work setting.
Without thls kind of. support, the disadvantaged
frequently reve:t to dysfunt'tlonal hablts and return
to the streets ’

The active involvement of supportive agencies which
are geared to answering . employmentrelated

~ problems of the d/sadvantaged is helpful to the

success of programs for the disadvantaged.

‘Traditional - forms of agency -assistance - are often.

obsolete and'-not_in keeplng with .the need for
immediate and effectwe aid to the. disadvantaged.
This means that ‘manpower programs must be dlllgent

“in nndlng sources of assistance to: volve problems

which . are _corollary to the employment problems of
the hard ’o employ

A br/ef but /ntens/ve /ob or/entatlon sat/sfactor//y
prowdes a transition between’ the ghetto and the job;
and between old values and habits and new values and
hab/ts The effect of orrentatlon is one of a, catalyst
between the. streets and the ]Ob lt must be succmct
and |ntens|ve enough to allow a comfortable entry

8




into a company, and to facilitate participant response
to more intensive on-the-job orientation and training.
In-company support and training is of more constant
and more extended impact - than institutional
orientation, Therefore, a- program’s job-orientation
should be short and pertinent only to the initial
preparation  of  the part|c|pant for enter|ng the
'employment world . .

SECOND YEAR DIRECTIONS

Early experiences with many companies
cooperat|ng with the program indicated within those
companies manpower shortages, high turnover, and
impeded company expansion due to the failure to

institute - channels for .the upward mobility of:low-

-skllled employees ‘or potential employees: On the
-other hand, there was a growing unemployment rate
in ghettos partlcularly among youth and a general

wrlllngness of cooperatlng companies te make deeper

“and _more - on-going _commitments to a program

ready to help them develop in- depth h|gh support’

o systems for the d|sadvantaged in those companies.

‘What. became most apparent to JOBS NOW durlng ‘ o
Coits second year. was that given_proper: gu|dance and’.
ass|stance bu.~,|ness and. |ndustry should and could

assume . the .primary . -role in: deallng with - ‘the
_dlsadvantaged ‘The overriding -goal of- the pro;ect

"became this: -to. demonstrate that what JOBS NOW.
oo _[and other ' government programs were. doung to. getj;;
B '_-'employed and keep - employed. the - drsadvantaged
eould - reaI|st|caIIy -be . accomplished . by prlvate_

"",employers Spec|f|c|ally, the. prolects goal was to
f-_work wrth employers 16 desrgn and |mplement

- in-company._ manpower development systems keyedf
i to- beneflttlng companies’.through -supporting ‘and- -
. advanclng in employment the hard -to- employ worker. Lk i
To. capitalize: on the existing'climate in Chicago’s /.. 7l i - 0 ol oL
o ";COMPONENT‘S_UMMARIES LR
" r.3:bec.ome a:four. (4) component program .The: first R P I S S B
-+ hypothéesis. (tha .a_brief: job-orientation was- feaslble: :
' and advisable) :remained.' the. same. The or|entat|onf.f =
Y '-fprogram changed very Ilttle from the f|rst year, The -
-7 second: hypothesls (that bt

iness: communlty, JOBS. NOW was redesrgned 1o

'lness |ndustry, Iabor, and"‘

agencies can work together to employ the
disadvantaged) branched out into two (2) new project
objectsves

: To provrde support during a time of transition
from ‘an institutionalized settqng to on-site
vcin- company trarnlng '

To encourage emponers to develop on-site
training, pre-training, orientation, and..
upgrading programs that include general basic
education as well as occupational skill training.

The dominant smphasis of this report is to
indicate the ways in which the JOBS NOW project
worked to -shift its concentration to increase
employer-involvoment and to -alter concepts to
faciiitate their use in companies. The intent of this
report is to indicate the why and-the how of our
major thesis: o

Programs /lke JOBS IlIOW and ihe Concentrated

'Emp/oymem Program should become catalytic
- agents to prepare companies- to develop and

sustain  their own. programs for the
"ha’rd- o-emplo y. »

JOBS NOW |s convnnced that th|s |s the d|rect|on :

in whrch programs must move |f sustarned
.___'mean|ngful and large- scale employment ‘for the dis-
_advantaged is.,to ‘be achieved. For exustlng programs .
it means demonstratrng that the sine qua non of
JOBS - NOW's' activities, are amenable to. the _
- ‘framework. of the company engaged in receiving the-
" hard- to-employ. . into _its- work -force. It ‘means

concentratrng with compan|es on develop|ng in those -

»,.-jcompanles the :capability.- to . carry, on- their. own - !
' manpower deveIopment systems- whrch are keyed to

the special needs of disadvantaged workers.. - ...

>At the same t|me that the new d|rect|ons |n'
program were develop|ng, a refrne*nent of older and

: ongomg'operatlons was also tak|ng place Thus the g




okt ("E‘Wﬂp 5 W.WWWWM

ant response
and training.
ore constant
institutional
b-orientation
o -the initial

ntering the - @

5 companies
within those

urnover, and .

[he failure to
aility of low-

Jees. ‘On' the .

lloyment rate

ind a general -

make deeper

a program S

lhlgh ‘support
)mpanies. . -,

'NOW durlng :
gmdance and

ld and could
g - wuth the

the project - ag
- JOBS NOW .~
'doing to get:
jisadvantaged -

by -private .

goal was.to

1 implement .
stems’ keyed
yporting .and °
ploy. worker. !
in Chlcago s e
edesigned to. .

~ . from.ian

" indicate the ways in which the. JOBS NOW. project :“

-.'major thesis:

'JOBS - NOWs
~framework of thefcompa
“hard- to- employ itsiy e
"concentratlng wi hgcompanles on developlng |n those'-“,A o9
,v.:companles the’ capab|I|ty ‘to carry -on:. “their - own -follo)

:manpower development systems wh|ch are keyed tof

TLTaT b (R Srirran oot S g L G S O

' employ "the-

agencies can: 'work' together Bas|c JOBS NOW component,. wh|ch has been: the-
disadvantaged) branched out into two (2) new pro;ect_' ‘total program in the first year, contrnued its same-
objectrves . . first year operatlons ‘Other- new components moved

-predomlnantly to: work closely wrth buslness and
v-__f.lndustry create _‘?and susta|n manpowerv, .
: development systems ‘N components |ncluded the
Employer Manpow ystems, the Semlnar Center :

I . 'and the Offlce - 0ver'All Program Dlrectlon and‘
To encourage employers to develop onsite

training, pretramlng, _orientation, and -
upgrading’ programs that include general basic. -
education as-well as occupational skill training. “jts- job or|entat|on program and placed‘ in

T : - T ’:'supported in: emponment
The dominant emphasis of this report is to :

To provrde support durlng a tlme of transition
|nst|tut|onaI|zed settlng to on- slte
S in company tra|n|ng U

worked to shift its concentratlon to: increase - -
employer-involvement and to alter-. concepts to.
facilitate their use in companies. The intent of this ""‘worked W|th employers to develo
report is to |nd|cate the why and the how: of our-.”

:‘systems of ..
- ;low skllled .

Programs I/ke JOBS NOW and the Concentrated TIRIOYEe
_ ,Employment Pruyram should become catalytrc S
"'__agents to prepare z.ompanres to develop and -
' sustain - their- own programs for":’the' ad
' hard-to employ » e

|t means demonstratlng
‘activities

m; The first -

was feasible
e orlentatlon.'i

- program'were developlng, a ref|nement of‘ older and"
1 ongomg operat|ons was also taklng place 'thus the'

. new d|rect|ons n
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BASIC JOBS NOW — COMPONENT

Basic JOBS NOW is the only comj
program which is responsible for dealing dir
disadvantaged participants. As such, it re
core of the program. The other three (3
components grew out of it in response t
learnings. Sub-components of Basic JO
include:

Recruitment and Supportive Services
Orientation

Job Program Development

Coaching

RECRUITMENT

Recruiting participants was not ge
problem. Contracted last year to enroll tw
hundred (2400) gang-oriented ghetto vy
project registered over twenty-six hundred
its job orientation. This had less to do
agency’ support than with word-of-mouth &
among participants and their friends and
Walk-ins represented seventy-two per cent
registered participants. The remaining tw
per cent (28%) were agency referrals. Durin
year, walk-ins represented thirty-three
(33%)} of total participants. '

Thus, getting agencies to refer, b
follow-=up on their designates became
prokiem during our second year than it
_beforel No recruitment agency met its qu
" agencies are central to a program, One of
advances of the Concentrated Employmen
design is its integrating resources of large n
agencies and programs under a single tocal ir
Programs must operate from the belief
creation and maintenance of inter-agency co

s theirs, the programs’ responsibility.
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BASIC JOBS NOW — COMPONENT |

Basic JOBS NOW is the only component of
program which is responsible for dealing directly with
disadvantaged participants. As such, it remains the

core of the program. The other three {3} program

components grew out of it in response to first year

. learnings. Subcomponents of  Basic JOBS NOW

include: -

Recruitment and Supportive Services
Orientation '
Job Program Development

~“Coaching -

~ RECRUITMENT

Recrultlng partlclpants “was

Walk-ins represented seventy two per cent- (72%) of

"‘reglstered partlcrpants. The _remaining twenty-eught=
K per cent (28%) were agency referrals. Durlng the’ first
- year,
» ’(33%) of. totaI partrcrpants

waIk -ins’ represented th|rty three per cent

-..Thus gett|ng agencues to refer

_ not generaIIy ‘a
v probIem Contracted last year to enroll twenty-four
- bhundred {2400} gang-ornented ghetto youth, the
- 'project registered over twenty-six. hundred (2600) in
- its job orientation. This had less to do with good
- agency support than with word-of-mouth advertising
among’ participants and the|r frnends and families. -

“confronted. by others under

il brung, ‘ and_; :
> follow-Lp “on- their. 'designates became a ‘greater - -
o problem durrng -our second year tha1 it had been :
- ';before! ‘No recru|tment .agency-met its quota; Yet,

' agencies are - ‘central - ‘to’ a program.. One of the major: -
'-,-'-’-v'jadvances of .the Concentrated Employment Prograrn B
design is its’ rntegratrng resources of: Iarge numbers of
. agencies and’ pr ograms under a srngle Iocal rnstrtutron

Programs ‘ust ‘Operate - from “the belief.. that ‘the
‘f-'-;creataon and. maintenance of inter-agency cooperat|on
s thelrs' theproyrams responsibulrty o .

Late in 1968, it became the practice to assign staff
(usually coaches) to work with agencies once a week.
Their. - efforts proved  successful. Referrals from
agencies nearIy doubled. It has been found practical

"to have a prominent member .of each supporting

agency serve on JOBS NOW's advisory committee, s
well as to carry on periodic pre-referral orientations
to poteritial participants of the agency and to agency
staff who do the actual referring. The project also
worked to supply follow-up information on both
placed and uanaced participants to -agencies, but

encouraged them to do the|r own foIIow-up as well.

ORIENTATION .

R

_ Orientation proceeded along two interrelated
channels: human relations” training  and practicum

workshops Human relations _exposure was intended -

to’ effect in the . part|c|pant a receptivity to

employment’ through bringing about changes in their -
attitudes, self-concepts, and understanding. This can’

be' accomplished radically - when participants are
Iooser controIIed
condltlons

- Emphasis of the three or|entat|on workshops

=re|nforced changes brought about - in partlclpants
_ability - 'to “achieve a. more- productlve view . of
_themselves and of emp.oyment Workshops included

Personal - Enr|chment (this "was' previously called

Groomrng -and Hyglene) Money Management, Job '

'-'Orlentatlon and the Chicago- Transportatlon System L
Individual ‘counseling sessions promoted a greater
feelrng of warmth and operness ‘between counselors’

and partucrpants Informatron gathered initially by an

‘ Emponment Service |ntervrewer was suppIemented in
:these sessions, - In add|t|on ‘the’ counseIor was able to
-intreduce’ the: partlcipant te the other team members

who “would. be workrng cIoser with him. Remedial

: .educatlon tutorrng “sessions were.- introduced - for.
partrcrpants who had some speclal probIems in areas

spelling, -
Zvocabulary, and bas|c mathematlcal computatrons

covered . by practlcum workshops -i.e.
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necessary, for filling out job appllcatlons correctly.
However, those sessuons were necessarily brief and
were given as the neetl arose. They were. not wr|tten
into the regular orientation schedule. They were given
by an instructor; elther before or after working hours.
This _is- the: kind of . second-chance .. effort :which

programs. must schedule for. paitlclpants .Ailowances
for such_final bnefrng sessions should be made a part

of the normal program schedule

Varymg The Number Of Partucupants

The Orlentatlon Center served approxumately one
hundred (100) part|c|pants per two-week. cycle

.-.verage cycle enrollment was one hundred ‘and nine
-(109). Cycle regrstratton was’ alIowed to’ range’ ‘froma’
, Iow of flfty-one (51) toa high’ of one hundred’ and N
suxty-two (162) wh|Ie no changes in" the number of -

staff-'were’ made It was found that ‘the’ closer the

. enrollment flgure approX|mated “one hundred(100)
» the greater seemed the ability of ‘participants and
-staff to. fully partlcrpate in tralnlng Groups with

twenty partlclpants to one workshop |nstructor
remauned th rr-ost responsuve to traumng

The flve counselors had greater d|ff|culty in

g worklng effectlvely wuth larger ' numbers of
partuclpams than did . the instructors,’ This was
attrlbuted to; the responsml-fv of-each counselor -asa
coordtnator of a .team,and, to:the:taxing -nature :of
Human Relatlons Tra|n|ng and |nd|v1dual counsellng'

|nstructors seemed able to: work wuth more than
thlrty part|c|pants And on: the whole allowung more
than approxumately one hundred -(100) -participants
entrance to the program proved to be less detrimental

to the or|entat|on staff than it'did" 'to‘job- program-

develo ers ' and coaches The opt|mal ratio.. of
part |pants o 1ob developer for.a two-week cycle
to be twenty (the numbe of one team group)

-or|e_ntat|on staff developed .

placement of. participantsout of the cycle, and for
one year's foIIow-‘up on aII participants.m. e

' Developlng Employer lnvolvement In Orlentatlon

The growung |nterest of business and |ndustry in

h|r|ng the disadvantaged , has made more |mperat|ve .

than ever the need for effective orientation programs

to". ach|mate the.. hard-core ‘to .employment. The -

prlncupal new’ oruentatmn emphases in reference -to

busuness and lndustry consusted of

Developlng spemallzed oraentatlon programs for
o |nd|V|duaI companles s : o

lncreasung the act|ve part|c|pat|on of employers
in the JOB NOW Center : :

In,conjunctlon wnth the EMS component

orientation. -to - speuflc, job- categories. “Special
orientations .were. generally conducted on company

premises, - sometimes by . JOBS .. NOW: - staff; and

sometimes by company personnel Two large public
ut|l|t|es, a, majo manufacturlng f|rm and. snx large
banks used the prolect s. basic. orlentatuon desugn
Wlthln the|r company settings, Th|s is one example of
how programs like CEP. should work ‘with employers
to develop programs pertinent to the spec|f|c needs of
‘companies and' to the partsclpants placed mto those
companies.

Nearly ‘every r‘vcle  company::-personnel
participated in orientation at JOBS NOW, frequently
becommg involved 'in ‘both human relatlons classes
‘and-workshops.- In add|t|on -several- companles most
“committed .to -the. prolect ‘regularly: had: their own
staff: (uually mlddle management) provncle input.to
partuclpants onithe’ companles ‘into wh|ch placements
were to.be- made. : - This:kind-: of: |nvolvement serves
ore; than one. purpose lmmedlately it generally has
ia‘’" favorable “.effect- on- partucupants» placed: into
companres wnh which they have been: mvolved ‘in
-orientation, On:a. more long range basis, . it. should
fam|I|ar|ze employers, through practlcal participation,
w:th technlques for developlng and |mplement|ng
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placement of participants out -of the cycle, and for
one year's foIlow -up on all partucnpants. i R

Developlng Employer Involvement In Orlentatron

The growmg |nterest of business- and |ndustry |n.f

hmng the disadvantaged , has made’ more |mperat|ve

_ than ever the need for effective or|entat|on prograris
to. accllmate _the . hard-core .to' employment.. The"
'pr|nc|pal new. or:entatlon emphases in reference to

bus|ness and |ndustry conslsted of

b

: |nd|V|duaI companles

e

: lncreaslng the actlve part|c|pat|on of employers
- ;3‘In the JOBS NOW Center :

In conjunct|on W|th
or|entat|on staff developed
speclflc :job- categor|es
or|entat|ons were generally: conducted on company
‘premises, ' sometimes - .by.. JOBS . NOW staff

|ndustry keyed

their ‘
_ hard-to-employ work force, -

Speclal ;

sand
sometlmes by ;company. personnel Two large publlci».
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own orientation.. programs. for their
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The Approach» EEN S o
lt is: absolutely essentlal to th|nk in terms of ]Ob

o program development rather than of: ]Ob SO|ICltat|0n‘

S a AT T or job. development A-job alone is.not. enough! “Job
» _Developlng speclallzed orlentatlon programs for :

development must -be : programmatl --:-Job program'

__3 ‘developers ‘work .t0: bu|ld ‘into a- company situation

) opportunltles for : support and advarcement “The
. creation: of " .in-company-:'systems . addressed to ‘the .
. »varled needs of. dlsadvantaged employee is central to

A " ‘the’ concept “of high support, the: ;project s foundation
the EMS component 8

of: effective.. job;: program : development Successful -

. systems.; stabilize employers": dlsadvantaged work .

forces. Turnover. and other expresslons of. post-h|r|ng

- difficulties ‘can be. reduced to ithe extent. that em-. -
_poners become actlvely commutted 0. workung wuth

utllltles a major manufacturlng f|rm and slx’large.’ i

'banks used the pro;ects basic’ or|entat|on vvdes|gn

to develop programs pert|nent to the spec' c‘,needs of
‘companies_ and" to the partlclpants placed |nto those-- '

companies. - .
NearIy every' cycl'e

Vcommltted to the project regularlyl had: the|r o,vn-
‘staff-. (usually m|ddle 'nanagement) provude |nput to_
part|c|pants on:. the companles into whlch placements'v

- were' to: be made r '

Thls"'

f company personnel

fam|I|ar|ze employers through pract|cal part|c|pat|on -
he . gwuth technlques for developlngr and' |mplement|ng':

Asslgnment of a co-worker asa’ buddy

Vf,JOBS NOW staff nd company supervuso ;

emplov/ee s perfo 'nance fa!tered

R
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B; On-the-job consultat|on, between partlclpant v -
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' d|m|n|shed . \
companies became - dormant.- Programs ‘should- be

. Redeveloping them
developlng -a totally new company Late. in the’ year
’JPDs were: assrgned to recover- old compames as well

. as to develop new companies,

oncé :it”
_._-Maintaining a
"‘_:trouble shootrng, worklng with. middle and ‘upper
'_management
" ‘problems::The more- sophrstlcated ‘skillsof: the JPD
. Care; frequently unnecessary m these s|tuat|ons The -
S development of.a new. coachlng pos|t|on that of. thei'
S 'Malntenance Coach to work wrth relatively, stable and'
' self-sustaining - company .systems,
’ »"'develop new. companres on an extenslve bas|s and to -

A Foreseeable Difficulty

Finding placements for one hundred (100)

" participants every two weeks out of orientation,
. developing jobs from over two hundred and seventy

{270) companies, “and’ bulldlng supports and upward
mobility into those jobs — these combined and
integral tasks were an exhausting load on the ten

JPDs.  Regretably, sometimes it became an either/or
problem — either satisfactorily placing a participant

and .dealing with.companies ona less than extensive
basis; or’. neglecting . the . time .consuming task of
placement while relating intensively to _companies; ‘It
is JOBS NOW'’s belief - that " other programs erI
experrence similar.problems." .

-+ Because -of . this' either/or. problem the extenslve
nature of the projects |nvolvement wrth companles
last ..year. - A" - substantial  number of

aware of. the. need. to. revitalize . “old" companies.
is- less' difficult usually.:than

Perhaps the most promising way. of rellevmg some

of the pressures on the JPD is through freelng him of .
L some of h|s respons|b|I|t|es of malntammg a company
is: developed ‘and"-smoothly “operating. -
means"'

"’good”’.” company . usually

to solve atyplcal ‘and

freed JPDs ‘to

R ..'_::tO a”t

. companles communrcatrng to each the needs of the'v.
'-_-others o RIS
As'a blg brother or.’ buddy, , the coach acts asan
e auxmary human. reIatlons counselor.- As he relates to
‘f.‘-.jmanagement and to working partlcrpants he operates

'forthcomrng

rnfrequent .

- b|g brother

‘thorough commitment and effective translation
of this comrnitment down to Iine staff. -

' The fallur/e of companres to create |nternal
avenues ‘for ' the upWard mob|I|ty -of dis-
advantaged personnel :

Yet both of the above are absolute requisites of

‘realIy_effectwe job’ program development. The first

problem proved to be particularly difficult in that it
represented’ many forms of deep personal resistance
to dealing-with disadvantaged workers on the part of
company -staff. It is less difficult ‘to get upper
managemént committed to the program than it is to
positively involve’ middle or lower management. The

_ability to demonstrate to' supervisors  and middle
i administrators that it is in their best interests to help
participants to. achieve success on the job will often

determine the success of a job program, The creation

_of .an’ Employer Manpower Systems team and JOBS

NOW- Seminar . ‘Center to" provide human- relations
tra|n|ng for. management proved helpful in this area.

Solvrng the second’ probIem is a major emphasls of

the prolect Unless a program builds into its approach

10", compan|es a real ‘and systematlc emphasis on
building - career - Iadders ‘the. upward mobility of
d|sadvantaged workers W|lI ge_nerally_ be

Last year s experrences bore out aga|n the growung

: ;Srmportance of coachlng by indicating its amenabrllty
‘t0.more sophlstlcated dut|es Initially- envisioned as a
B ‘who: reIated .10 part|c|pants in.their -
'home surroundlngs the coach became more and more.
liaison between ‘placed:-participants: and .
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thorough commitment and effective translation
of this commitment down to line staff.

The failure of companies to create internal
: advantaged personnel '
Yet, both of the above are absolute requlsltes of

oblem proved to be particularly difficuit in that it
presented many forms of deep personal resistance
dealing with disadvantaged workers on the part of
mpany -staff. It is less: difficult to get upper
anagement committed to the program than it is to
sitively involve middle or lower management. The
ility to demonstrate ‘to supervisors' and middle
ministrators-that it is in_their best interests to help
rticipants to achieve success on the job will often
ermine. the success of a job program. The creation
an Employer Manpower Systems team and JOBS

ining for management proved helpful in this’ area.
Solving the second problem is a major emphasls ‘of

|ld|ng career lddders, ‘the upward mob|l|ty of
sadvantaged workers wrll

ig- brother 'Who related . to- part|c|pants in- thelr

_ " the. coach acts_ s an:f
X|l|ary human relat|ons counselor As he relates to
nagement and to worklng partlclpants he operates'-v U

-avenues - for the upward mob|l|ty of dls-'
- existed:.

ally effective job program development. The first:

W..Seminar Center to’ provide- human . relations

pro)ect Unless a program builds into its approach .
companles a ‘real -and’ ‘systematic: emphasls on

not generally ‘be i Pt Do : SR
e "ijeep/ng 'better and more consmnt contact w:th,,
_part/c/pants “in. these _companies.. The: locat|on of
‘ ubstantlal numbers of’ part|c|pants |n one company"
‘makes part|c|pant follow -up* easier "= what could

. normally-take ‘the- coach two: week's to locate, visit,
":"and |ntervrew partlcrpant and employee can; wherej-
'.rmany partlclpants are: employed be accompllshed |n

Last year s exper|ences bore out aga|n the grownng
portance of coaching:by |nd|cat|ng its amenabnllty.-'f_ _
more sophlstrcated duties. ‘I nitially: envnsloned asa -
Upgradmg -of .coache to: carry on :dut/es
me surroundlngs the ‘coach became more and ‘more  ‘those of a job program develope

‘act= aS .larso.. between placed partlclpants aﬂd

as a supplemental job program developer. All coaches
do both. Inaddition, they are responsibile for
following-up for one year on all of the|r part|c|pants
whether.in employment or not. .

During the first year,.two categories of coaching
regular - coaches -and. assistant _coaches.
Assistant ‘coaches were recrulted from the part|c|pant
population to. help solve problems ‘of ‘turnover,
absenteeism, -and heavy case-loading: among regular
coaches. As: the dominant shift in the project took
place — towards worklng more closely with,
employers in their fa cilities — so a nﬂw category of
coachlng was rmplemented : '

Marntenance coaches ma|nta|n cooperatlon wnth_
'companles whose relatlonshlps wnth JOBS NOW have

proven relatlvely stable ‘and ‘are. ‘characterized' by

|nfrequent and minor. problems These upgraded staff -

are. responslble for contlnulng company |nvolvement
and for follow-up on partmpants placed |nto these
companles Th|s new pOSItIOn allows L

Shlftlng /ob program developers from stable
companies to develop m-company programs m new

_companies. It is foreseeable that eventually no JPD

wnll be: re..ponslble for ma|nta|n|ng a developedv
company” : : s

‘similar-to "
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for ways' of stabilizing their low-skilled work forces. contact with companies. The project is now developing
A new area into which the project is moving is that a training model geared to equip coaches to relate to

of assisting companies in hiring and training their own middle and upper management.

coaches. A problem to be expected, one which is . . .
often encountered, centers about the question of Assistant Coaching. The problems of effectively

 allegiance. A balance must be struck between loyalty relating with management is greater for the assistant
to the participant for whom the in-company coach ‘coach than for any other member of the employment -
_acts as an advocate, and allegiance to the company Staff- Another ‘problem JOBS NOW has encountered
which employs the coach. The company cannot be - ©n -a small scale is that of assistant coaches
too much of a “company ‘man’ or dlsadvantaged over-identifying. with participants. The project is
workers’ become suspicious of him. Nor can he be too placing added emphasis on methods to solve these
much of “one of the guys,” or he becomes ineffectual Problems, particularly in - areas of selection,
as a company representative, ' - orientation, and training.

“The coaching concept still represents numerous
problems. Most of these are continuing problems
which are described in the project S frrst year report.
The prlncrpal cf these are: . -

.Falrly rapld turnover amony stafr As the pro;ect
. -moves- to - closer : involvement with. business and

. industry, :it .expects to lose’ coaches ‘to. companies.
“This is in. addrtlon 0. the normaIIy hlgh turnover rate
: among coaches . :

fReportmg Changes in- the team deslgn and the'
. .revision of - the. Central Information Offlce have
. somewhat reduced problems in- thls area.- .

. ,‘ Accountablllty "'he new team deslgn has reduced the -

o proportron of coaches to’ supervisor. from one (1) ‘to-
ey forty (40) to- one (1)-to six- (6).: This has meant an - ’

' ‘--uncrease |n the acceSS|b|I|ty of coaches to supervusuon o

'i.Emponer Contact. . Drffrcultres in reIatrng drrectlyv'_; : .._1_,
»'wuth m agement —~the point; of contact betWeen_j PR

_-relationship. |‘ the most drfflcult for our staff to en-j
foounter. The overwhelmmg ma;oruty of JOBS NOW‘
* "coaches are subprofesronals and not . generally : aceus- L

‘tomed 0. workmg with buslness and |ndustry. Sophis- . -

,tacatlon arlses out of m-servrce tralnlng, and constant '
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t with companies. The project is now developing
ing model geared to equip coaches to relate to
and upper management,

nt. Coaching. The problems of effectively
with management, is greater for the assistant
than for any other member of the employment
nother problem JOBS NOW has encountered
small scale is that of assistant coaches
dentifying with participants. The project is
added emphasis on methods to solve these
ems, particularly in areas of selection,
tion, and training. '
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. The Employer
‘ component was created in the: second year of JOBS
“NOW. EMS was a response to problems which.existed

EMPLOYER MANPOWER SYSTEMS —

'COMPONENT 11

'- lNTROiDUCTJIIO}N

Manpower Systems. .. (EMS)

in effectlng a viable bond between two populatlons

-On the one. hand; there was busrness and industry,
_moving slowly from resistance to dealing. with  the

disadvantaged. On the other hand, there were

low-skilled employees: or potential employees: being
_referred to employment by .IOBS NOwW and other .
'.'programs .

On ‘the whole ln-depth in- company systems of

-';manpower development were not geared to handle

d|sadvantaged -werkers, - .Those . that: -were,: were

funsystematuc and generally meffectual The economy
“was’ ‘open’ for. expansuon, yet many’ compames ‘were.

‘not* expand|ng because ‘of’ -high- rates of-, turnover, »
',many unfllled ]obs, and Weak company “career
fladders‘ JOBS NOWV partlcspants, and ?‘Iow-skslled

“not keyed- to disadvantaged workers.

EXPANDING THE CONCEPT OF
JOB PROGRAM DEVELOPMENT

The Employer Manpower Systems compcner
an outgrowth of job program develapment condu
by ‘Basic' JOBS. NOW. EMS  potentially- h

. lmportant lmpllcatlons for. job' program develop

in- other programs ‘'such as the. Concentr
Employment Program Perhaps the principal
f|nd|ng nertinent to CEP operations is that
development of jobs for the disadvantaged whic
programmatic is best accomplished when one seg
of the job development staff is not responsible fo
continual placement of participants. Again, pla
participants in addition to developing the interest
commitment: of a number of companies is a m
problem for JPDs in ‘the Basic JOBS
component,

A division of program must be charged
preparing, within companies,, an atmosp
congenial to the participant. |t should deal v
building the capability  of the company to emj

~adequately and keep employed the disadvant:
- worker. Evidence -overwhelmingly indicates that

employment systems of most companies are sin
Recer
busitiess and industry have moved into a primary
in working with -the hard-core. Yet, companies

" often- the first to admit that when it comes

creating productlve avenues for the disadvant:

_into" employment, they, the compames are :
v d|sadvantage ' :

EN‘S works with. compames to identify the na
of ‘their difficulties," to alter conditions within

X ;v.compames ‘which -~ breed mismanagement
* “discontent,’ and to. develop systems to, support
" -upgrade low skllled entry-level  employees.

.- experiences 'of -EMS indicate that this is a direc
into which - the: Concentrated Employment Prog
" ‘must move if -ever prlvate employers are to bec
"able to partlclpate productlvely in employmg
'dlsadvantaged R
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NOW and'other »

pany systems of '

company..career - adequately ‘and keep employed the' disadvantaged

worker. Ewdence overwhelmingly mdncates that the’
employment 'systems of most. compames are slmply_
 not. keyed to dlsadvantaged workers
business and: |ndustry have moved into a primary role -
L -in work|ng wuth ‘the  hard- core. Yet .companies are

- often .the_first . to admlt ‘that when it ‘comes- to
creatmg productnve ‘avenues - for the dlsadvantaged,,;

ored as possnble

ing “number * of
personnel JOBS‘ }

elatu_o_nsh_ip._those

_.expeériences’of . EMS..indicate that thi
Fointor whlch the Concentrated Employment Program
s must move if ever pnvate employers are to become

» zable - to partnclpate oying-
fdl,sad,vantaged

-EXPANDING THE CONCEPT OF

JOB PROGRAM DEVELOPMENT

The Employer Manpower Systems component is
an outgrowth of job program development conducted
by . Baslc JOBS NOW. EMS potentially ' holds
important |mpI|cat|ons for jOb program development
in other programs such as “the Concentrated

Employment Program Perhaps ‘the pr|nc|pal EMS - .
finding pertinent to CEP. operatrons is that “the -
development of jobs. for the dlsadvanmged Whlch are - -

programmatic is best accompllshed when one segment

of the job development staff is not responsible for the

continual placement of participants. Again, placing

commitment of a number of companies is a major
problem for JPDs ln the Bas|c JOBS NOW
component.

A lelSlOn of program must be charged wnth
preparing, wrthm companies, an
congenial to the participant.’ It should deal with
building the capability of the company to. employ

" Recently,

EMS works wnth compames to |dent|fy the nature =
. of their. d|ff|cuIt|es ‘to -alter.. condltlons wrthm the
and :
discontent, and - to ,develop systems to‘,cupport and "

compames -which - breed musmanagement

.upgrade Iow-skllled entry-level

gt '..i.d:rect:on

‘orientation,
- education, ‘and job-related: educatlonal training.; EMS

atmosphere 'f-desugned and: administered- surveys to aid companies -

" companies,
.icon.panles
.-,_responsuble for .placing-. partuclpants, it “did- work
. closely with Baslc JOBS NOW. to effect the placement
- and support of. two: hundred and flfty .(250) .Basic
-JOBS':NOW. partlclpants Ordlnanly, this.is how EMS*

_,.foperates workmg in- depth wnth employers who are - ‘
into - employment they, the compames, are’ at‘ a-

(dlsadvantage

“app _lcatlons C
‘to the plant.

The three major areas of EMS operation were:

vDeveloplng emponer manpower systems m
- companies.

' Provrdlng staff of part|c|pat|ng compan|es wrth
“human relations exposure to- fac|I|tate their

~ favorable personal mvolvement wrth’
o dlsadvantaged workers

Developmg better methods to increase the

.. .number. of compames actuvely |nvolved wuthv
* our program,

SYSTEMS D_EVELOPME‘NT: "

participants in addition to developing the interestand -

EMS worked wnth compames in developlng total v
employment systems, mcludlng pre-training,
‘occupational - skill training, - basic

,studylng absenteelsm “and . turnover - among
entry -level employees.’ Whereas Basn“‘OBS NOW
staff worked ‘t0. pIace partlupants ino; nundreds ‘of
- EMS... related thlrty three - (33)
AIthough EMS ‘was. not - d|rectly'

__.~actlvely cocperatmg wnth partlclpants placed from

bl ‘of inadequate transporation. o

fl"lng ‘ut nordlnately“dlfflcult jobff. - :
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MANAGERIAL TRAINING AS IT RE LATES

’TO TH E DISADVANTAGED

: The faulure of most compan|es to create the|r own

speclflc manpOWer development systems to. orlent

train,’ "and upgrade the hard-to-employ is but one

vproblem ‘which - programs must.. work. to: solve
Another is the breakdown in commun|cat|on between_ ;

the new’ dusadvantaged worker and other workers It
can be expected that’ already employed workers in a
company will frequently resist work|ng with the new
black youth in that' ¢company.- Remedlal actions

_ addressed to accommodatlng the. new: dusadvantagec"j -
em' loyee.. on the part of’ management (the creation of
‘a |nSecur|ty,'.

v 'double standard™) often breed
frustratuon ‘and’ host|l|ty in white (or rion-white, but

'senlor) workers, Programs should be ready. to ‘effect.

attutudunal changes ~in: hostule workers “Upon

rest ‘the. success ofa company system.

. The tra|n|ng given company personnel by EMS'
. focused on the’
) 1young'- adult his* background values ‘rieeds, - and
asplrat'lons'-'Each tralnsng sesslon -was orgamzed to
: ~company - personriel’s |ns|ghts into . the'
behavoor of'the hard-core gang-oriented young adult ;
T to; predlct or. ant|c|pate his behavuor and to learn
o technlques for relat|ng to “him in. .on-the-job’
* situations.. Th|s tra|n|ng facilitated needed behavroral o
f"change in workers help|ng them to become more_.:»
" .open and. flexrble They. gauned‘deeper |ns|ghts into. -
- ‘groups’ -that” work: together, and- sharpened the|r7:
L mduvudual sk|lls|ncommun|cat|on o

ique ex|stence of the. dusadvantaged

lities' to_effect these changes wull often '
: development |n the Concentrated Employment :
" Program.

companies. Another difficulty.was in determining a
withdrawal  point for EMS staff. Conceptually,
companies are to sustain' systems on their own

without EMS assistance after EMS has helped to.
make operations functional. EMS is to spin-off
concepts to compan|es In" the case of human :
relations tra|n|ng, some few companies did hire. their
- own _trainers, - but- most d|d not. Programs must be
prepared to wuthdraw from a company when a ‘system -

is operat|onal or when it hecomes appa.ent that a

\ company is not goung to susta:n |ts own system .

DE.VE_IF_”OP}ING"-JOB‘S' lN_. Mu LTlPLES-

An |mportant fundung of EMS is that a prom|s|ng '
way of developing highly - supportlve in-company

systems is- through effecting the internal involvement
of |ndustr|ec and assoclated businesses. This finding
appears to hold major implications for jOb program

‘ Evudence |nd|cates tlwt it could help to solve the

'characterlstuc ‘either/or problems’ which job program- ‘!
developers often face. |t'means’ potent|ally that JPDs
need not choose between developing large numbers of
comparues or placing partlclpants, or that'a s|m|lar-_.> _
 choice must be. made between dealing zntenslvely or rop

extensively with buslness and industry.

‘High support jObS can be’ devnloped in multuples
through one. or two' powerful members of an industry . to
or business group ‘who are influenced by a program to .-pr
.develop ' similar - cooperatlon from smaller - and - less
powerful members This . allows _program, staff to
““concentrate intense. effort’. on::a: relatlvely few .
'companles, and vet through the - effortf' ‘'of those
) companies,  to create systems . of . manpower.','
/. deve'opment extens:vely within: other companies. For

T D o A A e B P

. year

'in new areas w
g |ts use

: gett|ng employ

N feels that its e
_ . '.I:»_lntenslve than
‘banks' already ooperatung Wlth JOBS NOW werej'_'w
|nflue _‘ced-v by ‘EMS; to’ itivolve. new banks-in -the -
V.. project’s. employment* program. “High- support
: placements were: obtalned from: new. banks as a result -
of: program selllng by old banks Such a relatlonshlp

‘was to deal,
'small . number
large companie

there resulted
approximately
participants in

EMS staff
explor|ng the P

participa

'company?"
Although E

comprehensuve

work to: ‘solve

nas been ‘parti
reduction in th
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nies. Another difficulty was in determining a
awal . point for EMS staff. Conceptually,

operations functional. EMS is to spin-off
ts to companies. In -the case of human
s tralnlng, some few compan|es did hire their
ainers, but most did not. Programs must’ be
to wuthdraw from a company whena system
ational, or when it becomes apparent’ that a
y |s not golng to sustaln |ts own system

LQPIN’G'-JOBS IN_MUl_"TIPLlEvS"_"' -

f developing highly supportive . in-company.
stries and assoclated businesses. Thls f|nd|ng
s to hold major |mpl|cat|ons for job program
ment in: the Concentrated Employment.

ot choose between developing large numbers of

vely with business and |ndustry

similar- cooperatlon from

trate intense: effort or

pment extenswe!y within other companles For

Lalready ‘cooperating . wuth JOBS NOW were

ced: by *EMS. to : involve new banks: in . the -
cts employment program “High  support -
ents were obtained from ‘new banks as a result
ngram selllng by old banks -Such a relat|onsh|pl .

( E :
Emc .

P A provided by i

Inies are to sustain. systems on their own
t EMS assistance after EMS has helped to -

|mportant f|nd|ng of EMS is. that a prom|s|ng

s is through effecting the internal involvement * ‘
Conclusnon

ence |nd|cates that it could help to solve the,
eristic either/or’ problems which job program” ""Wha »
ers often face.'It means potentlally that JPDs . - you‘,, dentrfy the problem ,
- you break through resustancn to |mplement a system7 v
How. does a'company alter |tself to sustain a system .
_‘_.properly? How long does an. EMS team stay wrth a'; S
' .'company? v v : S

support jobs' can be' developed |n multlples .

h one or two powerful members of an |ndustry .
ness group who are ‘influenced by a'program to .
smaller -and - less‘:'j'
ul members This allows program staff 0"
“a relatlvely few'-"
nies, -and _yet," through the efforts of those -
anies, 'to create" ‘systems’ ¢ manpower'

nies or . placlng participants, or that a s|m|Iar :
must be made between deallng |ntens|vely orv

there resulted in commltments for the placements of

approxumately two . hundred and f|fty .(250)

partlclpants |nto six downtown banks within t'.o next
year.
, EMS staff were. engaged Iate ‘in ‘the . year" in

.explorlng the pos s|b|I|t|es of- utlllzmg the multlpller

Tttt e rana s

in new areas whlch met the foIIowung basic criteria of .

ltS USe

: v 'of companles wuthln' the affected |ndustry

part|c|pants wuthln it.

) :fThe P preséfce. of already effect|ve JOBS NOW

group '

Most. programs JoBS NOW among t em are:

: .really only' O\ beglnnlng ‘to learn what ]Ob program
“liesin answer. "to- questlons llkej

development

’ower system? How.do

Although .EM ,has had some success |n beg|nn|ng.

. 'The representatuon of a suff|c|ently large: body., -

an employer? How do:

" '"'-.'_‘Potentual for a hrgh degree Of SUDDO"t f°"'_'

nshlps wuth the |ndustry or buslness"

to: answer: these questlons “there are '’ “still many'

problems to, solve ‘Some: have been cnted The most .

"comprehenslve problem encountered by EMS is
gettlng employers to’ ‘look .at th |r' total employment_'; R

p|cture ‘as it relates to’ the dlsadvantaged from the -

‘ '|n|t|al ]Ob |nterV|ew to: upgradlng procedures and to .
’j.,work 'to’solve whatever problems arlse. That is,’ EMS o
i feels that its’ efforts have been more random and less o
le, representatlves of two" large " downtown.

|ntens|ve than they should have been Th|s problem v

has’ been partlally reduced late |nthe year, w:th a

freductlon in-the’ quota of companles with’'which: EMSv .
was to - ‘deal, and ‘the concentration of effort’on-a .
small number of hlghy cooperat e and relatlvely

Iarge companles

Cla
iy
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SEMINAR CENTER — COMPONENT
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INTRODUCTION

Staff training must advance in proportio
complexity of services required to work :
disadvantaged — program sophistication
increasing competence from personnel. Thi
not only of government-funded programs,
business, industry, and agencies that now
affect the lives of the hard-to-employ.

A program must afford sectors cooperatin
exposure to techniques developed to se
disadvantaged, and to a vehicle for building
honest interpersonal communicatiory amon
Sectors cooperating with the JOBS NOW
Center represent the employment environmer
disadvantaged worker. The Center conducted
relations and informational input seminars for
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Business and industry cooperating w
JOBS NOW Program. .

Staff of the Concentrated . Empl
Program.

JOBS NOW staff

Employment Service personnel

A NEW SEMINAR DIRECTION -
INVOLVING EMPLOYERS
WITH PARTICIPANTS

As indicated in the section on EMS, the p
involved. in developing supportive and develos
systems for the hard-to-employ within compz
frequently rnanifestations of a more sig

“problem. That  problem is effecting att
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SEMINAR CENTER — COMPONENT 11l
INTRODUCTION

Staff training mustadvance in proportion' to the
complexrty of services requrred to work with the
disadvantaged — _program sophisticatlon requires

increasing competence from personnel ThlS is true

not only of government-funded programs but of
business, - industry, and agencies that now closely
affect the lives of the hard-to-employ.

A program must afford sectors cooperating with it

exposure to technlques developed to serve the
disadvantaged, and to a vehicle for building clear and
honest . interpersonal -communication: among staff.
Sectors cooperating wuth the JOBS NOW Seminar
Center represent the employment environment of the

disadvantaged worker. The Center conducted human

relations and informatioi al input seminars for:

Business and |ndustry cooperating wnth the
JOBS NOW Program

Staff 'of-' the ‘Co_ncentrated Employment
Program. ’ o . o
-JoBs NOW staff

Employment Servrce personnel

A NEW SEMINAR DIRECTION —_'

INVOLVING. EMPLOYERS
WITH PARTICIPANTS

As |nd|cated

changes in business and mdustry There is a greater

positive relationship between expressions of these
changes and job stabllity among the disadvantaged
than there is between job stability and pay received
or the distance traveled to work.

‘The Seminar Center. acts as a change agent in
companies through human relations exposure for
managerial and supervisory staff EMS and the Center
cooperate in " this type of exposure. Company
personnel react best to this kind of training if their
initial exposure is given: in familiar company
surroundings and, for a' relatively short period of
time. This 'is "the responsibility of EMS. More
intensive exposure can be received at the Seminar

Center. Both EMS and Seminar Center programs

intersperse human relations orientation with inputs
on the function, purpose and _concepts of JOBS
NOwW. =

The JOBS NOW Office of Analysls Evaluation,
and Utilization began worklng with both EMS and

‘the Seminar Center to measure the change in

relationship of subordinates to supervisors who
participate in human relations oriented management
tra|n|ng An’ effort will be made to determine the
extent to whlch changes ‘that occur are reflected in
productlvrty and job adjustment among

: d|sadvantaged workers of exposed supervnsors

CONCENTRATED EMPLOYMENT

' PROGRAM SEMINARS

The Seminar Center conducted seminars for
personnel of the Concentrated Employment Program
The “first two represented th'
local CEP directors from elghteen'(18) cities to join

i‘e section. onEMS the problems Lin, discussion of the|r common problems -A third

mvolved in developing supportive and developmental :
~ systems for. ‘the hard-to- employ wuthin companies are
o frequently manifestations -of ay more slgniflcant.v i
'.problem That problem : 3

seminar. was: glven for coaches and recruiters of the

"Atlanta CEP It took place in Atlanta

5 Although |nd|vrdual seminars concentration varied
baslc objectrves remalned constant Thcy were '

rst opportunity for

Tl e e

St




. To create the opportunity for CEP personnel to
communicate openly their anxieties, concerns,
- and problems.. S »

"'o work together wuth speclflc technlques for
o deallng properly with these anxieties, concerns,
" " and problems in order that these techniques be
’ ut|l|zed by personnel in. on-the-]ob s|tuat|ons

. To share JOBS NOW learnlngs and expenence
in ]Ob program development and coach|ng ‘

In|t|aIIy, lack of commun.t.atlon among

_part|c|pants was pervaslve Concomitant with lack of

communication was a high sense of distrust of federal
and regional officials and of businessmen. A notable
example of distrust and the ensuing defens|veness
centered -around the ~National Alliance of
Businessmen and the MA program..During the course
of the seminars, bot)) written materials and discussion
— the opening of communication — were presented,
and anxieties were reduced. As discussion developed,

seminar part|c|pants learned that their. problems anu

concerns were shared by many others in- the group.
Dlscussmn moved from. fears and anxieties towards
constructlve concern. about being abIe t0. deaI with

the ~progiam;- With... fede-'al regional, and local.
: relatlonshlps and to abet the purpcw of .the . MA _»

-program

As.a result of the success of these three semunars

'the Bureau -of - Work : Training : Programs - of - the

Department of Labor funded .an expansion of the
JOBS  NOW.. ‘Serninar Center..to provide. for “the

: Chlcago Tralnlng Inst|tute as-an institute of techmcal

assistance to the various. Concentrated Employment

-_Programs and Human Resources Development staff.

IR : wmmmmmwmm&mm

- three principles:. -high " trust-low control, staff

participation in policy-making, and decision-making
freedom at the line level.

D|rected inwardly, - -towards staff at JOBS NOW,
part|c|pat|ve management requires a sharp
understanding - of the role of JOBS NOW, of the
|nd|V|duals with whom the project interacts, and of
its  goals, resources, and objectives. The
implementation of participative management begins
with staff training in the Semmar Center This
tralnmg includes:

Specific ataff Tralning

General staff training takes place within each
component of the program in weekly input sessions.
Periodically, whenever new staff has reached a
sufficient number, initial general training is given
within the Seminar Center. It consists of an overview
of JOBS NOW, its objectives, history, and working
concepts. The presentation takes the form of a
lecture from wh|ch dialogue is encouraged. The
second phase of semlnar exposure consists of human

relations training. Every staff member should have
recelvnd th|s type of tra|n|ng within the Sem|nar

Center

Staff Involvement as Partlclpants :
With Members of. Other Organlzatuons -

Per|od|cally, staff have the opportunlty to participate
in semlnars given outs|de our own Seminar Center. In
April and May of last year, NTL Training was offered

by the Ch|cago Metropol|tan YMCA ‘to members of

the JOBS NOW staff

Staff as Resources Wlthln Semlnars

' Th|s category refers to JOBS NOW staff who do not

STAFF TRAINING IN ASSOCIATION

WITH THE SEMINAR CENTER

JOBS NOW operates on the concept of

"Partlcnpatlve Management Thls concept embodles ‘

~perform the specialized duties of trainers within the

seminar, but who provide input in areas relevant to
seminar participants. The most recent expression of
this has been in the seminars given for CEP personnel.

" This _type of lnvolvement provides cocperating
‘agencies with needed input on JOBS NOW techniques
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three principles: " high - trust-low ~contol, staff

participation in policy- maklng, and decision- mak|ng ,
: ‘technlques and servnces

freedom at the line level.

D|rected |nwardly, towards staff at JOBS NOW ‘
participative management requlres a sharp,_
understand|ng of the’ role of JOBS 'NOW, of ‘the-

individuals with whom the project interacts, and of
its goals, resources, and objectives. “The
implementation of participative management beglns
with staff training |n the Semlnar Center Th|s
tra|n|ng |ncIudes ' :

Specific Staff Tralmng

General staff tralrlr'g tekesv plare wnthm each.;A

component of the program in weekly input sessions.
Periodically, whenever new staff has reached a
sufficient number, initial genera! training is given
within the Seminar Center. It consists of an overview
of JOBS NOW, its cbjectives, history, and working

concepts. . The. presentation . takes the form of a-

lecture from which d|alogue is encouraged The

second phase of seminar exposure. consists of human-
relatlons tralnlng Every staff member should have '
rece|ved th.s tth: of li’dlnlng vvn;nln tne Semrnar,

Center

Staff |nvo|vement as Partlclpants
With Members of Other 0rgamzatmns

the JOBS NOW staff

Staff as Resources Wlthm Sem ‘ars

Thig category refers to JOBS NOW staff who do not e
prrform the speclallzed ‘duties of trainers within the R
seminar, but who provnde input in. areas reIevant to -
‘seminar participants. The most recent expression of - :
. body . of. the, prolect At is” funded to-. prowde ‘
coordrnution and dlrectlon to other program |
components It s’ desngned to afford the greatest o

this has béeen in the seminars given for CEP personnel

This type of. anvolvement prowdes cooperating
agencies with needed input on JOBS: NOW technlques, )

Q

’|Nfaoo:UcT‘|'oiv |

- of assisting the disadvantaged, and offers JOBS WNOW

staff the. opportunity ' to. anafyze and. evaIuate |ts

EMPLOYMENT' SERV'I’CE: SEM IN_ARS‘

Week -long Employment Service. semlnars glvenb

one week a month - specifically to . Illinois State

, personnel focus on two general’ aspects of training:
~ Personal Growth and Development ‘and .Group_

» Proc'ess | . e ». : ,
"The former |nvolves the |nd|V|duaI in, answerlng‘
'auestlons about his. own behawor What |s |mpI|c|t in.
'my personal style of behavnor? Am ) “active or'
:-pass|ve? What ismy emot|onal style? Am I |nterested

.. in personally taklng ‘initiative in getting th|ngs done,

orin belng a support to someone else who. is? -

The Iatter Group Process is concerned wuth how,
,people work in’ groups how dec|s|ons are. made what

leadership is, what are its types, who Ieaders are and
how groups perform tasks. A great deaI of the. week is

..given to T:Group training, an intensive, exercise in
:|nd|V|duaI concentration ‘on the - here ‘and now. It
- consists: of becom|ng deeply |nvolved wuth individuals
present rather than with- backgrounds h|stor|es, and’

. ._stereotypes .and in free part|c|pant exchange of
< fae reactions to,each other o S
'Perlodlcally, staff have the opportu'uty to part|c|pate T '

in seminars, g|ven outs|de our own Seminar’ Center In-
April and' May of last year, NTL Tra|n|ng was offered
by the. Ch|cago Metropolltan YMCA to members of’

.:'I'HE OFFICE OF OVER-ALL PROGRAM
V,DIRECTION AND DEVELOPIV‘ENT_ o

Th|s component represents the admlnlstratlve

U e

15’,_' ; .
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possibility for involvement with sectors cooperating

of:

“The Executi\ve Director - - -
- Manpower ;
’ :,I Supplementary Servuces
. Staff Development

* Analysis, Evaluatlon, and Utiliiation .

It coordrnated component agency, and company

- efforts - on’ be-half of the dlsadvantaged and
developed methods of control evaluat|on and_

feedback Thrs k|nd of adm|n|strat|on perm|ts

' Effectlve program plann|ng and developrrent

,'More effect|ve response to'part|c|pant

“company, and agency needs

More |mmed|ate_ react|on to:.external,'_

e fcont|ngenc|es

:.;_,'A means of c0ntrol and coordmatlon of

. ,components 'in ' relatlng

. - the program
‘;-Lenvuronment : »

Through analysls and documentatlon ‘a veh|cle

for evaluation,. and for communication from . .::
: wnth the project s advrsory group in maklng an entry

.,|nto buslness and lndustry . The. utlllzatlon of
ompany representatlves and committees took careful :
.planning and development Programs must allow for -

.- the program’to all concerned sectors, and from
hese sectors to the program. S

The adm|n|strat|ve off|ces wh|ch represented- the

greatest implications for CEP: operations were the

Off|ce of Manpower, and the Offlce of Staff
Development ‘ . N

with the program. It consisted Iast year of the off|ce R

THE OFFICE OF MANPOWER

The Office of Manpower was'responsible for the

coordination of the prolect s.thrust into business and .
|ndustry The D|rector of Manpower and his associate

d|rected employer-lnvolvement in” keeplng - with

over-all. program objectlves The off|ce related. "
' dlrectly to: - S

‘ The project'sadvisory' group '
 The adm|n|strat|ve body of the program '
The emponment staff of the program
Buslness and |ndustry ' o

Unlons

N

Other programs

In addltron to deveIoprng and coord|nat|ng the

"partlclpatlon of agencles and companles in- thev
project, this office. ‘advised and ass:s-.cd in training

JOBS NOW admrnrstrators and’ employment staff
(EMS personnel JPDs, and co.sches) in.areas such as

- company selectlon contact-making, placement, and.
- manpower systems development The recruitment

and ut|I|zat|on of Iend Iease staff from buslness and
industry was another responsrbllrty of this office.

the " time-consuming .. nature of. this utilization.

‘Working ‘with un|ons wull generally be partlcularly,

arduous

" basis.

- JOBS

“The

’ solve

type

geareq
and

objec
obviog
strud

coord
requi

respo
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THE OFFICE OF MANPOWER- ‘

The Office of Manpower was respons|bIe for’ the
coordination of the project’s thrust into business and
industry. The Director of Manpower and his associate
directed emponer-lnvoIvement in keeping - with
over-all program ob|ect|ves
d|rectIy to

"' The project’s advfsory groupv
The administrative body of the program .
The employment ctaff of the program
Buslness and |ndustry " '
Unlons '
Other programs
In add|t|on ‘to deveIoplng and coordlnatlng the

part|c|pat|on of agenc|es “and. compan|es in- the
project, this office. du\hseu -and’ assisted’ in tra|n|ng

pPrujous,

JoBSs+ NOW admlnlstrators and employment staff
(EMS personneI "JPDs, and coaches) in areas such as
- company - selection,: contact-making, placement, -and
"manpower ° systems deveIopment The recruitment

-and utilization of lend-lease’staff from busnness and

ERI

PAruiitox: providea oy ernic [

'|nto bustness and
_ company representatlves and comm|ttees took. carefuI"’T

'pIann|ng and deveIopment Programs must allow for :-
‘the time- consumlng ‘nature _of 'this. utilization,”
~ Working with unions . W||| generally be part|cuIarly_'
arduous ' - "

industry was another respons|b|I|ty of this office.

It _continued to.prove beneficial to work. cIoser"
: JOBS NOW became organlzed through a. component _
-and
'coord|nat|on ‘of  efforts became a- probIem wh|ch"

w|th the prolect s adv:sory group in mak|ng an entry

The office _reIated ‘
' - Development ‘and a Director - of - ‘Personnel.

, personnel

|ndustry . The. utilization . of .

'.The

T T T T ey

THE OFFICE OF ST AFF DEVELOPMENT

The Offlce of Staff DeveIopment at its |ncept|on
conststed of one person. "However, as. the year
progressed it became apparent that he was perform|ng
two |nterreIated but dlstlnct functlons Therefore,
out of this off|ce was created a D|rector of’ Staff
The
Director. of Staff: DeveIopment was concerned with
staffing as |t related to the structure and des|gn of the
total program. The D|rector of Personnel dealt with

- individual staff members to |mpIement this design.

Together, these d|rectors were’ responslble for. career
planning,. work sk|II deveIopment .and tra|n|ng of -

' staff in keep|ng W|th needs of the over-aII program

Good program means good staff Yet as program
become -involved. -with bus|ness and
|ndustry in an |ncreas|ngly sophisticated way, and as
the need : for staff --trained " in - deaI|ng W|th the

'olsaovantaged increases, the dra|nage of program staff

also’ mcreases Turnover and upward mobility in our
“type- of- program are: acceIerated Programs must bev
geared - to develop their ‘own staff ‘on a continuing

_'basis. In addition, tra|n|ng programs must be unified
"~ and coordlnated
.objectlves of the program This need" became more

|n ‘keeping - with ‘the" muIt|pIe
obvious as the size of. the program |ncreased and as ‘

structure.: Intercomponent commumcat:on
‘requnred the ‘immediate’ ‘attention of- staff - tra|ners
|dent|f|cat|on ‘of-one segment of - _program

respons|bIe for enhanclng communlcatlon helped to"

- oIve probIems
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EMPLOYER INVOLVEMENT

INTRODUCTION

" The following section is a methodological report

'on how"the JOBS NOW Project worked at getting -
_‘employers involved with its program, its participants,

and with maklng adaptatlons within companies to
accept.and upgrade the d|sadvantaged It is presented

--in outline form to facilitate .readability, and is’
intended to be used as a guude adaptable -to the:

employment efforts of programs similar in design to
JOBS NOW. Generallzataons will. be made when it is

‘believed that what the project did will be true for any

" program’s employment efforts. :
. This part of the report deals prlmanly wuth ‘two -

. project components: Basic JOBS NOW and Emponer,»

Manpower Systems (EMS). Both of these components

. work . to. employ the disadvantaged.  But both are.
cIearIy different in; emphas|s from the other ‘Basic
. JOBS NOW . orients dlsadvantaged pai‘tlcapants
) develops jobs for them and pIaces them |nto those’
jobs.: .

Emponer’ Manpower Systems works v |th

ﬂ"companles and not with “participants to deveIop in.
. "these companies :sustained- systems: of - _manpower
- development: for- dlsadvantaged workers EMS assists'
-employers in using JOBS NOW concepts on thelr S
_own,: in " their . compan|es ‘This is accompIushed o
fthrough deveIop|ng company job programs of .
" '.gorlentatlon tra|n|ng, coachlng, upgrad|ng, and human L
’ reIat|ons tra|n|ng for management S

R .:.--érﬂ'éi‘éhoéﬂAM's'.'NC,EPleNi -

' DEVELOPING AN INITIAL APPROACH TO »‘ :
'V-BUSINESS AND INDUSTRY

,A*f The |n|* _I'.success of a program worklng to brrng

fcrce will deoend on the presence ‘of slx pnnclpal

.veIoped in a short time.'

1. A generaI climate of cooperatnon a

C ”to the one belng developed -

Ll g Employment expertlse is more qulckly I

'companles can be. compIeted wrthln two or

‘the’ dlsadvantaged mean|ngfuIIy |nto ‘the work

upports the' f|rst three of wh|ch can be de--'

;agencles

2. 'Strong soc|aI pressure behlnd the pro
3. : V,Strong puinc and private agency suppo

“ 4. A program staff with experlence inw

with “both part|c|pants and buslnes
'Industry

5. The act|ve support of busnness and |nd
' 6. A h|gh—demand-low-supply Iabor marke

e Recrultment criteria of emponment s:aff s
' Include the important factors ‘of skill in
* vation . and -adaptiveness 0 change, as w
- expertlse in spec|f|c areas of emponmentf
- d|sadvantaged '

.1 It is. advantageous to recrult staff wi

v :.:Ieast one.year's. experlence in worknng
- the dasadvantaged ‘and.in‘a program si

~.ed’and is less important initially than
-"ln reIatIng eas|Iy and weII wuth peop|e

months of |ncept|on

Agenc|e and compan|es shouId make i
comm|tments ‘to’ the program earIy ir
stages of program deveIopment
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veloped in a short time. L

1. A generaI cllmate of cooperat|on among

. agencies.

2. Strong soclal pressure beh|nd the program ‘

~

230 Strong pubI|c and pr|vate agency support

4, ‘A program staff W|th exper|ence in workmg
with both part|c|pants and busuness and

mdustry A

5. The active support of business and 'industrfy. .

6. ' ,A h|gh-demand Iow suppIy Iabor market

B. Recrumnent criteria of emponment staff should

include the important. factors of - skill .in |nno-.
vation' and: adaptweness to change as ‘well as‘._ A
‘expertise in spec|f|c areas of emponme 'tfor the »

N d|sadvantaged

1. It is advantageous to recrU|t staff W|th at _
© " least.one years experlence in. worklng W|th ;
the d|sadvantaged ‘and in a’ program s|m|Iar_ R

o -to the one be|ng deveIoped Y

'l;__f|Z|ng"the'bas|c program
. the. fac|I|ty, and velo

il

Aruitoxt provided by Eic:

'Employment expertlse s more quuc,_ y lear
ed andis Iess |mportant",|n|t|aIIy than sk|IIs ~

2. '3_'Pre-operation tra|n|ng for staff should when

poss.ble ‘be- carrled on. S|multaneously with
. the receiving' of busnnesses |n|t|al comm|t-,
»ments to partlclpate ’ S

. Staff tra|n|ng, geared to deveIop sk|IIs advancea: :
in section l.B.»,,sh,o'uld;incl_ude ’

1 Intensnve exposure to human relatlons tech
’ nlques to open I|nes of commun|cat|on

E 2 |n depth drscussmn of operat|onaI pIans and

A group of top management fror
'--bus|ness ‘and |ndustry must be: m
':'*the‘program s R

ph|Iosoph|es and methods of serV|ce ’

'IOngomg tra|n|ng shouId be PE part o'jv the pro-'
- gram. . B S

. 'Early contact shouId be - mad :VWIth the IocaI‘
_offlce of fhe Nat ronal ‘Altiance’ of Busmessmen

to secure Ieads and “to " act’ ‘as’ I|a|son W|th'

S agenc|es and commun|ty organlzatlons

presentative -
nvolvéd in

_ 'prom|nent |n busnness and |ndustry
. Ian adV|sory group and door‘ peneru_
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companies wullmg to give up good - m|ddle

,'program partlcularly in its early stages They
; companles closed to program staff
2 'Tend to |ncrease the number of h|gh support
: employment staff

" recruitment,” selection, :and referral .of. partici-

N f;are uemg uevelopeo in companles

'desugnates of supportlng agenc|es should

-.followmg -up . procedures _ determmed
roughout operatlons

management staff on-loan for a few months o

H. '_"Onloan staff are cruc|al to the success of a

1. Are somet|mes able to effect ent}'y |nto-

“openlngs in the|r own and other companues o : ' -
EU o2, A personal relatlonshlp |sdeveloped between B

' '3.‘ Serve as evaluators and tra|ners of program

I ; jArrangements wuth cooperatung agenc|es for the .

bl "'_jl;'-‘j'i\"(ell in’ advance of the f|rst |ntake day, '

:-"”meet to develop ongoung recrultment pro-'»

programs shouldv.
oik with. agenc|es to ma|nta|n cooperatlon

j"partlclpants should be contacted Sup-.»“':_’
' lementary servuces.should |nclude legal a|d

e numbers and ‘types of jobs |nto whlch
partlclpants wull be placed "
K. After th" ~ob commltments are recerved from the
company, a follow- up "is. made to company
, personnel who will relate d|rectly to, the program
for the company ' -

B _1., “,;The concept of h|gh support is explamed s

. and made pert|nent to, the staff. -

' .operat|ng company and prolecc personnel

L. ~3All program actlvmes dunng the mceptuon stage.'

' ’should be coordlnated so that partlclpants com-

|mmed|ately |nto employment

5 JOB PROGRA ‘-IDEVELOPMENT
AND EMPLOYER MANPOWER svsrems

Quotas should be et and bnnglng and ,"PLANNING MANPOWER DEVELOPMENT
A A manpower development system represents a
fflow of loglcally sequenced ‘manpower experi-- -
_ _;ences to. whlch the dlsadvantaged partlclpant is.
' '-;?_.rexposed ‘from ‘the * time: of ‘his- recru|tment and_f' » _
.:entry into. onentatlon through h|s upgraolng on I

Shae 1 (Baic JOBS NOW)

o the program s 1ob orlentatlon

o ."v_pletung ‘the - f|rst onentatuon cycle -are placed -
pants should be’ made whlle |n|t|al'job programs s )

That is,

. ~ences, P

. for.the

*-df"é_pé;iéneés inc desthe ffou'oWin'g_,. o

Recruutmen jand referra_-- from agencles :

- disa

together

its supp

ob orlentatlon and supplementary serv-' IR I
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give up good middle
ioan for a few months.

to the success of a
early stages. They:

to effect entry into
rogram staff.

umber of high support
fand other companies.

nd trainers of program

ating agencies for the
d referral of partici-
le initial job programs
panies.

the first intake day,
rting agencies should
oing recruitment prc-

et, and bringing and
cedures determined.
ns, programs should
maintain cooperation.
\ i .

supplementary services
d be contacted. Sup-
ould include legal aid,
re services, and recre-

ient has been received
visit is ‘made to the
management.

ogram’s objectives are
oncept of high support

are -made as to the

[Kc
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- numbers and types of jobs into' which
participants will be placed.

K. After the job-commitments are received from the

company, a follow-up is made to company
personneI who will relate directly to the program
for the company

1. The concept of high support is explained
and made pertirient to the staff.

2. A personal relationship is developed between
.operating company and project personnel. .

All program activities during the inception stage -

should be coordinated so that participants com-
pleting the first orientation cycle are placed
immediately into employment.

11 JOB PROGRAM DEVELOPMENT
AND EMPLOYER MANPOWF.R SYSTEMS

PLANNING MANPOWER DEVELOPMENT

A. A manpower development system represents a v
flow of logically sequenced manpower experi- - -

ences to which the dlsadvantaged participant is
exposed from ‘the time of his recruitment and

entry into or|entat|on through his upgradlng on

the job.

;'_'.That row of experlences |ncIudes the foIIowmg

basic steps:
Phase | (Basic JOBS‘NOW) -
Step.

to the program_'s job orientation.

B 2. Job or|entat|on and supplementary serv~'

ices.

. 1. Recruitment and referral- from agencies -

3. Job development and pIacement of par- ~

.. ticipants.

Phase n (Em_pioyer.Manpower Systems)' )
4. On-the-job foI_Iow-up (ongoing)

5 On-the ]ob supplementary services
(ongomg) '

6. Superwsory training as it relates to the~

dlsadvantaged
7. O_n-the-job or:entation.
- 8. On-the-job btasic .education. :
9; On;the-job occupational trainin'g.

10. Further ‘job development to enhance
upward mobility. '

That.is, the project and the company work
together to complete the sequence of experi-
. ences, Phase |, steps 1, 2,-and 3, are carried
on exclusively by the program..From then

on, .the efforts of .the .company "and ‘the -
program become more intimate — the em-

phasis shifts, in Phase |1, steps 4 through 10,
to an»in-company'setting.:The program lends
* its support as a “'neutral force” which works
“for the advancement of both compan|es and
pIaced part|c|pants '

1. “In Phase i, the focus is on orientation,
working - with.. the disadvantaged par-

ticipant to-facilitate. his entry ‘into em-

o Vponment the. employment empha5|s is
.on pIacung the participant |n a job; this

‘is the responsnbuhty of . cne Basnc JOBS

’ NOW component
2. In PhaSe -Il,i the emphasis is on working

21
34
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“more directly with companies, rather
than participants, to advance partici-
pants placed in Phase |: this is the
responsibility of the Employer Man-
power Systems component of the pro-
gram.

j Phase |
JOB PROGRAM DEVELOPMENT
i (BASIC JOBS NOW)

Job program development is an ongoing process;
additional companies must be developed to service
the increasing numbers of partlmpants completing
orientation.

It is carried on during. the orientation cycle. The goal
0 throughout is to have jobs waiting for all participants
& who complete orientation. This insures an immediate
placement and reduces the chiances of “losing” or
recycling a participant. a

i 1. Based on JOBS NOW experience, the
. number of job-programmed companies “on
: the books,” should exceed the number of
: participanis enrolled in -any cycle by
approximately three to one to insure even a
fair number of quality placements.

2. - It is .extremely -unusual -for any one
£ company to hire participants out of every
3 » cycle. On an average, twenty-five {25) to
& fifty (50) companies out of three hundred
; {300) can be expected to receive
participants out of any one cycle.

C. Job program developers work closely with
v needs of both parthlpants and companles

1. The types of jobs: developed should be
‘ realistic to the abilities and needs of
participants. Therefore, developed
". companies should represent a W|de range of

: jOb categories. .

22

35

orientation. staff to. satisfy .the employment'

2. The major criteria of job development
should be . the willingness and ability of
companies to develop and sustain vehicles
for the support of placed participants.

Jobs alone are not enotugh! Companies must
represent high support job programs. As the
number of high support provisions implemented
by a company decreases, so do the participant’s
chances to achieve success on the job. High
support provisions should include:

Lowered educational requirer77en ts.

The individual consideration of police records.
Lowered rninirrrum standards on tests.
Assignment: of a co-worker as a “buddy”.

On-the-job consultation between the participant,
program staff, and company supervisor.

Making contact with program when employee’s
performance falters.

Consultation with program before discharging
participant.

Providing /dhger periods of orientation and
training. :

Programs must work to develop intensive
involvement {maximally effective high support
companies) on an extensive basis. This will
represent major problems for job program
developers.

1. There will usually be a core of companies
" which will. accept a fair number of
'}'barticipants into highly supportive

in-company systems. They will represent a
relatively small percentage of companies
involved in the program.
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2. ‘The major criteria of job development
should be the willingness and ability of
companies to develop and sustain vehicles

" for the support of placed participants.

Jobs alone are not enough! Companies must
represent high support job programs., As the

number of high support provisions implemer:ied
by a company decreases, so do the participant's

chances to achieve success on the jOb ngh :

support provts:ons should include:

Lowered educationa/ requirements.

The individual consideration of police records.
Lowered minimum standards on tests.
Assignmeht of a co;workér as a “buddy”’.

On-the-job consultation between the participant,
program staff, and company supervisor. :

Making contact with program when employee’s
performance falters.

Consultation with pyrograh')' before discharging
participant. .

~ Providing - longer periods of orientation and
training. .

Programs must work to develop
involvement {maximally effective high’ support
companies) on an extensive basis. This will
represent major problems for job program
developers T :

1.  There will usually be a core of compames_’ -
o number of -.

" which will accept a- fair.

" participants into: hqghly - supportive
in-company systems, They will represent a
relatively .small . percentage of ‘ompames
lnvolved in the program

intensive :

2. The Iarger percentage of companies will be

less intensively involved in the program;
vet, the majority of placements will be
made into those companies.. -

Phase Il
EMPLOYER MANPOWER SYSTEMS

E.

l——_

Generally*, when EMS begins to wo_rk with a
company (in Phase 11}, the following events have
taken piace through Basic JOBS NOW:

The participant has been recrUited, oriented, and
placed in a company high support program.

.The company has inst’tuted some high support
provisions and- accepted participants from
orientation. '

Coaches and 'JVF‘Ds_of Basic JOBS NOW have
been assigned to follow-up on the company and
the participant. -

1. Ordmarily, EMS does not work with
partlclpants directly.’

The process-of EMS involvemenf begins. when

‘the company begins to .institute high support.

High . support prepares the way. for more

ﬁ_ in-depth involvement with the company

For. usually, even ina company |mpIement|ng all
B elqht high support provnsrons '

”_Management and other_ personnel hold neg‘atAive,
_.stereotypical

views of ‘the abilities and
motivations of the disadvantaged worker and
generally o not want or know how to change

v thelr wevrs

o The emponer flhds |f easier to postpohe Jraining

-than any other area of operataon partlcularly
for low- sk|IIed workers

o *AlthOugh the normal company mvolvement process begins
) through Basic JOBS NOW which is* followed into the ...
o company by EMS, sometlmes this process is reversed : ‘, .....

g é,_ Z.:._;‘
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There is no systematic approach to preparing for with an analysis of company problems in Pr_oviding i
and implementing upward mObIIIty hiring, training, supporting, and advancing disadvanta
) " disadvantaged workers.
The vertical flow-of communication is impeded Instituting
or non-existent; t_his is particularly true between 2. Although each company must be viewed
the disadvantaged worker and his immediate differently, as having its individual Developin
supervisor. : problems, answers to "the following others to
et questions indicaie a direction for Employer employing
The employer suffers costly wastes of manpower - Manpower Systems:
and money due to turnover, absenteeism, and. _ A : ) . Linking
recruiting new staff rather than training present What kinds of experience has the company communit,
workers. had in employing /ow-ski//ed workers? L Af h
o . ter the
There is almost no dlalogue wuth other similar What is the company domg to orient new the_ comp
companies about ways of relatmg to the emp/oyees? : begins.
disadvantaged worker. ] .
. What skill training is the company Systems w
The dlsadvantaged worker h|red |nto most providing for new employees? length of s
compames ' . ‘ S have conﬁ
v lond ‘What is the opportunity structure for companies;
Is - ‘not any longer ur.e uployed but occupational advancement? . both plann
underemployed. S - : have conc
A ; | cing i N What training does the’ company provide program st
Is requenty working in an undesirable job. for “supervisors who will be working with .K T .
o S , ' L placedpartlc/pants? - Ihe projé
. Has little or no ‘chance for meaningful manpower
" advancement. ' R From reSponses to these questions, a proposal team setti
SR : for company- -EMS involvernent is submitted to company a
Develops his skills very little or not at all. the company. Ordinarily, a developed system team also w
o includes all or some of the following: '
" Isuncertain of tenure, e . L. After Pha
ST ) » : Company orientation for placed participants. © withdraw :
* Is afraid of communicating his feelings openly in ! S ) project hav
: the company and suffers great frustration. Pre-training to the specific f”d‘!s'.’y or job. 1. Trai
. _ : ‘ - . raine
e Frequently demonstrates his’ frustratlon by Basic education tutoring sessions. systen
. beln absent tard ,or mttm
9 y ora g Adws/ng the company on occupatlona/ skill 2. Asxist
. EMS develops the dlrect and actlve'pa'vrticibationu . tralnmg s bt
~.of companies to prepare them, rather than .
-,__v_dlsadvantaged participants,  for.. changing _'l_:“gdw[s)llnqb thef(t:ompan;; on upgrackimg on a M. Arof\?ilclizw;‘(
- attitudes and. -for . systems of ~.manpower -~ llexible base O raining hours or weexs. p
"developme"* . S o . members o
. : : - ’Ana/yzmg /obs to a//ow partlc/pants to advance .
T EMS mvolvement WIth the company begms : N. - The proje:

Aruitoxt provided by Eic:
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with an analysis of company problems in
disadvantaged workers.

Although each company must be viewed
differently, as having its individual
problems, answers to the following

questions indicate a direction for Employer
Manpower Systems

What kinds of experience has the company
had in employing /ow—ski//ed workers?

What is the company doing to orient new
employees?

prowd/ny for new emp/oyees?

occupational advancement? -
What training does the company provide

for supervisors .who will be working with
placed participants? '

m responses to these questions, a proposal
company- -EMS involvement is submitted to

ludes all or some of the following: -

pany orientation for p/aced part('c_ipants.
-trainfny to the specific indqstfy or iobv.

ic education tutorfny sessmns

vising the company on occupauona/ skl//
iring. v

vising  the - company on’ upgrad/ng on a
ible base of tralnlny hours or weeks.

o higher postt/ons. o

(
|
B

hiring, training, supporting, and advancing

What - skill training is the company

What is the opportunity “structure for

company. Ordinarily, a developed system ]

,a/yztny jobs to allow part/clpants to advance o

Providing managerial training as it relates to the

-disadvantaged.

Instituting a company coaching design.

Developing channels between the company and
others to promote /ntra-lndustry /nvo/vement in
emp/oylny the d/sadvantayed

Linking the company WIth ayenc/es and
commun/ty orgariizations.

After the submission of the pro'posal is made to
the company, implementation of the system

" begins.

Systems will vary greatly as to.scope, content,
length of session, and duration.of program. We
have: conducted some programs: for some
companies; others have worked - with staff in

.both planning and implementation; still others
have conducted their own systems, using

program staff_only as consultants and evaluators.

The pro;ects operatlon in both- phases of
manpower development are coordlnated in a
team setting—EMS staff working ‘with the
company are assigned to the Basic JOBS NOW
team also workmg with that company '

. ;.After Phase II is” operatlng, pro;ect staff 1
~ withdraw and serve. -on a consultant basls, the ,
‘ pro;ect ha\nng S .

1 Trained company staff to carry out the

‘ system and/or

20 Assisted the company in recrumng new' L

- staff to continue operations.

_-A foIIow up anaIys|s is made of the system to
provide  feedback to - the company, other
'members of the |ndustry, and the pro;ect '

".""The pro;ect explores wuth management the

- 23
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possibilities of developing other employer
manpower systems in the company.

FORESbEEiABLE DIFFICULTIES

There are recurring forms of resistance which
programs should anticipate in working with business
and industry in designing and implementing
manpower development systems,

1. Qutsiders to insiders. Many companies will
be reticent about-exposing their operations
to "outsiders.” Ordinarily, they wiil listen
if program staff show that the benefits of
company-program involvement will revert
to-them in the form of dollar-savings.

2. Credentials. Program staff will often be
asked, “What are your qualifications? What
degrees do you have?” The real proving

- point here is to demonstrate that although
staff may not have advanced degrees, that

they can relate to company personnel and

realistically "answer questions which the
company has about -its problems with its
sub-marginal work force. -

3. Why train? Project staff will be asked by
management - 'Why should we be interesied
in" training?”’ - Here, program- staff skould
show’ the dollars and cents benefits to the
companies working with the program It
-should be -indicated that the program
'potentlally represents

'The develooment of effective tlme and
money savnng programs.

Better m-plant relations.
( I_ncreased prodl'je»t,ivity'. I

A, reduction of absenteeism and tardiness.

. section 1, page 9, the eventual effects

‘systematic approach to manpow

" and as the program is expanded to a3

" degree of resistance to dealing wit

disadvantaged. Programs should work t
‘expose management to vehicles for the fr

“Creaming and Tokenism.” Creaming is t
desire of the company to accept only t
"best of the lot of participants” fro
orientation. Tokenism is a company,
hiring fewer of the disadvantaged than
could reaI|st|caIIy hire.

Upward - Mobi/ity. Programs shou
anticipate three principal questions fro
companies relating to the upward mobili
of placed participants.

“Are the disadvantzged “equipped f
advancing on the job?"” The need f
special orientation and training and t
reassessment of jobs to facilitate upwa
mobility should be indicated.

“If the company has not already ma
provisions to systematically advance staf
why should it start now?" In addition
pointing out the benefits indicated i

the growing :labor shortage should
mentioned.

"What will the ‘double standar
(preferential treatment to th
disadvantaged) . do to others in m
work-force?” It should be. indicated th
experience shows that benefits of

development and training accrue in tim

company person nel.

The resistant supervisor. The greate

disadvanted .workers occurs amo
supervisors and managers. Yet, the point
contact between those staff and the ne
worker is crucial to the job success of th
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g other ~employer

f resistance which
orking with business
and’ implementing

lany companies will
sing their operations
rily, they will listen
that the benefits of
lvement will revert
dollar-savings.

taff will often be
gualifications? What

““Creaming and Tokenism.” Creaming is the
desire of the company to accept only the
"best of the lot- of participants” from
orientation. Tokenism is a company's
hiring fewer of the disadvantaged than it
could realistically hire.

Upward Mobility. Programs should
anticipate three principal questions from
companies relating to the upward mobility
of placed participants,

"Are the disadvantaged equipped for

advancing on the job?' The need for
special orientation and training and the
reassessment of jobs to facilitate upward
mobility should be indicated.

“If the company has not already made
provisions to systematically ~dvance staff,

and open exchange of ideas between all
staff. This can take form of a job program
developer-coach-worker-supervisor
confrontation, or human relations exposure
between the . supervisor and . specially
trained program staff.

i APROGRAM'S B’ESOURCES
FOR INVOLVEMENT

ONGOING CONTACT WITH
BUSINESS AND INDUSTRY

The employment program must be structured to

afford the greatest possibility for involvement with
. business and indisstry at every level of operation.

why should it start now?’’ In addition to A. The program’s advisory group should be
pointing out the benefits indicated in responsible for directing the initial thrust into
vanced degrees, that section 1, page 9, the eventual effects of bus|ness and industry. This is described in
pany personnel and the. growing ' labor shortage should be S.e’:t.'?"," F. '

estions which the mentioned. . . B
s problems with its : o )
e. v - ""What  will the ’‘double standard’

- (preferential treatment to the
disadvantaged): do " to others in my
work-force?"’ "It should be indicated that
ogram staff should experience = shows that “benefits of a
ents benefits to the ~ -systematic approach to ‘manpower.
'th the pro'gram‘. It _ development and tra|n|ng accrue in time,
that the . program ' -and as the -program is expanded to all

' : company personnel

" The ‘real proving
strate that although

Project administrators should involve business,
industrial, union, and other program
representatives in every step of the employment
L . rocess, :
ff will be asked by pro "
uld we be interested C. One administrative office should plan, develop,

- maintain, and evaluate the total employment
thrust of the project. , :

D._ Lend Iease staff from buslness and industry
v shouId be utlllzed as descnbed in Section |, ‘H.

effective time and - 6. 'vThe" resistant supervisor.‘ The greatest E
' degree. of -resistance to dealing with-
. disadvanted workers - occurs among
. supervrsors and .managers. Yet, the point of = -
contact between those staff and the new = - 1.
worker is crucial to the ]Ob success of the
- disadvantaged. Programs should " work to.

Job . program deveIopers shouId be responsible
for the

DeveIopment and |mpIementat|on of initial
in- company hlgh support systems '

eism and tardiness. L expose management to vehlcles for the free 2 »Marntenanee of program-company relations

Aruitoxt provided by Eic:

g s} AR st i S

fad v S0




-

T TSy AT e e D i abeay rf»‘ﬁ‘\“‘n’}:‘v‘wrm:m R et

SRS

- (this in cooperation with maintenance WAYS OF CONTINUING THE

| coaches). _ : APPROACH TO COMPANIES
3. Placement of partlclpants lnto developed. L | '
systems. v A. The choioe of companies to approach_ is based .
on: ' C C.

F. Coaches should relate not only to partioipants,
but to lower management and line-staff directly
involved with placed participants.

1. _Siie of company
, 2. Naturé of business
G. Basic operational units should be developed

which can - coordinate the servicing of
partlclpants with the servnclng of companles

3.~ Number of employees

4.  Kinds and numbers of jobs available

The team design aIIows for the, coordanatlon of
employment lnformatlon (through job program.
“developers and coaches) with . participant
information " (through' Employment Service
interviewers and- orientation 'staff) -for . the
.satcsfactory placement of part|c|pants into
companies.

5. Transportation available
6. Salary-structure
7. Turnover and absenteeism D.

8. Workin'g conditions

H.” The program's Orientation Center should entist -
the active partrclpatlon of business a"id industry
' |n the orlentat|on program

: 9. Hiring practices, personnel procedures,
" tests, and entry requirements.

10. The presence 'vor absence of already
operational training ‘programs. :

. It quI be beneflcual for the project to repre..ent a

o human relations vehicle between: partlccpants
"_,and other employees (see Section | “Program
. Revnew ‘and Summary,, page 14 for a discus—
B sion of EMS Semrnar Center operatlons)

11. Company eIatlons with other
organizations (such as the program's
advisory group). :

A0 itis to be'expected that many companies . 12. Company influence in the community and i
.. will experience woilk . force resnstance to’ ‘ community influence on the company.' E y
Adlsadvantaged workers v . : o
C T B. Background information is gathered from:
o2 ‘tet a h|gh SUPPO"t atmosphere is founded 1. Reference books and reports-such as: The g
- on.the favorable partlclpatlon of the placed . A.G. Becker Guide, Dun and Bradstreet
""Pa"t'C'PantS fe"°W W°"ke"5 " ... Analytical Reports, and local |ndustr|al and
v : ' S . ' : 'manufactt.rers dlrectorles
IV METHODS OF INVOLVEMENT - C 2. Busnness and cndustrlal organlzatlons such »
WlTH BUSINESS AND |NDUSTRY 0 as the local National Alliance of

‘Businessmen.

ERI

Aruitoxt provided by Eic:
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WAYS OF CONTINUING THE

A. The choice of companies to approach is based
on: .

1.

2.

10.

1.

12,

1.

APPROACH TO COMPANIES

Size of company

Nature of business

Number of employees

Kinds and numbers of jobs available
Transporta_tion available
Salary-structure

Turnover and absenteeism .
Working conditions :

Hiring practices, personneI procedures,
tests, and entry reqmrements

The presence or absence of aIready
operat|onaI training’ programs

Company reIat|ons W|th other
‘organizations (such as
“zdvisory grou p)

Company |anuence in the communlty and”

communlty |anuence on the company

1

Background |nformat|on is gathered from C
“Reference . books and reports: such as; The
A.G. Becker.Guide, Dun and Bradstreet -
_Analytical Reports, and local |ndustrtal and’

; manufacture:'s drrectorles :

S Busmess"and |ndustr|aI 'orga'nizations such

s~ the “local - National -Alliance ~of

Busmessmen

~‘the" program's -

3. Other .staff and program offices. A
centralized office in the program should
gather and coordinate all available
information on companies. . -

. After the inception stage, when a core of

committed companies is developed, initial
contact is made through: letters to top
management, phone calls, “’cold calls,” {walking
in off the street without an appointment), or an
appointment made through seminars sponsored
by the programs’ advisory board and/or
administration. '

The first conference is wrth the companies’ upper
management; “influencial peopIe and lines of

~authority are identified, and an overV|ew of the

program glven

After the initial comrmtment is rhade an in-put
meeting ‘= held witiy cumpany personnel who are
assigned to work with pIaced part|c|pants At
this time:

1. Job program deveIopers and coaches are
|ntrodu..ed to superwsors and in- company
. _budd-es

2. Comm|tments are made for the actual

pIacement of part|c|pants

3. A schedule is arranged for meetings with
company..personnel and participants.

The ”multip!ier' is a way of deveIop|ng large
_scale employer-involvement through working
with a few employers in an .industry to influ-

ence firms W|th|n that industry to carry out, '

h|gh support programs

"1.; An |ndustry |s selected On the basis of size,
" . .. growth, wages, benef|ts, and amenab|I|ty to
'workung W|th the' program '

2. 'One or two key companles W|th|n that :

e O O R
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industry are selected by the program on the

basis of:

influence within the industry.

Potential for a high degree of participant

support. -

The existence of previous

program-company cooperation.

3. A seminar is used by the key companies to
contact executives of other industry firms,

and to recruit those . companies
participation in the program

4. The program's staff foIIows-up on seminars,
contacting participating companies and
beginning . company-program involvement

as outlined in part | of this report.

‘5.  Members of the industry are Ilnked with

the program.

6. At this point, the company-program

~ relationship becomes similar

relationships developed through other,
more typical techniques. A jOb referral and
“high support manpower development

system is begun.

B.

During the first week of orientation, job
program developers work in companies to
prepare the way for the entry of participants.
Participant-entry takes place during the second
week, and during the first Monday following the
end of the cycle. ’

1. During the first week, JPD's work closely
with the counselor, Employment Service
interviewer, and coach to gather
information on participants.

2. Referrals to jobs begin generally on the
second Tuesday of orientation.

3. Participants should be taken, preferably by
coaches, to the initial job-interview.‘

4. It should be the responsibility of the coach
to contact the company the day following
the participant's first day of work.

If the participar\t has not reported for
work, it is the duty of the coach to begin
following-up in the fielc.

If the participant has reported,
arrangements should be made with
company personnel for the first on-the-job
employer-coach-participant meeting.

RY, REFERRAL PROCEouREs :

' THE PLACEMENT OF |
':PARTICIPANTS INTO COMPANIES

A.

26

The. prlnclpal objectlve of pIacement is to strlke ‘
a balance between emponer-expectatlon -and
participant-abilities and’ asplratlons to ensure the

satisfying entry of the. or|entat|on part|c|pant
. |nto a hlgh supportjob openmg : '

’-»Placements shouId be a team declslcn

Y FOLI.OW-UP AND COMMUNICATION

»Iv-'I’VMAINTAINING A COMPAI\'Y
_RELATIONSHIP

F'ollow-up.‘ vyith “and’ vwithi.n'- a cocperating

--company must be an ongoing process. There are
_ five forms .of clear, reciprocai communication

t.whlch an- employment program must maintain
W|th the ‘company: :
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During the first week of orientation, job
program developers work in companies to
prepare the way for the entry of participants.
Participant-entry takes place during the second

week, and during the first Monday following the

end of the cycle. ‘

1.  During the first week, JPD’s work closely
with the counselor, Employment Service
interviewer, and coach to gather
information on participants.

2. Referrals to jobs begin generally on the
second Tuesday of orientation.

‘3. Participants should be taken, preferably by

coaches, to the initial job-interview.

4. It should be the responsibility of the coach

to contact the company the day following -

the participant's first day of work,

If the partucupant has not reported for
“work, it is the duty of the coach to begln
foIIowmg up in the field.

If the partucupant has reported,
arrangements should be. made with

company personnel for the first on- -the-job

‘ employer coach part|c|pant meet|ng

Vi FOL_LO'W'{-UP AND COMMUNICATION '

MAINTAINING A COMPANY
RELATIONSHIP :

,‘FoIIow up. yw'ith' a'hd within a. cooperating v

company must be ¢n ongoing process. There are
five forms: ‘of clear, recrprocal communication

which an- employment pr0gram must malntaln

with the company

1. Between the program’s administrators
and/or job program developers and the
company'’s upper management.

2. Between the company's upper management
andvits middle and lower management.

3. Between middle .and Iower management
and the dosadvantaged worker,

4, From the worker and middle manag:ement
“to upper management '

‘ 5. From Iower and mlddI\. management and

the worker to program staff.

'_‘Follow -up should deal with whatever on- tthOb
" problems employers are having with placed

participants, and with the problems of
participants in orienting to the work situation.
Follow-up should emanate from all program
sectors working with the company. )

1. The adm|n|strators of the progra'm will find

it beneficial to convene periodic. feedback
and evaluation seminars wrth _cooperating
" companies.. Seminars can be carried on
separater wuth |nd|vudual companles or on
- an’ |ndustry or . business-group- "basis.
, Companles are given the opportunlty to
express gnevances about program-company
relations.

: »2-.3 Job program deveIopers reIate wrth upper

B management to:-

De‘termlne ,pro'blem _areas in - the
: reléationship and suggest squtions. '

3. -'Coaches work in the company with:

Middle: and lower managemen‘ “to
) _determlne probIems and suggest solutlons

PIaced partucupants and |ower management
' together to iron-out probIem.,

s v iz
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Job p rogram developers

feedback “on company problems- for

facility.

C. Follow-up sessions should be conducted
frequently and on a regularly-scheduled basis.

1. Follow-up procedures should* be clearly
defined and adhered to. There is little that
sours @ company on a program more than

. the failure of a program to meet its
- ~foIIow up commitments,

~weeks after pIacement After that, meetings
~ coacr shoulr’ set aside time for working on

spec|aI company problems requmng
. immediate attention. a

- gfrequent and regular follow-up difficult. It
TS usually ~ very ‘time consuming and
" interferes with the development of jobs for

" their follow-up responStbllutws by assigning

E }"relatnvel,y‘stabble cooperatlng compames

D The--:farlure “to

to p;'-.’\vide’

discussion with upper management and
other program staff at the JOBS NOWv

_ 2. Ordinarily,

2. .’Coaches generaIIy ‘meet W|th partlclpants
6 ons “the- job unce a week for the first six -

*. are held every two weeks. In addition, the

KH Job 'program deveiopers will generally find

participants in new compan|es It has oeen .
found pract|caI to reI|eve JPD’s. of some of

v ma|ntent.nce coaches {a new: coach|ng,.»"“'-‘“':'
. category) t0. matntaln relationships: with -

cont|nuaIIy promoteiw-v
company program commun|cat|on W|II resuIt |nv_ o

dormant companies, companies which were once

"cooperative, but which have become
uncooperatlve or |nd|fferent
1. It is often easier to reV|taI|ze a dormant

‘company than to develop a new company.

A simple- questionaire. to be mailed to
policy-makers- in dormant. companies' was,

developed. From questionaire responses, a

new proposal for action is deveIoped by the

program and foIIow -up begun

redeveIoping a dormant

company will mean repezting the initial
. approach outiined in the first sect|on of
: 'th|s report. ' :

3. However, sometimes revitalizing a company

- means simply substituting a new program

team involved with the company for the

‘old program team. Damaged. reIatnu 1chips
betwszen .the program and the company
" quite “often result from personal frictlon
between program and company staff.

4, Sometrmea a company W|II have to be
' abandoned by 'the program. This- is a last

resort, taken when all efforts to_renew -

|nvoIvement have fanled

‘"'There are varrous danger sugnals wh|ch often’
. emerge from a program'’s |nvoIvement with
- companies, and of which programs should be

watchful. They are mdlcatlve of deter|orat|ng
relationships. If they are I\ .unchecked, they
can Iead to program- company d|senchantment

and resuIt in companles becom|ng dormant
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dormant companies, companies which were once
‘cooperative, but which have become
uncooperative or indifferent.

1. It is often easier. to revitalize a dormant
company than to develop a new company.
A simple g:astionaire to be muiled to
policy-makers in dormant companies. was
developed. From questionaire responses, a
new proposal for action is developed by the
program and follow-up begun.

2. Ordinarily, redeveloping a dormant
company will mean repeating the initial
approach outlined in the first section of
this report.

3. However, sometimes revitalizing a company
means simply substituting a new program

old program team. ‘Damaged relatlonshlps
between .the program and the company
quite often result from personal friction
between program and company staff.-

d . ,
It 4. Sometimes a oompany ‘will have to be
d abandoned by the program. This is a last-

or resort, taken when all efforts ‘to renew,
n involvemer:t have failed.

of

g E. There are various danger fsqnels whlch often_
“5:- emerge -from a- program’s mvolvement with’
t

companios, and - of which programs - should be
watchful. They are indicative of. deterroratlng

team involved with the company for the

T : N R T )

Frequent failure of participants to report
for employment interviews.

Failure of the program to respond to a firm
immediately when the firm requests
participant information.

Failure of the company _to' observe the
seriousness and determination of a coach or
job program developer in following-up on
placed participants.

Consistent lack of knowiedge . about
particular job requlrements on the part of.
program staff.

Failure of the'compan‘y' to institute or

_attempt to institute efforts toward high

support within a reasonable period of time,

- An " inordinate number of parti_c}ipantsv

referred to the company, but not hired

. Dismissal from the job of participants with

little or no ‘attempt to first rectify the
problem through a cooperatlve effort with
the program

relationships. If they are left unchecked, they JOBS NOwW experlence has been - that the key to

te can lead to program-company disencivantment, -
in and rasult in companies becoming dormant: .

" ERIC

Aruitoxt provided by Eic:

preventing problems of this nature lies in administra-
- tive communication and coordination. '
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AT BASIC JOBS NOW

JOBS NOW-EMS

MANPOWER DEVELOPMENT SY!STEM

Staff and Employment Events

PHASE | - N

STEP 1 Recrﬁitmehtvaﬁd v heferral

.STEP 2 Orientation and Supplementary Services

Practicum Workshop Instructors

1 Personal Enrichment
1 Money Management .

1 Job Orientation and Tfansportatton

Supplementary Servnces
Coordmator '

28

47

 STEP 3

Director of Manpower

1 Associate. -

Coordinate employment efforts of
total program

STEP 6

Management

Job Development and PIacement

of Partnclgant

1 Maintenance Coach

Each of the 5 Basic JOBS NOW teams has:

1-Team Administrator -
1-Human Reldtions Counselor -
2 Job Program Developers

6 Coaches -

1ES lntervnewer
1 CIerk Typlst o
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JOBS NOW-EMS
MANPOWER DEVELOPMENT SYSTEM
Staff and Employment Events -

Director of Manpower

| 1 Associate - ,
Coordinate emp:loyment: efforts of
total program

\, IN THE COMPANY

STEP 6

PHASE 11

. EMPLOYER MANPOWER SYSTEMS

' Management Training as it relates to the disadvantaged

EP3  Job Development and Placement ' R

f Partactgant _

Each of the 2 management training teams has:

2.Human Relations
~ Trainers

Eacii of the 5 Basic JOBS N‘OW teams has:

1 Team Administrator.”". -

1 Human Reilations Counselor °
2 Job Program Developers -
8§ Coaches - '

1 STEP 4 vOn-the-jbb: Foilow-up

Y STEP 5 On-the-jeb Supplementary Services

1 Maintenance Coach Cennies
1 ES Interwewer Z
1 Clork-Typist

. “STEP 7' -On-the-job Orientation
... STEP 8 On-the-job Basic Education .
- STEP 8 On-the-job Occupational Training
,STEP 10" Further Job Development to Enbance_

o Ugward Moblhty

Each of the 5 EMS teams has:

1 Lompany Specialist -
1 Systems Developer

' Corﬁpany
Personnel

.1 Field Advisor

EMS Instructor -

i
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A
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THE COACHING ROLE

The real test of a program like JOBS NOW is its
ability to sustain the disadvantaged participant in
employment. Jobs, per se, are easy to find; but our
experience has taught 'us that a job lacking in high
support can be worse than no job at ai. The
participant is hired into an atmosphere where he feels
alone and isolated from the familiar, the reassuring.
He is expected to succ ze2d with substandard education
and few, if any, job skills. He has no buddy. I}is daily
environment has taught him to be suspicious. In a job
situation which has less than three high support
provisions, three out of every four disadvantaged
youth will be out of work within a month. These
three will either quit or bYe fired fcr continual
tardiness, frequent absenteeism, or their inability to
get along with the group.

As a result, the dlsadvantaged worker and the

employer reinforce stereotyped attitudes. The
employer confirms his philosophy that “they’’ don't
want to work. He exonerates himself from guilt and
any feeI|ng that he is somehow implicated in the
failury of the participant to succeed. The
disadvantaged person returns to the environment that
bred him.. He -returns more embittered with the
system, feeling more justified in his condemnation of

the value of a day's work, and more resolute in his

disfust with a system and a society that refuses to

.give him a siare in its productlveness

The coach must realize that a ]Ob of itself is only a

palliative and not a panacea, and that his task places _

him at the heart of the program. On one hand, there

- is a participant looking for direction and assistance;

on the other hand, the company, cftei: unawase of
the causes and cures' of the problems of the
disadvantaged. The coach must work in the company
to sustain and expand the in- company high support
program. The .coach has responsibilities at the JOBS
NOW center, at the company, and in the community

“to accomplish a successful employment expenence‘

for participants and companies.

Working in tandem with the coach are the asswtaut

32

coach and the maintenance coach. The assistant

coach is a participant-trainee, who, by
accompanying the coach in his in-company and home
follow-ups, prepares himself to assume the actual
responsibilities of a coach. The maintenance coach
maintains the compzny program once it is runnlng
smoothly.

This report outlines what a coach does and why
he does it. It should be viewed as a d|rect|onal duide
and primer for coaches.

CHOOSING A COACH

It has been .JOBS NOW's experience that personal
traits .are the most important single factor
determinging effective coaches. Background is also
important. Age, sex, and race have a minimal
influence on the determination of a good coach.
Choosing a coach normally includes con5|derat|on of
the five points listed below.

CHARACTER

'Empathy.. He must be akie i actively and favorably
participate in the emotions and problems of the

disadvantage. He must also be able to understand
problems of m|ddIe and lower company management ‘

'Judgement. He must be able to make quick, equitcable

decisions and be honést with himself.

: Irhaginat,"bh. He must be able to successfully perform

n " individual unstructured situations because no

standarczlzed approach can deal with the ’TIU|tIp|ICItV '

of problems wh ich the coach must solve.

' BACKGROUND

Although the  great majority of our coaches ?re
high 'school educated and from ‘the ‘same
environmental background as the part|c1pant no
background .formula can . be given.
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coach and the maintenance coach. The assistant
coach is a participant-tiainee, who, by
accompanying the co:ch in his in-company and hom?
follow-ups, prepares himself to assume: the actual
responsibilities of a coach. The maintenance coach
maintains the company program once it is- runnlng
smoothly.

This report outlines what a coach does, and why
he does it. It should be viewed as a d|rect|onal gU|de
and primer for coaches.

CHOOSING A COACH

It has been -JOBS NOW's experience that personal
traits are .the most important single factor
determingirg effective coaches. Background is also
important. Age, sex, and race have a minimal
influence on the determination of a good coach.

Choosing a coach normally |ncludes con5|derat|on of

the five points listed below.

CHARACTER : .
Empathy. He must be able to actively and favorably

participate in the emotions and- problems of the:

disadvantage. He must aiso be able to understand
problems of mlddle and lower company management

J//dgement He must be able to make qu|ck equltable
decnsnons and be hon°st with himself.

Imaglnatlon He must be able to successfully perfo i
unstructured. situations because no-
standardlzed approach can deal with the mu|tlp|ICItV,

individual
of proble. _which the coach must solve.

BACKGROUND '

AIthough the great majorlty of our. coache' are-b.
the same
envrronmﬂntal background as the purtlclpant no
work_’

high. school . educated and. from

background formuIa .can “be given, Pruo*g_,_.
experrence in busmess and .ndustry has proven very

‘Negatively, however,

~valuable. The importance of formal educaticiv and

environmental similarity between coach and
participant is overshadowed by the personal qualltles

- of empathy, judgement and imagination,

RACE-"
~ Although miost JOBS NOW coaches are black,

“there is little correlation between race and effective

coaching. Because of background and race, nonblacks
are oftentimr s exposed to different kinds of problems
in the performance of their task. However, nonblacks
can perform successfully and from their personal
experlenr‘e add V|taI|ty to the coachlng role.

SEX -

Scx .is an important factor in matching some’

participants‘w.ith coaches. Over two-thirds of JOBS
NOW coaches are males. Females, however, are often
more effective coaches than- males. Some female
participants feel greater kinship and understanding
from a coach. of their own sex. Also, yatinger male
participants are sometimes more wrlhng to trust older

. female coaches than maIe coaches of the same age. It

is. believed that -the “mother. image” of female
coaches fosters this trust” among males, ‘especially
those seventeen -(17) 'and (18) years of age.
this sane image sometimes
promotes -harmful participant dependence. Thus, it
was found: that the close "buddy" reIat|onsh|p
*ween coach-and partlclpant insofar as it is free of
deb|I|tat|ng dependence-reinforcement, is “the kind of
relationship central to the coaching concept.

AGE

‘The average age of coaches is twenty -five. The

" range extends from twenty to the early forties. Age is
. not ‘a factor srgnlflcantly

related to effective
coachlng o

.'COACH TRAINING

Efforts late rn the year Ied to the |mplementat|on

52
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of a more formal systematic training for coaches.
Until then, almost all coach training was in-service for
two weeks. A new coach learned the ropes from an
experienced coach.

The following drawbacks to such a training
program were found: false information and
procedural errors were sometimes passed on to a new
"generation’’ of coaches; the new coach occasionally
did not receive a balanced, in-depth knowledge of the
goals and phllosophy of the program; the new coact.
was often exposed tc a very limited number of formal
work experiences betore he began to make decisions
affecting the lives of the participants.

Sometimes the coach may need special help ina

specific area of his job responsibilities. Furthermore,
as JOBS NOW and similar programs use coaches more
in business and industry, there must be available a
vehicle to update the  program, to explain new

concepts to the total coaching staff, and to combat -

the effects of drainage of program staff to companies.
For these important reasons, the project introduced a
cozci’s orientation program.,

Experienced coaches .now take part in weekly

- four-hour ironing-out sessions to help new coaches

solve their daily problems, This, coupled with the
coaches four-week training program, is considered a
viable approach. '

The first two weeks of the training program are

spent in the classroom. Discussion centers on the
'phllosophy and goals of JOBS NOW. The coach's role

is explained, and the various concepts of the program

_are indicated. The coach learrs how to work with
" staff, partlmpants and compiny personnel. Duties
.and responsrbllltles are discussed thoroughly A

valuable technlque in ‘this_training is role- pIaymg

‘.(coach and partlmpant coach _and '_company
,su..oervusor) ' ' '

_The second two weeks are comparable to in-service
training in which the apprentice coach is teamed with
an experienced coach in order to learn varlous tasks

within the .center, procedures for in-company -
'operatlons and how to establlsh rapport w:th and

assmt the partucupant
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THE COACH'S DUTIES
AT THE JOBS NOW FACILITY

IN THE TEAM SETTING

Coaches are assigned to work with companies
through a team decision. Participants are referred by
teams to companies where coaches are already
assigned Thus, the coach must gain necessary
information from other team members wh2 have
been involved with the participant from the first day
of his enrollment in the program,

From the ISES Interviewer:

The team’s Employment Service interviewer assists
in the regisiration and placement process during the
first week of the two-week cycle. The interviewer
performs several important functions:

Uses the Personal Information Form to determine
MDTA eligibility - and to gain insight - into the
participants’ background, interests, and goals.

. Tests participants to measure skills and interests.
Sometimes suggests referral to a training program
which is more commensurate with the participants’
abilities and interests.

From the Job Program Develaper:

A job program Jeveloper (JPD) personally
interviews each yarticipant in his group during-the

~ first week of the cycle. The JPD attempts to match

available jobs with participants’ interests and skills. In
a few cases, this matching will preempt the two-week

. or|entat|on program.

N Fr:..m the Human Relations Counselor:
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during the cycIe The counselor’s obligation i is three
fold:

Use human relations techniques to give a participant
insight into himself and to d2velop in the participant
a greater ability to successfully interact with a group
Gain a working knowledge of the participant; rate
him in leadership group participation, motivation,
interests, and general character traits.

Record the attena.ince of the participant.

Team meetings:

At least two team meetings are held each week of
- the two-week cycle. The coach interrelates with the

team to increase his knowledge of the participants.
Some areas of discussion mclude '

Abilities. Test results, work -histories, and. character
strengths of participants are discusses.

Attendance.  Has the participant been in regular
attendance? -

Character. What are the weaknesses and strengths of

‘ the participant? Is he highly motivated?

Jobs. Are jobs available which match the part|c|pant s
quallflcatlons?

Problems. New and old problems experlencPd by
team members dlscussed

HOW THE COACH RELATES TO THE

"PARTICIPANT GROUF

. The coach uses the team resources to guln a
concise insight into the participants in a short time.

Sinen:ne does not know until the second week which -

individual pardcipants are assigned -to -him,. his

communication with the paiticipants in the first ‘week

. collan b . Th -
is: v“ : 8 vvn\-vtl'v'e ua"' a.- nnanh . nartlnlnafc.e -n'

: nractlcum workshops and himan’ reIat|ons sessions.

SRR SR SO LR S
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_about the

This helps participants to become familiar with the
coach, to better understand his role, and to learn to
trust him.

HOW THE COACH RELATES TO
THE INDIVIDUAL PARTICIPANT

" The part|c|pant is assigned to the coach who works
in the cempany to which the participant will be
referred. The participant and coach have their first
one-to-one session during the second week orv ae
sycle. To establish rapport and foster the trust of the
participant, the coach shouId -

Prepare for each counseling session by Iearnlnq deta|Is
individual to - be  counseled. This
information’ should be gathered from other team
members

Appe'ar to have unI|m|ted time for the counsellng
session. - .

E:icourage the counselee to speak'out on how he feels
about the assigned job. Discuss the advantages and
disadvantages of the job with him. Be honest!

Encourage the participant to express his feelings.
Help him to work out his own solution to his
problem whenever possible.

Keep a record of all counsellng for use by the
program and by the part|c|pant s future employer.

Determme counselee readlness for emponment

“Close the counselmg session as a recess ‘not as an end.

The part|c|pant shouId get the |mpre55|on that he
is the coach’s. only concern. The entire counseling
session ‘can “lose its effectnveness if the coach forgets

'the part|c|pant s name, confuses pert|nent facts, or -

appears in‘a hurry to end the session. “Knowing all
the ‘answers”’ is  not  the best - approach The

narfrnlnar:f aaes |a||u -faalg:. hettar’ wh en . hﬂ ﬂﬂf’

--participar }
" assistance, but solves h|s own p.roblems




on is three-

participant
participant
ith a group

cipant; rate
motivation,

ach weaek of
tes with the
articipants.

d character
in regular

strengths of

Larticipant's

Przrienced by

THE

5 to gain a
 short time.
‘week which
o him, his

we first week

rticipates. in
ns sessions.

[Kc

wll Toxt Provided by ERIC

3 the - answers”’
Vnartiﬂoant

This helps participants to become familiar with the
coach, to better understand his role, and to learn to
trust him,

HOW THE COACH RELATES TO

THE INDIVIDUAL PARTICIPANT

The participant is assigned to the coach wno works
in the company. to which the participant will be
referred. The participant and coach have their first

one-to-one session during the second week of the

cycle. To establish rapport and foster the trust of the
participant, the coach should s '

Prepare for each counseling session by learning detalls
about the ‘individual to -be counseled This
information should be gathered from other team
members »

Appear to have unl|m|ted time f\r the counsellng
session. :

Encourage the counselee to spesk out on how he feels
about the assigned job. Discuss the advantages and
disadvantages of the job with him. Be honest!
Encourage. the participant to express his feelings.
Help him to wurk out his own solution t¢ his
problem‘Whenever possible. :

Keep a record of -all counsellng for use by the
program and by the partlclpant s future employer

Determlne counselee readlness for employment
Close the counseI|ng session 25 a recess not as an end

The part|c|pant should get the rmpressmn that he

is the. coach’s only. concern. The -entire counsellng“
session can lose its effectlveness if the coach forgets .
“the par'uclpant s name, " confuses pertlnent facts, or

appears in_a hurry to end the sess*an, Knowung all

-is not . the best . approach The
usually feels
assistance, but solves h|s own problems

partlclpant is no longer the program g

One or several counseling sessions may take place
before the -participant is referred. The number of

sessicns is dependent upon the needs of the
individual. These sessions serve two principal
purposes:

Informational. The coach asks the participant for
basic information {name, address, age, phone number,
etc). This is necessary because personal information
given during registration is sometimes incorrect. The
coach can ordinarily get more accurate information
from the participant. This data is also helpful in the
coach’s follow-up duties. The coach, in turn, gives a
precise description of his function to the participant.

Referral. The coach discusses with the participant his
employment disposition. This will entail a description
of the job and the problems which the participant

-might encounter, The participant decides whether he

is willing to try the job. The counselee may not want
the work, or the coach may feel that the participant
is not ready for the job. In any case, some type cf
referral does take place. The coach may bring the case
before the team. They, collectively, will determine a
course of action. '

THE COACH AND
SUPPLEMENTARY SERVICES

The supplying of supplementary services

'(including medical, legal, clothing, public assistance

and education services) is an ongoing process that
begins while the partlclpant is still in the JOBS NOwW
orientation program and contlnues until the
'oncern. Before
the participant has been assigned a coach, it is the
responsnblllty of the human rela*-ons counsalor to
refer participants to the appropriate supplementary
services, Once the assignment of the participant to
the coach has been made, this refer"'al functlon is

'carrled out by the coach.

THE COACH AI‘\ID JOB TR/—\iNiNu

-better; when ‘he._gets

The assngnment to 1ob tr.unlng programs is made

Stk fad ke drlt s
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by the team counselor and ISES interviewer. Coaches
are assigned participants who will be entering an
educational or training program. When the
participant completes the training program, that
program does its own referral and follow-up. This
relieves the coach of any future obligations to the
participant. 1f the participant drops out of the
tenining program, the assigned coach makes
job-referral or referral to another training program.
Job referral js the most common .cocedure.
Participants from past cycles who have not been
referred or have lost their jobs, can be referred to a
training program by a coach.

COACH REPORTING

Submitting reports to the team and JCBS NOW
Central Information Office is an iinportant coach
function. Feedback is necessary not only for
compilation of statistics, but also for the purpose of
evaluation and analysis.

Wéekly and cycle follow-up reports include:
Coach’s name, week or cycle, and date of report.

Names, c¢ycle, und compary of employed
pariicipants. » :

Names, cycle, and reasons for unemployment of
particinants who are not workiiig.

Weekly reports also include the total number of
participants and subtotals of unemployed
participants. C ‘

- TRANSFERRING FARTICIPANTS

BETWEEN COACHES

When an employed participant moves from one
job to another, it usually “occurs that a different
coach ‘will become responsible for thé participant,
since coaches are assigned to specific companies. To
make this transferral procadure a smooth one, the

req
!

coach presently assigned to a participant remains -

responsible for him until he obtains employment in a
company assigned to the new coach. A duplicate
copy of the transferral is submitted by the coach to
the new coach’s team administrator. Transferral slips
should include all pertinent information on
transferred participants, from their names to their
new companies and new coaches. No transfer is made
until a participant is employed in the compary of the
new coach.

CONCLUSION OF THE CYCLE

By the end of the second week, all participants
occupy some placement category. The final formal
placement opportunity is the “job pool.” This is held
the second Thursday of the cycle. The job pool is a

meeting held for all team members of all teams to
match present cycle unreferred participants with the

jobs that JPDs have availzhle. Unreferred participants
are matched with job openings and are assigned
coaches. At this time, all participants occupy one of
the following dispositions: job-referral, job-training
referral, unreferred, terminated, or recycled.

These categories operate as the springboard for the
coach’s activities iri the field. As time passes, each
participant will present his own particular problems
to the coach. Coaching is finding solutions for
indgividual problems.
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coach presently assigned to a participant remains
responsible for him until he obtains employment in a
company assigned to the new coach. A duplicate
copy of the transferral is submitted by the coach to
the new coach’s team administrator. Transferral slips
should include all pertinent information on
transferred participants, from their names to their
new companies and new coaches. No transfer is made
until a participant is employed in the company of the
new coach,

CONCLUSION OF THE CYCLE

By the end of the second week, all participants
occupy some placement category. The final formal
placement opportunity is the “job pool.” This is held
the second Thursday of the cycle. The job pool is a
meeting held for all team members of all teams to
match present cycle unreferred participants with the
jobs that JPDs have available. Unreferred participnts
are matched with job openings and are assioned
coaches. At this time, all participants occupy one of
the following dispositions: job-referral, job-training
referral, unreferred, terminated, or recycled.

These categories operate as the springboard for the
coach’s activities in the field. As time passes, each
participant will present his own particular problems
to the coach. Coaching is finding solutions for
individual problems,
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WORKING IN THE FIELD

The major responsibilities of the coach take place
outside of the JOBS NOW faciiity. Many of these
activities are reactions to the problems and
difficulties faced by company personnel and
participants. Each company and each participant
presents his own unique problems. The procedures
pointed out in this section, "WORKING IN THE
FIELD,” must be especially viewed as directional.
The success of the coach’s field performance rests on
his ability to relate productively to individuals. The
guidelines presented in this section should be read
with this in mind.

JOB REFERRAL AND HIRING

It is the coach’s responsibility to channel
participants into job-referral. While working with
present cycle participants, unreferred and job-trainee
participants from previous cycles must be included in
the job-referral process. The participant receives
job-referral status when he agrees to an interview with
company personnel about an available job.

The coach’s responsibilities in job- -referral are to
make sure that

An interview is scheduied for the participant.

The participant attends the interview. The coach

accompanies the participant to the interview. The trip
to the .interview is instrumental in establishing
coach-participant'rapport. =

The part|c|pant away from his home environment
and -the relative security ‘of JOBS NOW center,
usually opens up to the coach and expresses his fears,
hopes and wants : :

The job program developer ‘accompanies the coach
and. part|c|pant to job |nterV|ew ifthe coach does not
have a worklng reIat|onsh|p with the company (a new

. company or new coach).
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The coach sits in on the interview with the
participant.

The coach notes whether or not the participant has
been accepted into employment and, if not, why not.

The coach receives a copy of the participant’s work
schedule.

During the coach’s initial visit with the JPD to the
new company, the following should occur:

Introduction of the coach to the personnel manager
and a discussion with him and the job program
developer about the implementation of the high
support program.

A tour of the plant. This may include areas of the
plant where a high support program is not in effect.
After a working relationship has been developed with
the company, this might be an area that the coach
will wish to develop. This is an example of why the
coach must be aware of the total company operation.

Introduction and discussion with. line foreman and
supervisors. These men are important o the
rrogram’s success, since they will deal directly with
tne disadvantaged on the job. Some may be openly
hostile to high support or may not know how to
operate the program.

THE PARTICPANT'S FIRST WORK DAY

Time can numb enthusiasm and motivations.
Oftentimes, there is a lapse of a few days from the
time of hiring untii the particiant actually reports for
work. The coach must do what he can to get the
participant off to a successful start. Therefore, the

. coach should:

“ Talk to the participant after the interview and

ascertain if there is any reason why he cannot report
to work at the specified time. If the participant has

any  problems .(clothing, money for transportation,

etc.}), these mu
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The coach sits in on the interview with the
participant.

The coach notes whether or not the participant has
been accepted into employment and, if not, why not.

The coach receives a copy of the particibant's work
schedule. ,

During the coach’s initial visit with the JPD to the
new company, the following should occur:

Introduction of the coach to the personnel manager
and a discussion with him and the job: program
developer about the implementation of the high
support program.

A tour of the plant. This may include areas of the
plant where a high support program is not in effect.
After a working relationship has been developed with
the company, this might be an area that the coach
will wish to develop. This is an example of why the
coach must be aware of tho total company operation.

Introduction and discussion with. line foreman and
supervisors. These men are important to -the
program’s success, since they will deal directly-with
the disadvantaged :on-the job. Some may be openly
hostile to high support or may not know how to
operate the program.

THE PARTICPANT'S FIRST WORK DAY

Time can numb enthusiasm and motivations.
Oftentimes, there is a lapse of a few days from the
time of hiring until the particiant actually reports for
work. The coach must do what he can to get the
participant off to a successful start. Therefore, the
coach should:

Talk to the participant after the interview and
ascertain if there is any reason why he cannot report
to work at the specified time. If the participant has
any problems (cIothmg, money for transportatlon

EKC
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etc.), these must be handled immediately.

Make the participant feel that he has made a gocd
decision. Do not glamorize, but rather reinforce the
positive rewards of employment.

See to it that the participant knows how to get to the
work-site from his home. As many forms of
transportation as possibie shouid be pointed out to
the participant.

Call the foreman on the first work day to make sure
that the participant is on the job. During this phone
conversation, the coach emphasizes that the foreman
should contact him if any difficulties arise.

SUSTAINING THE PARTICIPANT
IN EMPLOYMENT

The problems of referral and hiring are
overshadowed by the difficulties of sustaining the
disadvantaged in employment. To keep the
disadvantaged employed, the coach must work
closely not only with the participants, but also with
middle and lower. management and. line staff. The
first six weeks of employment are the most.crucial to
job success. The disadvantaged worker feels alone and
insecire in a foreign environment. A regular job
experience has not been part of his system of living.
On the other hand, supervisors and foremen are often
uncertain of what it takes to implement a hlgh
support program.

How The Coach Works In The Company.

In working: with the company to keep the
participant employed, the coa‘eh: :

Calls the foreman Weekly to arrange coach-foreman

cohfefences The foreman should be made aware of
why . the coach wushes 10 ;neet. with him _and of

approxumately how Iong the conference quI last .

(usually Iess than thlrty mmutes)
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Fulfills his obligations punctually. The
coach-company relationship demands that the coach
prove through his actions that he is sincerely
interested in the company and in the participants.
Nothing can more seriously impede a
project-company relationship than an unmotivated or
unconcerned coach On the other hand, a coach with
initiative and proper judgement, i.e., “‘good business
sense,” can stimulate company concern and
involvemerit.

Keeps alert for plant areas in which high support
programs can be implemented These points should
be brought up at weekly meetings with cempany
personnel and at the team meetings at the JOBS NOW
center. '

Talks to as many plant supervisors and other involved
company staff as possible. The coach makes them
aware of what he is trying to do and asks for their
help and suggestiorns.

How The Coach Works With
The Employed Participant.

In worklng with the employed participant, the
coach

Reinforces the idea that his function is to help the
participant with iob and home problems.

Instructs the partlclpant to phone hin; lmmedlately
when problems deveIOp : :

Pays a weekly visit to the participant on the job
during the tirst month to six weeks of employment.
After this period of adjustment has been completed
seml monthly VlSItS are adequate

Arranges for supportlve serwces, whenappropriate. '
Is willing to undertake one’ or several extra visits to

the company or to the partlclpants home |f ]Ob
problems deveI0p

61

THE COACH AND
COMMUNITY FOLLOW-UP

Community follow-up is time-consuming and
difficult. This is especially true in large cities where
the participant can easily disappear, where gang
boundaries can jeopardize the coach’s safety, and
where people are suspicious and sometimes openly
hostile to “‘meddlers.”” The coach, however, has the
responsibility to keep in touch with and assist all his
participants.

initial Community Follow-Up

The week after an orientation cycle ends, the
coach should engage in community follow-up for all
participants, e:ployed or unemployed. The purpose
of this initial community follow-up is:

To establish rapport with the participant and his
family. Information cannot be collected when the
coach is viewed suspiciousiy. The family wilt be mor2
willing to volunteer information when it knows who

the coach is, that he is sincerely interested in the

individual, what he is trying to do, and who he is not
{police, welfare agent).

To learn about the participant’s home environment.
Job problems and home difficuities are often
intertwined. The coach will be better able to help if
he has some idea of the participant’s home problems.

LATER COMMUNITY FOLLOW-UP FOR
THE UNEMPLOYED PARTICIPANT

After the initial community follow -up, continual
sémi- monthly follow-up on inactive (not employed,
not in school, not in a training program) participants
must take place. The coach will implement his
,foIIow-up"task through telephone contact primarily,

TeIephone Follow- Up:.

Lets the ‘inactive partlclpant know that the coach has
not forgotten him. '

Permits the coacl
location and the /S8

Enables the coa
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THE COACH AND
COMMUNITY FOLLOW-UP

Community follow-up is time-consuming and
difficult. Thisis especially true in large cities where
the participant can easitly disappear, where gang
boundaries can jeopardize the coach’s safety, and
where people are suspicious and sometimes openly
hostile to "‘meddlers.”
responsibility to keep in touch with and assist all his
participants.

Initial Community Follow-Up

The week after an orientation cycle ends, the
coach should engage in community foilow-up for all
participants, employed or unemployed. The purpose
of this initial community follow-up is:

To establish rapport with the participant and his
family. Information cannot be;collected when the
coach is viewed suspiciously. The family will be more
willing to volunteer information when it knows who
the coach is, that he is sincerely interested in the
individual, what he is trying to do, and who he is not
{police, welfare agent).

To learn about the participant’s home environment.
Job problems and home difficulties are - often
intertwined. The coach will be better able to help if

he has some idea of the participant's home problems.

LATER COMMUNITY FOLLOW-UP FOR
THE UNEMPLOYED PARTICIPANT

After the initial commUnity follow-up, continual
semi-monthly - follow-up on inactive (not. employed
not in school, not in a training program) participants
must take place. The coach will implement his

follovlv-up',task' .thro'ugh teI_ephone contact primarily.

Telephone Follow-Up

Lets the macflve partlclpant know that the coach has
not forgotten him.

FRIC
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Permits the coach to keep up to date on the home
location and the job situation of the participant.

Enables the coach to communicate job openings to
the participant quickly.

Further Community Follow-Up

When the telephone proves ineffective (when the
participant has no phone, has moved, or does not
answer), further community follow-up must be
carried out. The follow-up procedure can be

comparable to trying to locate a missing person. Two

things must be done:

Locate and communicate with the peers, friends, and
family of the participant.

Visit the community hang-outs.

Once all possible participant information has been

uncovered, the coach must flle areport with the team

administrator.
Submitting Reports.

The report f|led with the team admmlstrator
should contain the following information:

Initial Placement

‘a. Referred to employment, not hired, reasons.

b. Referred to school, not accepted, reasons.

" .c. Referred to program, not accepted, reasons.

d. Referred to employment, did not report.
e. Referred to school, did not report..

- f. Referred to program, did not report, .

g. Participant never referred.
h. Participant quit.

i. Participant laid. off.

j. Participant fired.

k. Other (explairl)

. Present Status

a. Partncupant pendmg employment (t|tle? salary?)
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b. Participant pending school.

¢. Participant pending program (what kind?)
d. Incarceration (where? why?)

Military Service (where? how long?}
Iliness (what kind? chronic, acute?)

g. In other program {what? where?)

h. Can’t locate (why?)

o

What is presently being done to service the participant?
Comments.

LATTER COMMUNITY FOLLOW-UP .
FOR THE EMPLOYED PARTICIPANT

Once initial community follow-up has taken place,
community follow-up is preempted by in-company
follow-up. If difficulties arise, another visit to the
participant’s home might be advisable.

OVERCOMING COMMON OBSTACLES

The purpose of this section is to point out certain
procedures that can help the coach avoid sources of

problems. Proper procedures and scme insight into"

commonly occurring difficulties enable the coach to
save - time for himself and the participant, avoid
misunderstanding with company personneI and
simplify his task. - ’

ORIENT THE PARTICIPANT TO THE COACHING
ROLE. Since the participant will be: linked to the
program through the coach, ‘the participant must
clearly understand what the coach’s function is. If the

coach cannot introduce himsclf to the participants in B

human relations sessions, he should lucidiyexplain

his- function to  the participant dunng the f|rst‘

coach-participant counseling session.

' REQUEST GROOMING AND HYG/ENE CR/TER/A B

FROM THE COMPANY BEFORE IMPLEMENTING

PLACEMENT Occaslonally, a partlmpant jeopardizes

3.8‘1 C 63

his job or receives unfair criticism on the jub because
of his dress or clothing style. For a participant
working in an environment in which he already senses
an immediate handicap, dress difficulties can lead to
problems that can result in job-dismissal. The coach
should instruct the participant on the marner of dress
expected of him. If the coach does not have such
information, he should get it from the job program
developer.

IMPLEMENT IN-COMPANY UPGRADING AS
SOON AS POSSIBLE. Upgrading includes job
advancement as well as financial advancem.unt.
Problems of job motivation, absenteeism and
tardiness can develop with participants who feel that
they have no future in a company or that a job has
trapped them irrevocably in the “'system,” rather than
giving them freedom to move within it. Furthermore,
the limitations of a participant’s skills and abilities
often result in matching a participant with a job that
is only a secondary interest to him. The
disadvantaged worker often accepts the job on a
conditional basis. If no upgrading exists, or does not
attempt to recognize the participant’s individuality,
the participant may not only quit his job, but may
well reinforce negative attitudes about the system and
the value of a day’s work.

BE AWARE THAT THE CAUSES OF TARDINESS
AND ABSENTEEISM MAY RESULT FROM
PROBLEMS SEEMINGLY EXTRANEOUS TO THE
WORK SITUATION. ITSELF. In. determining the
causes of these .two most common problems the
coach should. bear in m|nd that: '

Job problems are often closely related Lo home
environmental problems.

The participant in the new work environment needs
positive reinforcemen't from  responsibile sources

{coach, peers, and company personneI) Without this
tencouragement ‘the participant may cause problems

or. become confused and fabricate probIems which

flnd expresslon in tardlness and absenteelsm .
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his job or receives unfair criticism on the job because
of his dress or clothing style. For a participant
working in an environment in which he already senses
an immediate handicap, dress difficulties can lead to
problems that can result in job-dismissal. The coach
should instruct the pa.ticipant on the manner of dress
expected of him. If the coack does not have such
information, he should get it from the job program
developer.

IMPLEMENT IN-COMPANY UPGRADING AS
SOON AS POSSIBLE. Upgrading includes job
advancement as well as financial advancement.
Problems of job motivation, absenteeism and
tardiness can develop with participants who feel that
they have no future in a company or that a job has
trapped them irrevocably in the “system,” rather than
giving them freedom to move within it. Furthermore,
the limitations of a participant’s skills and abilities
often result in matching a participant with a job that
is only a secondary interest to him. The
disadvantaged worker often accepts the job on a
conditional basis. |f no upgrading exists, cr does not
attempt to recognize the participant’s individuality,
the participant may not only quit his job, but may
well reinforce negative attitudes about the system and
the value of a day’s work.

BE AWARE THAT THE CAUSES OF TARDINESS
AND ABSENTEEISM MAY ' RESULT FROM
PROBLEMS SEEMINGLY EXTRANEOUS TO THE
WORK SITUATION ITSELI' In determmmg the
causes of these two most common problems the
coach should bear i m mind that: )

Job problems are o Tten’ closely related to home
enwronmental problems .

The partlclpant in the new work envaronment needs
pos|t|ve remforcement from' respons|b|le sources
{coach, peers, and company. personnel) Without this

vencouragement the parthlpant may cause problemsb

or. become .confused -and fabrlcate problems whlch
flnd expressicn in tardmess and absenteelsm

The coach must almost hand-carry some participants
through the crucial period of job adjustment.

The participant must be made to see himself as an
individual commanding respect and having a future.

Post referral coach-participant counseling sessions
must be productive and give the employed worker
fresh hope and determination about his ablllty to
succeed.

Subtle ‘in-company resistance may operate that the
participant can only sense vaguely, The coach must
bring it to expression through his personal
relationship with company management and other
personnel.

REFER PARTICIPANTS WHO ARE BUDDIES OR
GANG AFFILIATED YOUTHS INTO DIFFERENT
COMPANIES. Gang affiiiation of participants often
prompts all to quit when one member loses his job.
This problem should be solved at the time of
job-referral. This can be done by |nform|ng the
participants that only one or two job slots are
available at each company. Our experience has shown
that this is an effective way of breaking down the
grcup and orienting each one of them to a new group
w.thm a work settmg

BE PREPARED _TO ESTABLISH A MEETING SITE
FOR DISCUSSING JOB PROBLEMS OUTSIDE OF
THE COMPANY- SETTING. Employed .participants
sometimes resent the in- company visits of the coach.
They. feel it exposes them to ridicule from ‘job peers

“and line:supeivisors. in such’ cases, the coach shouid

abide by the part:cupant s. wishes and arrange'a .
meeting outside of the job setting. On the other hand,
new companies who are just beginning to |mplement
a high support program may, for reasons of- pollcy,
ask the ocach not to- meet with- the participant on"
company premises. n th|s sltuatlon the coach must
arrange counsellng sesslons at.a t|me when. the
part|c1pant is not workmg

.
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CYCLE TIMETABLE FOR COACHES

The purpose of this timetable is to complement,
through review, the functional approach to the
coach’s activities in the Coaching Handbook. Since
many of the essential coach duties covered in
“Working in the Field’ are not easily amenable to
this timetable, these activities will simply be indicated
as ‘follow-up activities.” Follow-up activities are
meant to include a coach’s duties in the company and
in the community. This timetable points out-that as
the coach focuses his attention en a new cycle
participant, he continues to service former-cycle
participants. : '

WEEK ONE
Monday

Begln initial communlty follow-up for aII partlclpants
from the prevnous cycle.

Assist in ,regi,stration of new-cycle participants.
Participate in orientation classes.

Engage in regular foIIow -up -activities for partlclpants
from aII preV|ous cycles :

Tuesday R

Contlnue mitié'l
prevnous-cycle partlclpants

communlty foIIow-up for aII'

A R T L T UG I T T TRA NI

Follow-up activities.
Wedlnesday

Complete initial community follow-up for the
participants of the previous cycle.

Meet with any participants who are going to be
referred for immediate employment, thus preempting
the orientation program.

Follow-up activities.
Thursday

~Atiend and take part'in a human relations class.

Attend team meeting.

Refer unemployed previous-cycle participants to

. employment.

Refer those assigned participants, preempting the
orientation program, to employment.

FoIIow-Up activities.

Frlday

Complete weekly ‘in-company visits W|th company
personnel and * participants who were referred to

, employment in the preV|ous four {4} to six (6) weeks.

Make up the weekly report

'Foliow-up act|V|t|es

STy ' : ;GFJWEEKTW o
Attend the team meeting. Besides the discussion of ~ 0
new participants, the team will make sure that all the
participants from the prewous cycle have been

assngned a coach.

_Monday

_ Begln meetlng with present-cycle paltlclpants on a
'one to -one baS|s

Follow-up
Tuesday

Continue
counseling

Follow-up

Attend th

Wednesday

Complete
Conductr

Follow-up
Thursday

Begin refer
Attend the
Attend the
Follow-up

Friday
Finish refe

Complete
personnel
in the prev

Compiete
unempioy
coach atte
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Follow-up activities.
Wednesday

Complete initial community follow-up for the
participants of the previous cycle.

Meet with any participants who are going to be
referred for immediate employment, thus preempting
the orientation program,

Follow-up activities.

Thursday

Attend and take part in a human relations class.

, Attend team meeting.

. Refer unemployed previous-cycle partrcrpants to

employment

‘Refer those assigned participants, preempting the

orientation program, to employment. -

Follow-up activities. E

- Friday

Comvplete' weekly in-company visits with company
personnel and participants who were referred to
employment in the,previous four {4) to six (6)_weeks.

] Make up the weekly report

. Follow up actlvmes

' '.'»WEEKTWu

o that all the

have been .
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i Monday

Begln meetrng w.tn present-cycle partlcrpants on a

"one to one basrs

Follow-up activities.
Tuesday

Continue to meet with present cycle participants in
counsellng sessions.

Follow-up activities.

Attend the team meeting.

Wednesday

Complete counseling for present-cycle participants.
Conduct referral for past-cycle participants.
Follow-up activities.

Thureday

BeQin referral _f‘or'present-cycle partlcipants.
Attend the team _meeting.'

Attend the job pool. -

Follovy-upactivities.

Fnday '

Flmsh referral for present-cycle partlclpant
Complete weekly in- company visits with company

personnel and participants who have been employed
in'the pI'EVIOIn four l4) to sux (6) weeks.

"Complete follow- up act|vnt|es for all employed and , v

unemploy\i\partlcupants who do not receive- weekly
coach attention (see pom 2 lmmed|ately above)
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A PROGRAMMING OUTLINE T
. FOR HUMAN RELATIONS COUNSELORS

a2 |

INTRODUCTION

JOBS NOW operates from a human relations base.
Central to the project is the belief in the operational
importance of the individual personality and the need
for communication between individuals to affect
crganizations within which they work. This is an
important stance for the project as it orients
unemployed ghetto youth to ways of achieving
productive and sustained employment.

Attemptc: have been made to motivate the
disadvantaged to develop skills which will help to
change their situation. Most efforts have been
unsuccessful. 1t is vital that new approaches be
explored. This section of the report is |ntended to
serve as a human relations workbook for use by
programs working to prepare disadvantaged youth for
emiployment. The methods which are advanced here
are eclectic in nature. They represent exploration in
available literature on sensitivity training; T-grouping,
group therapy, and human relations theory, as well as
products of JOBS NOW experience:. Data has been

condensed, its focus altered, and new technigques
added. The result is an approach which is applicable -

specifically to a ghetto-oriented population. .

JOBS NOW operates on_the theory that people

change when their value systems change, and that this

can be accompI|shed radically when individuals are

forced to reevaluate and redz:fine their beliefs, People

begin to favorably change their behavior when they
are abIe to we|gh the impressions of others about -
them with "their own ‘impressions about-

themselves—exposure to others witn different

-experiences, value: systems and styles’ of behavior
_often facilitates favorable change. The more open and’

honest the feedback is, the more effectlve the change : el ;
: ' Have cIearIy in m|nd what you hope to accompllsh by

' _glvmg the tra|n|ng you are planning. AIso have : a clear
“idea of what the participants th|nk that the tra|n|ng is

. j"lntended to accomplrsh Lrst your goals in- one 9%
_columnand’ the. expectatlon of the. partrclpants in. Transportat
C ‘another Thls is. |mportant for. |f these expectations -
"‘“are very drffere t, some . changes in your human_‘,,':
-7 - environmen

is within the individual. . .
This handbook is deslgned to answer the question

‘l am supposed to ‘construct a Human Relatlons'

Orlentatlon What do | do?

71

(The “you” in the following narrative sections refers
to the Human Relations Counselor.)

Timing
In.pIanning a human relations program, it is

important to know how much time you have You
must know: :

1. Total time your program wili cover

2. Into how many sessions the time is to be broken
3. The length of each session

4, How far apart the sessions are to be held

Plan each session so that you have enough materral'_

without being rushed. Each session should build on
the previous session so that there is some logical
order in the overall schedule

‘Rhythm

Another |mportant area in planning is the pace or

rhythm of the training. Most programs should start
slowly, build gradually to a high noint, and then slow
down at thelconcluslon

Timing “and riyythm pa*‘tems' are also important in

your. pIannlng of exercises, Bear in ‘mind that

|nd|v1duals have peruds of ‘alertness and periods of
slowness each day. ‘For example, most people feel

-sIuggrsh after eating lunch; If training is for 1:C0 p.m.

- 2:00 p.m; each’ day, pIan some activity that requires

the_ active involvement: (such as talklng or movmg ,

:JOBS N
" group of a

' partic_ipantsi
-for ten day:
" Practicum !
" Managemer

about) of aII the particlpants

Expectatuons

reIatrons desrgn may have to be made

Understan

In order
should co

1. What ag
2. How m
3. What ar
4, What ar
5. What ar
6. What ra

The incre
better you

Improwsm

You will b

" “job of trai

and plann
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wrong for
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they need
throw out
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(The “you” in the following narrative sections refers
to the Human Relations Counselor.)

Timing
In planning a human relations program, it is

important to know how much time you have. You
must know:

1. Total time your program will cover ,
2. Into how many sessions the time is to be broken )
3. The length of each session

4. How far apart the sessions are to be held

without being rushed. Each session should build on
the previous session so that there is some Iog|caI
order in the overall schedule

Rhythm

Another important area in pIanmng is the pace or

rhythm of the training. Most programs shouid start

slowly, build graduaIIy to ah sh point, and then slow

down at the concluslon

T|m|ng and rhythm patterns are. also unportant in
your piannmg of ‘exercises. Bear in mind that
individuals have perrods of alertness and periods of
sIowness each. day. For example, most people feel
sluggish. after -eating lunch. If training is for 1:00 p.m.

- 2:00 p.m. each’ day, plan some actlvrty that requrres-

the active |nvoIvement (such as talklng or movmg
about) of all the partucnpants SRR

Expectations T

Have cIearIy |n mmd;w _ you hope to accompllsh

giving the training you are pIanmng ‘Also, ‘have a clear. :
|dea of what the part|c|pants thlnk that the traumng |s'

Understanding the Group

In order to work effectively with the group, you
should consider the following:

1. What age are the part|c|pants"v

2. How many persons are there.of ea(.h sex?
- 3. What are their educational backgrounds?

4. What are their religious backgrounds? -
5. What are their family’ backgrounds?
6. tht races are they members of?

.The more mformatom you have about the group, the

o uetter ]} erI be able to communl ate with i t
Plan each sesslon so that you have enough mater|a|~ V cat W't !

lmprovnsmg, Modlfymg, and Redeslgmng o

You quI be more at ease and better able to do a good

. job of tralmng if you have a thoroughly thought out
*_and planned tramlng program. Avoid bemg rigid in

your pIannlng If you find_ that your pIann|ng was
wrong for some reason, change it as soon as you can,
If your tralnlng group is deve!opmg d|fferently, and
they need mateiial other than you onglnally p|anned
throw out that first pIan and” “edesign. Do not stay

with any:plan merer because the work of des|gn|ng it

is aIready done, Redeslgn your tra|n|ng if there is'a

.way to reach your goals and expectat-ons more

effectively. ‘A~ tralnlng program that ‘is effectave for

‘one group may not work well for another group .
‘There stould be no reason to hes|tate af you see @
--.need for change : o

JOBS NOW has found;,__ 1at. a".human relatlons
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hopefully, leads the individual participant to
establish a strong sense of personal security and
confidence, and allows him to deal productively with
personal problems and those related to employment.

Some of the latter zoncern becoming employed,

staying employed, and advancing on the job,

The project attempts to-begin to achieve its human
relations objectives by identifying crucial areas of
group development. £ach day the human relations
counselor evaluates his group to determine whether it
is proceeding with the normal characteristics of grcup
formation. This enables him to direct the group o
satisfying ends, rather than to allow it to Lécome
caught up in futile concerns. Evaluating the group as
it moves through these stages allows the counselor to
deal with individual problems as they emerge. It- is
crucial that the counselor remain sensitive to eacn
participant throughout tralnlng The. development
stages are as follows:

Stage 1: Hostility

This is the resuit of fear, anxiety, and frustration. In

'this stage the participant is sometimes defensive and

quiet, or he may display negative or aggressive
behavior, The counselor attempts to. minimize this
behavuor 50 that the group can begin to work. Wcrk
incit des setting group objectives, defining tasks, and
actlng on both, mduvrdual and _group problems. The
counselior does this by, using series of _techniques
designed for this ‘purpose’ (see glossary of human
relations exercises). The counselor’s primary task at
this stige is to free the group of some -inhixitions by
heipmg members to.get to know each other and to
establish a group frame of reference The counselor
also attempts 1o give the group an ldentlty by heIplng
it set goals-which are realistic to all.of its membe.s,
|ncIud|ng the counselor hlmself

Stage 2 Comp/ementmg, Posmonmg, and /mprewny.

ln thls stagn the partlclpant WI|| try to f|nd or create,

his place in the group He erI do whatever he feelsis:
necessary to accompllsh thrs Group members may be
"aggressuve or, on the other extreme apathetrc. The -

.»}3
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counselor should try to encourage each member to
participate. Sometimes the counselor finds it
necessary to deal with a few members to force others
to react to these members. This creates an initial
group frame of reference on which the next stage of
development (confrontation) will depend. Sometimes
the counselor has only to remain silent while
positioning is taking place, while some participants

are impressing the droup and others are

complementing emerging {eaders. The counselor must
determine when the group is ready to advance to the
stage of confrontation. This is when ;! is apparent
that a disagreement betweeix members is passible.
Here again, the counselor may try to become active in
promoting disagreements between participarits.

Stage 3: Confrontation.

This emerges from disagreement between two or
more group members. It was promoted in the
preceeding stage. Confrontation is the key to the
entire process. From conflict, groups grow. The
particular subject matter used to promote conflict is
not important. Dialogue and disagreement is food for
growth. The subject of the conflict between rnembers
should be kept relevant to &ll members by the
counselor. Participation "around a controversial
subject is not usually difficult. It -is important that

-while the counselor does not normally actively

participate in the confrontation, that he periodicaily
rephrase -statements to make themn clear to all
participants.  In addition, he should encourage
feedback from aII group members

Stage 4: Reﬂectlon Umty, and 8upport

UsuaIIy, th|s foIIows confrontat|on At this point,
group . members begln to understand one another.
Umty .and .honesty develops when  the group

'understands that together they. have accomplushed a
‘task. Roles of the members are reviewed and
_discussed. Suggestlons and criticism are made as to

how the group members may achieve ceriain goals. At

“'this point, tasks -may" be hsrgned to. the group in

solwng probIems such as gat tmg and keeplng a job,

TR RTINS ERTEIEIT .
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ant to counselor should try to encourage each member to building & community, or completing an education.
ity and participate. Sometimes the counselor finds it » :
ly with necessary to deal with a few members to force others o : _ :
yment. to react to these members. This creates an initial THE ROLE OF THE COUNSELOR
ployed, group frame of reference on which the next stage of -

» development (confrontation) will depend. Sometimes
human the counselor has only to femain silent while All Human Reiat'O"S Counselors:
reas of positioning is taking place, while some participants
elations are impressing the group and  others are
ether it complementing emerging leaders. The counselor must
f group determine when the group is ready to advance tothe - Work with group problems as weII as |ndw|dual
roup to stage of confrontation. This is when it is apparent problems
become that a disagreement between members is possible.
roup as. Here again, the counselor may try to Sizcome active in
selor to promoting disagreements between participants.

Help partlmpants to get to know each other and to
interact with others

Formu!ate possible alternatives to actions

VI

e. It is : : o L Yet, the role of the couselor in a group situation , 1
to each A o e is not static and unchanging. The fluid group - 4
opment Stage 3: Confr ontatlon. : ’ . - situation requires that counselors assume more than

This emerges from disagreement between two or ON® role. Participants too, assume more than one role.
more group members. It was promoted  in the Either counselor or participant will often become a
preceeding stage. Confrontation is the key to'the leader and/or a participant. The counselor enters the
entire process. From conflict, groups. grow, “The 9roup as a leader, or as an authority figure. He may
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hniques participate in the Confrontation,»;mat he periodically obV|oust susceptlble ‘to authority figures, but are
human rephrase statements to- make - them “clear-to_all generally suspicious. of them .and . withdraw from
. task at partl'clpants' In" addition; he - ‘should" encourage -communicating W|th them Achlevmg group
ionsby feedback from aII group members - ] _~ acceptance and group membershop -affords - the
and to . L counselor. .a- greater opportumty to share -his
unselor Stage4 Ref/ectlon Un:ty, and Support e experiences and expertlse with participants. . -
helping - ‘Following . are’ ‘those - . things * -which . may be

embers; -Usually, thls folrcws confrontatlon At thls po|nt |anuenced by - human: relations tra|n|ng Each is
| - . group members begln to understand one another. ‘related -to- personaI growth and increased
: -Un|ty and honesty develops when the group’ employablllty : '
Wessmg understands that together they, have accomplished a . . :
task.. Roles of “the members are reviewed and , Attltude A reallzcmon of what attltude is and how it
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‘tends to

reinforce motivation and initiative,
Generally, a Black youth has a poor self-concept.
Experiences which build his ego strength make him
respect himself more and add to his favorable
self-concept.

Failure Syndrome. The participant has failed all his
life. As successes are built into his experiences, the
chances of future failure diminish.

Understanding the World that Affects Him.
Participants have blocks to learning. As they become
more sensitive to others, and to ideas and beliefs of
others, they become more sensitive to these blocks.
They become more adept at dealing positively with
racial and employment problems.

Interpersonal Relations.. This involves abilities to
communicate openly and honestly, to project a
positive image, and to adapt and adjust through
understandlng .

SAMPLE HUMAN RELATIONS SESSIONS —
CONDUCTING A TWO-WEEK PROGRAM

~ Following is a sample of Human Relations class
proceedings- of the type which are given for JOBS

'NOW ‘participants. It is presented on a day-by-day

basis. The techniques mentioned in thenarratlve are

_ used - on'Iy' as examples.. Others are described in’the:
_glossary “of techniques. Each’_ counselor - 'should
.'experlment to find those which work for him. Other -
most important factors’ determ|n|ng technrques used -
*_are the needs of the groups themselves. ‘Some groups.
. 'respond dlfferently from others, The group- dynamic.
. owill determme what technrques are approprlate to the
group P

R
oy

methods
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goals

‘lnltlal

participant will be working during the coming ten
(10) days’ cycle. Counselors should assume that the
group members know nothing of what is going to
happen to them. Explanations should be as inclusive
and as clear as possible, yet simple and direct enough
to be easily absorbed. Therefore, the presentation
should be timited to pertinent high peints, such as

- participant fears and the hoped for results of the

program. - Presentations should be realistic. Do not
nromise the participant . experiences or tangible
benefits (money, jobs, etc.) which past experience has
lead you to believe may not result. On the other
hand, every effort should be made to arouse the
participant’s interest and desire to- profit from the
sessions. Any possible benefits of training should be
indicated.

Encourage participants to ask questions. Always
answer them, no matter how silly or irrelevant they
appear. If participants feel like discussing or
criticizing, encourage them. Getting people to
actively participate should be ycur major goal.
Negative reactions can be turned around early.
Hostility is not necessarily bad. Do not cut it off or
ignore it. Try not to Gacome defensive. The best

" approach is to deal with sjtuations as soon as they

appear, regardless of what they are.

At all times, be honest about the program the
participants, and your abilities. Any dishonesty,
mistakes, misrepresentations, or evasions wiil almost
certainly -be a barrier to the success of the training.

Counselors should also relate human relations training

to all-the other things that Wl|| be happening to the
partlcrpant during the program’s-orientation. . During
orientation" it is particularly important that any
policies of the counselor in respect to attendance or

.,»behawor be stated. It is strongly advised that you do
" not -set poIrcres you cannot; enforce and that you

enforce the’ policies you do set. Policies should be

. ..5|mple -and “direct, and as few. as possrble The

demands and penaltles should be cIear and precrse .

An':.orrentatlon to the program and fo the group ' ~The Seoond Day Co

process is” given. "This, consists of an epranatlon of .
and pollcres wrth whrch the'

Gett|ng every member of the group |nvolved isan
probIem whlch every -human - relations
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participant will be working during the coming ten
(10) days’ cycle. Counselors should assume that the
group members know nothing of what is going to
happen to them. Explanations should be as inclusive
and as clear as possible, yet simple and direct enough
to be easily absorbed. Therefore, the presentation
should be limited to pertinent high points, such as

- participant fears and the hoped for results of the

program. Presentations should be realistic. Do not
promise the participant experiences or tangible
benefits {money, jobs, etc.) which past experience has
lead you to believe may not result. On the other
hand, every effort should be made to arouse the
participant’s interest and desire to- profit from the
sessions. Any ‘possible benefits of training should be
indicated.

Encourage participants. to ask questions. Always
answer them, no matter how silly or irrelevant they
appear. If  participants feel -like discussing .or
criticizing, encourage them. Getting people  to
actively participate should . be your major -goal.
Negative reactions can be turned .around early.
Hostiiity is not necessarily bad. Do not cut it off or
ignore it. Try not to become defensive.. The best

. approach is to deal with situations-as soon as-they

appear, regardless of what they are.

‘At all times, be. honest about the program, thev

partlclpants and your -abilities. - Any. d|shonesty,
imistakes, mlsrepresentatlons or_evasions will a'most
certainly be a barrier to the success of the: training.

Counselors should also relate human relations training
to all the other- -things that wuli be happening to the -
- participant during the program’s orientation. During

orientation it is. partucularly |mportant -that ‘any

_policies of the.counselor in respect to: attendance or
.behavior be stated Itis strongiy advised- that you do-

not set pollcles you cannot, enforce and that ‘you

. enforce " the “policies you do set. Pollcles ‘should: be
'slmple .and: direit; and’ as few ‘as. possuble The
i _demands and penaltles should be cIear and preclse

Gettlng every member of the group mvolved is an. '
reIatlons-

|n|t|al problem Whlch every human

‘,Doe a. Kangaroo

counselor must overcome. Participation is necessary
for group discussion tc take pslace. This is usually best
done by utilizing techniques which help each
individual to verbalize some feeling in addition to
giving his name. Start by having the participant use

himself as a referral base and then by having him .

extend this base to other individuals in the grouv. A
typical technique might go something like this:

Counselor: “All right group we're going to have to
get to know each other at least a little better before
we can get any- real discussion going. 1. mean
like—none of you really know me and.| don’t know
any of you. Right? One way we could do this is just
sit around for a couple of days and maybe he’d talk
to her (point to one male and.one female) and then
maybe he’'d even talk to me (point to an apparently
hostile member) and some of us wouldn’t talk:at all.
I’'m sure at least a few people like him (pointing to a
sleepy member of the group) would just get bored
with the whole thing and walk out and | really
wouldn’ 't blame them. That’ s why some people have
made up somethlng called “‘techniques” to help us
out. They may seem s|mple and childish at first, but
they are usually fun if you just accept them. They
also have a point. If you get it, cool.. If you don't,
that’s cool too because we’ will duscuss later ‘what

- happened anyway Any- obgectlons? (You will not

usually getany at this po|nt just blank stares or a few
heads noddlng) OK. th|s technlque requlres that we
aII pretend we re ammals a .

Anlmals are onIy one example you can use. (See

' glossary for others) Almost certalnly you quI get an

. |mmed|ate negatlve ‘reaction. Qur sugge"ted response.
is to’ maintain a sense of humor act slightly negative .
_yourself, but suggest that the goup go ahead and try ,
'It T .

: Serlously, Iet s see what happens If |t gets too sllly
2 we'll stop. 1Nl start it by giving’ my name and the
. ‘jlanlmal 1 wouId Ilke 10 be, and'then |’ wouId like to
. just.go 'on around the"circle and_have evervbody else

do the same.. Understand? 0 K
next
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Smith . ..

. a gorilla; Sally Jones: Sally Jones ....a
kitten.” :

Invariably, somewhere around the circle there will
be one peirson who will refuse, saying that he is not
an animal. He may do this for numerous reasons such
as a challenge to ynur authority, fear of speaking up
in the group, negative attitude towards other group
members, or an aversion to lab2ling himself an
animal. The counselor must quickly attempt by short,
fast questlons and friendly teasing to make a
statement on why the particinant will not respond.
Then he must gently prod him into going along,
always remembering that it is not the fact that the
participant is picking an animal that is important, but
that getting him in as a partlclpatlng member of the
group is essential.

After you finish this technique, and if time
remains, immediately switch the participants’
attention from themselves to-the other members of
the group. This is done by a variation of the previous

technique. A member of the group becomes the focal

point and all the other members tell him what animal
they. would make him. This continues to the next
member until all participants and the counselor have
been labeled by the other members of the group.
Following the use of these techniques, you should
always allow time for discussion, sincé this is the real
point of the technique. In this case, the discussion
stiould center around: 1} what happened as the group
bétame involved, 2) Why the group became involved;
3) why certain an|maI names weré used 4) what the
reactions  were’ ‘of dlfferent people to* ‘being -called
certain an|maIs 5) whetherjudgementswere made on

each other and 6) what the basis for these 1udgements _

were " (e.g.; appearance actions, voice, At all t|mes
the ‘counselor si'ould guide and direct ‘the discussion
so that part|c|pants reaI|ze that they are becomung a

other~ th‘at they have made ‘somie " basic. 1udgements

and’ that 'no great fear-or - tension has ‘resulted ‘from

this mteractlon Try and discuss the results clinically.

For.: exampIe K. group, Iets talk about what

happened and why or,.

g

‘They should see that they have talked to each’

T, TN Te

why people in general react differently to situations,
and how we feel about this. Can anyone identify with
John's feelings?”’ Never let the technique itself
become the center of discussion. Technlques of
themselves hold little or no value.

The Third Day

By the third day, the group should begin to come
closer together. The best approach for this day might
be to- start with an advanced interaction technique
and then move into a more free-form and relatively
unstructured discussion. This allows the group which
is still young to achieve an organized starting point. It
also begins to push the group out on its own ground.
There are a number of suggested techniques in the
glossary. Two that have been particularly successful
for us are the Selection Game and Personal Heart.

“The Selection Game:” This is a good starting
technique because it has enough similarity to second
day techniques to make it easy for rarticipants, and
yet calls for a more advanced and direct form of
interaction. The game is very simple. The counselor
merely goes around the circle and asks each member a
question, the answer to which must include
references to one or more members of the group. The
partlcupant is asked to make his selection by getting
out of his chair and touching a member or members

-on the shoulder and then returning to his seat. A

sample question might be: “If you were left a mi'IIion
doIIars by a rich uncle you didn’t know existed, and
he said that’ you had to share it with three members
of this group wrth ‘what three members would you
share -it?"’ ‘'or “If you owned a busiriess and had to
leave:on- a vacation, what two people ‘in this group

would you want to manage it for you while you were

" gone?*’, When the ‘counselor’s ‘turn’ comes’ he should-

. Iet the group ask hlm one of their questions. .. .
“After everyone had been asked, the group can
- discuss why certa.. ‘members chose each: other, why

. certain: members were not chosen; and the nature of

when we dlscuss this, don t
focus on John and why he acted’ that way, but on'*

'|ndW|duaIs reactions to being chosen or left out. The

counselor “should™ guude : the discussion so that
members ‘of the group become totally aware of why

ook ¥ia sea Wb s sl i Ll LUD it
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why people in general react differently to situations,
and how we fee/ about this, Can anyone identify with
John's feelings?”’ Never let the technique itself
become the center of discussion. Techniques of
themselves hold little or no value.

The Third Day

By the third day, the group should begin to come
closer together. The best approach for this day might
be to start with an advanced interaction technique
and then move into a more free-forsi and relatively
unstructured discussion. This allows the group which
is still young to achieve an organized starting point. It
also begins to push the group out on its own ground.
There are a number of suggested techniques in the
glossary. Two that have been particularly successful
for us are the Selection Game and Personal Heart.

“The Selection Game:” This is a good starting

* technique because it has enough similarity to second
day techniques to make it easy for participants, and

yet calls for a more advanced and direct form of
interaction. The game is very simple. The counselor
merely goes around the ciicie and asks each member a
question, the answer to ‘which must include
references to one or more members of the group: The

participant: |s asked - to make h|s selection by getting"
out of his cnalr and touchlng a member or members'

on the shoulder and then returnlng to: his’ seat. A
sample questlon m|ght be: '

share it?" or’
leave'of a vacatlon ‘what’ two people in- this. group

_would’ you want to manage it for you' ‘while you were’

gone?": ‘When ‘the counselor’s turn-comes he shouId=
let the group ask him one of- their: questlons T
- After- everyone “had “been: ‘asked,” the group ‘can

' dISCLISS ‘why: certain members ‘chose each other,;’ why:
certain-members were not chosen, and the nature.of

individuals’ reactions to being chosen or Ieft out: The

counselor: should"guide : the - discussion .-so - that i
members of the group become totaIIy aware of why ;

‘If you were left a m|II|on,.
dollars by a rich uncle you didn't know exusted and
he said that you had to share .it wrth three members o
of this group vuth what three members would you.

“If you owned a business and’ ‘had to

they are making certain decisions and judgements., -

Once the Selection Game has run its course, the
group should be ready to try to move into a more
open and less directed discussion. Depending on the
readiness of the group and upon the counselor's
honest evaluation of his skills, the counselor can
choose any technique. He may open the session to
whatever the group wants, or organize discussion very
tightly around a theme of his choosing. It may be
difficult to know what to do. In that case, try
something and if it does not work, do not be afraid to
admit it to the group. In case of failure, stop and try
something else.

“Personal Heart:* This is a kind of ‘middle ground"’
with very little structure. The counselor suggests that
any member of the group can ask any other member
any questlon that he wants. The member being
questioned does not have to answer. Results of this
sort of questioning can go from the totally -insane to
the extremely explosive. It is up to the counselor to
controI the discussion to make sure that it remains
relevant, interecting, and is directed towards what
seems to be problems shared by the majorlty of the
group. Always be watchful of monopolization by one
or two members and/or boredom by a large segment,
Always feel free to.involve yourself to stimulate or

tone. down . the flow.of discussion. But try to let the

group handle . and d|rect |tseIf as much as poss|bIe

The Fourth Day

to utilize :the sharing and |nteract|on ‘that. has:gone

on prevuously to.identify. some of the problems whlch.

the group-seems.to have, and to direct -the. group’s

" attention .to these problems.. One effectlve way of
'domg this is through role-playing. -
. The counselor identifies a srtuatlon whlch he
thlnks may - -be somewhat similar ‘to one. shared by :
“many. ' members of -the group. " The - s|tuat|on is’
descrlbed For example a teenage son. who has Ieftv .
C'money.nor
‘place to stay, comes home high‘at three o c.ock in the:
mornlng, and trles to taIk hrs mother |nto Iett|ng h|m s

home for three weeks lost his job,. has

!n;-;- Chlnae e
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On. the fourth day, the counseIor should attempt
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Allow the actors (one participant plays the

~ mother; another plays the son) in the role-playing

situation to create their own scene and dialogue from
your- bare outline. Let them take it where they will.
Do not allow the action to terminate until the
problem (in this case whether the ynung man will be
allowed to return -at home or not) is solved. After
actors have finished, allow group members. tc
criticize, congratulate, offer other solutions, and
evaluate outcomes.

The possibilities for discussion and interaction
around role-playing are numerous. A good
role-playing session with active discussion can easily
fill a two to three-hour training session. Almost any
problems can be dramatized. Seldom will two people
solve it exactly the same way, and that is the point.
The purpose here is to get various problems and
solutions into the open, and to broaden the
individual's alternatives for action. Avoid
value-judging solutions. Try to stress what is effective
and allow the problem-solver to reach solutions which
would seem to work for him in a similar, but real-life
situation. o

The Flfth Day
" The fifth day is ‘the’ end of a week and the mrddle

of a cycle. There will'be two following days spent’

away from the orientation center before the next
session. Therefore, the fifth day should be a day in
which the participant feels a sense of accompllshment

and an understanding of what he has been doing thus
far.. Without this'sense,: participants feel confused and
- re5|stant to returning on-the followung Monday This
s a crucial ‘day. Two technlques have been found to-
“be especrally effectwe for- th|s purpose The Prolect o
" and Group Analysrs o

N "The Pm/ect Thrs IS any pro;ect whlch requrres.'
s physrcal effort to buijld-a physical entlty, such as-an .
S-art, collage .a paper. tower,.or whatever, dependlng on’:
materlals avallable The.counselor shouId ‘divide the
. _group: into. smaIIer groups Try to create at least. three .
’groups, with. at _least three. members. in each.group..

. Then . 'fjnumbers permlt have each group select one':' .

member as an observer (this should only be done with
groups of five or more). If you have observers, call
them up to the front of the room, explain what is
going to happen, and tell them that you want them to
watch their team and report on v/hat the members
do, who participates, who organizes, and so forth.
Then send them back to the grcup with the materials.
If you do not have observers, the counselor or
another staff member such as a coach can serve in this
function. Be sure that each group has the same
amount of materials and that they do not have access
to any more than the amount. Then announce to the
groups that each team will make something and that
they will only have a specified amount of material
and'a certain allotted time in which to do it. Explain
to them that when the time limit is up, the finished
products will be judged by you ard another staff
member. The standard can be beauty, strength,
height, color, etc. Then begin Do not interrupt or aid
any group. After the tlme has elasped, judge the
entries and choose a winner.

The heart of the exercise begins when the
observers or you, the counselor, discuss how different
teams functioned. After your observations are given
to the group, a discuss on - should be heId on how
Ieadersh|p, . team-work, cooperation, . creatlvrty,

* competition and such_ affected different partlcrpants

By the time the exercise is over, you should have had’
a lively discussion wrth tangrble physlcal evrdence as

~ proof of the different assumptlons workmg in’ each

group Partlclpants quI be left with a sense of
accompllshment in havung created somethlng that'

~they can readily see, and with- a deeper understandlng:

of how they successfully performed a task.

The Prolect exerclse also fac|I|tates moving into
the .more -abstract ‘‘Group Analysls .. In Group

N AnaIysrs -the counselor and the group discuss what

has happened over the past. week, what the changlng‘
patterns : Ieadershlp ‘have: been, -who . has

,partlclpated most and ‘why. Each individual- group
.,member -is ~ ranked --.on " scales “of leadership,

participation, and ‘acceptance.: Once .the scales are"

created, discuss why. some |nd|vrduals rank high on "t

one scale  (e.g., leadership) and low on another (e.g.,
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member as an observer {this should only be done with

groups of five or more). If you. have observers, call. -

them up to the front of- the room, explaln what-is

going to happen, and tell them that you want them to~
watch their team and report on. what the. .members -

do, who participates, who organizes, and so forth.
Then send them back to the group with the matenals
If you do not -have observers, the counselor or
another staff member such asa coach can serve |n th|s

functron Be sure that each group has the same,

amount of mater|aIs and that they do not have access

to any more than the -amount. Then announce to, the*
groups that: each team quI make somethmg ‘and. that'
they will onIy have a speclfled amount: of materlal'
and a certa|n allotted’ t|me in which todo. it. Explatn._.
to’ them ‘that when the t|me l|m|t is up, the f|n|shed .

products will. be ]udged by you and another staff

member. ' The standard “can be- beauty, strength )
he|ght coIor, etc. ‘Then begin. Do not tnterrupt or aid. " p
any_group.. After the time _has eIasped ',]udge the .

exerclse :'_d|V|de the group into. teams of f|ve or:}Iess' ‘
: Guve each group:. penc|I and . paper. . Explaln that v
bralnstormmg is.a way that has been used to come up i
'WIth new -and- d|fferent soluti ns. ‘
._that s ‘an- aIternatrve ‘

entr|es and ChOOSB a wunner

“The’ heart “of "the ‘exercise 'beglns when the‘f
" observers or you, the counselor discuss how d:fferentf-
, '_v.'r'teams functloned “After your observations are given
. to- the group,‘a dlscusslon should be heId on how_'»f'

g days® spent_.:‘ Yyt

ore"the next: .
d beaday in. o
,ompllshment R

en doing thus " 3066
confused and = gy
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V.. such as'a
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Id -divide. the_'
at Ieast three,.. N (
"f".*created dISCUSS why some mdwuduals rank; h|g o

; each group'

up select one ;

c partuclpated.
'_:,.member

“one. scaIe_:,(e g.

Ieadershlp) and Iow 'on‘another . (e

S can wuthout grou
- valld no ‘matt

acceptance). Try to’ direct ‘the. dlscusslon' so- that -.

participants know and understand what has . been
going on. Get them to do- the|r own evaluatlon as

"'much as posslble By .the end of the’ sesslon the group
shouId have some Iast|ng ‘and” vw|d |mpress|ons to‘
. -jtake them through the weekend ‘ -

Ny The Saxth Day

The stxth day is the f|rst day back |n the center,

’ after a: two-day Iayoff and the' beglnnung of the

second week of the cycIe Therefore the focus is.on

'renewmg and mauntamung the |nvoIvement of the
":partlclpant in. the probIems that have emerged durlng
training, and on movmg toward solutlons to these :

probIems ) :

Agaun many approaches can be used effectlver at
this time. One,  for. exampIe is aitechnlque that
|ncorporates squt|ons 1o, both o

‘probIems and;

SRS
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down their lists to the best five solutions, and then to
discussing which' team or teams had the  best
solutions.- Concentrate on solutions which mention
employment and v to direct the participants

(without forcing them! into discussing employment .

as one alternative so/ut/on to their problems. This will
help- prepare -the group for the transition into the

seventh and eighth-days where employment ‘will be -

the prlnclpal focus of attent|on

The Seventh Day

The seventh day is one in wh|ch the counselor
begins to narrow- -down group interest- to the almost
exclusive consideration of employment. We have
found -
- discussion of employment in generaI rather than to
discuss the: part|c|pants ‘past- problems with
employment.- “The ~ counselor may ' begin . with

information on jObS available durmg -the cycle, and -

then - begin to . initiate a group discussion . around

emponment As . partlmpants -start to: reIate past -

experiences, - list: -them on the board. Act out:certain
- pertinent- experlences in a role- pIay|ng s|tuat|on Put
a the h|ghest and:lowest salaries of each group member

_on- the board as well as the length of time worked and.

- the’ type of jOb performed Have participants evaIuate
_the .job -market:-and. the. desirability ' of being
emponed AIIow them to criticize and- evaIuate each

“other’s. capab|I|t|es and ‘chances: of success..Your. big

B probIem quI ‘be_to:make participants aware of and
' |nterested in. the jOb opportunities, and ‘to’ be -frank

" about’: what. - they’ can ‘and - what...they:. cannot

reaI|st|caIIy expect from emponment Dorng thas

properly.is as |mportant as it is difficult. Part|c|pants
frequently have unreaI|st|c hopes for ‘employment. Be

'-,reallstlc about emponment : and

"'part|c|pants should expect fromit, - -

DN AL DA apastd e s rgh s da s b

it.. more  advantageous ' to “begin’ with a .‘°"°W up

about what

time. These staff are excellent resources for the
questions and outright negative reactions which will
almost certainly come from your group. :

A good procedure to follow. is -to put the
participants’ job salary ‘expectations on the board
first, and.then have the job program developers and
the group discuss them in the light of each member’s
past -work history, test scores, and = other
quallflcatlons After this- dlscussmn has taken place,
have the job program developers present the openings
which are available. Make sure’ that they answer all

’ ques_tionsand that they cover important areas such as

salary, distance to work, type of work, advancement,
fringe . benefits, " unions, .and program on-the-job
"Respond:. to participant . interest in

positions .available. It. has' been found that final

_placement is best done in a.one-to-one. situation

between. the job program developer and the
participant. More in-depth discussion and counseling
can take place between them in this setting.

‘,f'.l'he Ninth Day
The ninth and tenth days present some spec|aI.
probIems because they are also the days on which -

most referraIs to emponment are made. Participants

" are constantIy in-and out of the group on these days.
“Therefore, an assembly was initiated. on the n|nth

day It is difficult for JOBS NOW to give a very

compIete anaIys|s of its’ exper|ences because the,

' s|tuat|on is. still new and ‘the prolect |s stitl in’ the
i stages of exper|ment|ng wuth d|fferent forms and‘
’possnbllltles :

“In " general,’ lt"has"bee'n ‘found that it is

v advantageous to -have .the. entire. popuIat|on of the-
. center- together as the end ‘of 'the cycle nears. This
,',glves a sense of commun|ty achievement to the entire
orientation-
"'contests whech ‘the partrclpants themselves - des|gn
.';have ‘been found .to “be " very: successful..
, actlvrtles especraIIy have been successful They are: an

process .~ Skits, enterta|nment and

_Three

election’ of . Mr. -and MISS Groomlng and Hygiene;

“ roIe pIay|ng srtuatlons of part|c|pants applying . for,
- jObS and mus|caI entertalnment by dlfferent groups

stimulating discuss

cycle.
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see as necessary.
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center can be carri
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time. These staff are excellent resources for the
questions and outright negative reactions which will
almost certainly come from your group.

participants’ job salary expectations on-the board:
fitst, -and then have the job program developers and
the group discuss them in the light of each member's
past work history, test scores, and other
qualifications. After this discussion has taken place,
have the job program.developers present the openings
which .are available. Make sure that they answer all

salary, disiance to work, type of work, advancement,
fringe benefits, unions, and - program- .on-the-job
follow-up. Respond ' to participant. . intérest in
positions available. It has been  found ‘that final
placement is best done in ‘a.one-to-one situation
between the job program developer -and . the
participant. More in-depth discussion and counse'lng
can take place between them in th|s sett|ng

_'l'he Ninth oay o

The ninth and’ tenth days present some specral-
problems because they are also the days on which’
most referrals to employment are made.- Partrclpants_"
are constantly in and out of the group on these days.’
Therefore, an. assembly was initiated on the ' n|nth~
day. It is difficult for JoBs NOW to g|ve a very.
complete analysrs of its experlences because the -
situation- is’ stlll new ‘and the project . rs stlll in® ‘the.
stages of - experlmentlng wrth d|fferent forms and<

p055|brllt|es
In.. general

advantageous to . have the. entrre populatlon of the<

cenier -together as. the. ‘end of -the .cycle: nears.. Thls

. role pIay|ng S|tuat|ons of.-; partlclpant s applylng for.'
: jobs, and mu5|cal enterta|nment by d|fferent groups :

A 7o providea oy eric [E

A good procedure to -follow is to put the»

guestions and that they cover important areas such as_

’g|ves a sense of communlty ach|evement to the _ent|re__

contests whrch the'partrclpants themselves ‘,desrgn,_‘
have been found to” be very... successful Three::.

So far, total community discussion groups have had

only a limited success. Since the total population of

‘participantsusually is around one hundred {100)

people, group.size may be a factor. It also has been
found that presentations by outside groups such as

businass and industry, planned parenthood and local -

orgainzations dealing with drug addition had almost
no success in maintaining participant - interest and
stimulating discussion. Perhaps it is because pre-
sentations of these types are,. unfortunately, not

: geared to our populatlon

The Tenth Day.

The tenth day is the last day ‘of an or|entat|on'

cycIe It is often hectic and d|sorgan|zed W|th staff

_trying. to make a last effort to . insure. that all -

partlclpants are placed or servrced |n some posmve

way, Yet it has been found that because this is the
last. t|me the group meets together and the last t|me
" that the counselor * will - deal dlrectly _wrth the’

part|c|pant that it |s advantageous to attempt to

reinforce orlentatlon emphases on. the continuing . -
'contact ‘between JOBS NOW and the part|c|pant"
Slnce the” prolect has a- follow up system ut|l|zmg ‘
_coaches the’ counselor should def|n|tely make sure -

every part|c|pant has met h|s coach “that they have
found a chance’ [ talk and that the part|c|pant

’.understands why he has a coach and in what ways the .

coach can heIp h|m The counselor should explaln
“this_ generally in-a’ group sctuatlon but ‘every -

) partrclpant should also have a- one-to-one session with -
- his® :coach. . The . counselor -.should - “also- -have -a’.
'd|sposmon .on. all’ of his . part|c|pants and- explaln ‘to
them what will happen if they are‘not servrced : ‘
s Lastly, it has’ been .found worthwh|le to dlSCuSS |n,
‘the group what has happened dur|ng the last ten days.
“_'Have the part|c|pants evaluate the|r experlences and
- offer: cr|t|c|sm suggestrons and changes ‘which they
see.as. necessary “This_is-also -a. .good time* for- the
group to- dlscuss the dlfferences between the world' .

;" they .are-. movmg |nto and the atmosphere of the
“center,. Focus-: attentron on: what experlences in‘the
'center can be carrled on |nto the|r everyday Ilves and o '
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what things will be left in the center because they are
not “real”. In general, this is not the time to bring up
.new material. It is time devoted to the analysis of

what has been important to the participant and to .

drlvrng those |mportant th|ngs home

| E_\‘IALUATI(')NVJ-.AND'D.OCUM'ENTA"I"I'QN“ '

JOBS NOW has found-it» useful to have the
counselors keep - “'diaries.””” Entries are made on a

’ daily basis. Content may'incIude»probIems. New
techniques, suggestions on training, case studies, or

simple . descrlptlons of each day’s activities. At the

_end of each cycle, d|ar|es are collected ‘and read by

the director of onentatron Group discussion takes

place between orientation staff around cycle f|ndrngs

itis d|ffrcult to_give an unequlvocal evaluation of

human reIatrons exposure within the Ornentatron’
Center Hard data in the-area of human relations -
’ tra|n|ng are everywhere ‘minimal. JOBS NOW has

never had a control group with which to, measure the

efflcacy of its tra|n|ng ‘Another factor . |nh|b|t|ng_’_.,
_ 'objectuve evaluatron is the Iarge number of variables
-that the’ JOBS NOW employment process involves,

especlally in the areas of h|gh support, coachrng, and

remaln somewhat obscure

FoIIowung are four case

;representatnve -cases. These among others, have led -
. - the project-to. belleve that human relatlons exposure-'_
: »does effect: pos|t|ve change in some ‘participants and . .
B prepares them.to meet. realrstlcally the. emponment'g
'.worId The names f parti '

- about his family, the desertion of his father wh
'was young, and his inability to”open-up®’ to wd
"Ralph asked the interviewer if he could be chang

_he did not'want to dropout of the program, bu

“group. Through participation, he began to

" dependence on his mother, and of his fear of hq
" learned that many- others in the group had s

~him around the house.” She had even discou

' He wore “the onIy suit he -had,” an old ill-fi

- the matchrng of partlclpants with’ jobs. Until. more is “tuxedo. He’ fa||ed the “interview. His cou

- known about these areas. and. then reIatuonshlps to,
and effects on human reIatlons tra|n|ng, _fandlngs erI,-

_contacted the . company ‘and asked that’ Ralp|
“given another chance. The counselor: then receive
* Ralph -an advancp -from the project’s Brother
:Fund and had Ralph go with a coach to a clothi
~buy a new suit. The next day. Raiph was intervig
- _and glven the ]Ob He has since be

have been changed B
U . ) :.workers i He was f|red from most 1om and quils

Ralph Johnson, was a 21 ‘year: old htgh school"f'-" ers. He ‘¢a
- |m|ted work experlence |ncIuded,-'
'_‘,'short termed menlal ]ObS . His ‘test-. scores were
. .average,: but he was extremely shy and rntroverted
..+ :He kept: to hlmself Durrng the f|rst few human :
' reIatrons sessuons he placed his: chalr agalnst a waII

';aggresslve and |n$Ubord|nate in ‘class. His freql
';}}absences were- reason enough to terminate Otis
-, training,. but h|s counselor was firm in her belief
- hie could be worked wrth He failed job: sinterveie
"every company to whuch he _was referred

and blatantly refused to participate. He rd
angrily ‘when others in the group asked him tg
them, But when on the third day he was interv
by an Employment Service interviewer, he was
open and -cheerful. --He would visit the
interviewer during lunch. breaks. He talked fr

a class which had a male as a counselor. He saig

he feared he would because of his nervousness
with the older female counselor. The changs
made. Immediately, he begin to work with thd

confidence to talk honestly in a group-setting
group listened sympathetically as he spoke abo

difficulties. He began to see employment as a
achieving some independence. Ralph’s mothegl
discouraged . him from- working because she "§

him from continuing in JOBS NOW.

~ The job for which Ralph was interviewed req
a suut and t|e He reported to it. !mproperly drd

prn”noted

Lawrence Otls was ev,,eued from hngh schod
brutaI|ty ‘He~ held” a -number of’ jObS after§
expuls' r'"‘ but couId not- get along ‘with

to JOBS NOW ‘He was extre
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and blatantly refused to participate. He reacted
angrily. when .others in the group asked him to join
them. But when on the third day he was interviewed
by an Employment Service interviewer, he was quite
He would 'visit the male

was young, and his |nab|I|ty to" open-up’’ to women.
Ralph asked the interviewer if he could be changed to

a class which had a male as a counselor. He said that "

he did not want to dropout of the program, but that
he feared he would because of his nervousness while
with the older female counselor. The change was
made, lmmed|ately, he begin to :work with the new
group. . Through participation,.

dependence on his ‘mother, and of his fear of her. He

‘learned that many. others. in- the group had s|m|lar
difficulties. He began to see employment as a way of

achieving some ‘independence. Ralph’s mother had
d|scouraged him from worklng because she ’ I|ked
him around - the house.” "She had even d|scouraged
hlm from continuing in JOBS NOW. _
The ]Ob for wh|ch Ralph was mterv:ewed re 1

"f ?jobs after hls

y:and: |ntrove_rted

e. first few  human’ ¢
cha|r aga:nst a wall

\‘l

he  began - 10, gain
confidence to-talk-honestly irn-a group setting. The.
group listened sympathetically as he.spoke about his -

’ part|c|pants ‘She had a very powerful
‘was vehement -in- her_att2cs-on the project and -
. employment Ther counselor dlrected her in-puts on

j'role -reversal . exercises. Her.- counselor
- spent - a. great deal of" tlme with Virginia on a

remained unplaced at the end of the cycle, and was
asked by his counselor to return as a re-cycle. He
refused. Within a few weeks he was incarcerated for

-.burglary, petty-theft, and: dlsorderly conduct. : The

project stayed -‘in ‘contact - with- him- dur|ng his-
incarceration. Upon. his release, he réentered JOBS
NOW. His counselor and - coach devoted ' special
attention” to him. -He began to" become actively
involved with other participants. He was never absent.
His attitude began to change, and at the end of the
cycle he passed his first job interview" He has since

‘been placed into that company’s superwsory tra|n|ng,
: and has readlly advanced on the ]0b

V/rg/n/a Mae Williams - was a h|gh schooI graduate
who had . lost ]Ob ‘after jOb because of frequent
conflicts with : -supervisors. During. the first: few
human relations sessions, she was. suspicious: of the
counselor, .and - highly’ aggressive . toward _ othsci
.“aonallty and

°’:.ept|on to Vlrglnla .and had her participate in
in addition,

one- -to- -one basis. The counselor asked hef to help in

"|‘nt’erv1evv "His counselor '_ - worklng with' other partlclpants Vlrglma then learned

1 g - and asked ‘that Ralph be -
not er chance The counselor then rece|ved for
Ralph an advance from the prolects Brotherhood .
Fund, and had Ralph go ‘with. a coach toa cIoth ier. to
;buy anew suit. The next day Ralph was |nterV|ewed
l 'and g|ven the ]Ob He has slnce been promoted

qutckly to- better understand and respond to the

: needs of. others She. was shown how the. empathy

whuch ‘she. .was learnlng was' valuable ln a work
s|tuat|on Vlrglma ‘began. to" “open-up” to ‘other

-part|c|pants ‘and’ spoke of her aggressnveness as being
. a result” of her. fear-and-: loneI|ness on her past jobs

. She ‘wasplaced - |nto ‘a high® support openlng a"
‘Lawrence Otls was expelled from hlgh ,chool for s '
'brutal|ty He held ‘@ numb

57

typast and has twuce been promoted S

.'..Mary Blue appeared bored 1t was dufflcult to get :
er motlvated ‘While she was. not hostlle she was not

: outgoung and th|s caused. resentment among other o

artlcnpants ‘She refused to cooperate She began to

: _"'talk and share' thh one group member and th|s .
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_ accepted and gained some confidence. She was able at
the end of the session to pass a difficult interview.
with-a major corporation, and is today still employed
in a position of responS|b|I|ty

GLOSSARY OF HUMAN RELATIONS
EXERCISES

1. 'FREI_'IMINARL"Y EXERCISES— -

The purpose nf these ‘exercises is to heIp group
memibers to Iearn ‘each. othera names so that they
begin to know each other, to get part|c|pants |nvoIved
"as'a.group, and to make them aware of how.a group

f|rst two (2) or three (3) days of the cycIe e
- EXERCISES -

'Anlmal Name Game

|nd|cat|on of- his seIf concept and his -

s th|s technrQue depends on the srze of the group

EI{IC :

R v i Tt

‘ his behavuor. it is communication to a person which .

GETTING PARTICIPANTS ACQUAIN ! ED "

begins to form. . They are generaIIy used during the.,

The Animal’Name- Game IS an Introductory techntque-
which’ aIIows each member of the group’ to say

» '_somethlng to- |dent|fy himself- and- to- g|ve some’
‘initial - -
= |mpresS|on of other group members, The time: Ilmlt of =
- I|sten ‘to what others said, and |: felt forced. to-
v : . Sr ' accept your arguments or face attack from you If-'
f;..The procedure begins . when the counseIor suggests S dld not feeI comfortabIe ' : o
" - that each- member of the group g|ve his. name and the ’
“animal he would’ choose to be if he had-to be one. -
, .f_-("John Smtth—a tiger.”") This cont|nues around the . .
L group unt|I each- member has stated h|s name and thei; -

T DT ol TS

determinant of behavior. Part|c|pants can begin to
learn who they are by describing themselves to
another. Participants-are asked to pair-up. One.of the
participants is asked to role-play a biographer who is
writing the. life story of the other. The biographer is

given 20 minutes to. conduct his |nterV|ew The roIes :

are then switched. -

Forms of Communication.

The counselor may find it useful . to IEdo a group»

dlscussmn on the subject of feedback. Feedback is a
‘helping another person to consider changing

gives that person information about how he affects
‘others. Feedback heIps an individual ‘to’ keep his

» behaV|or ‘on target

Some Cr|ter|a for Useful Feedback

' It is descrlptlve rather than evaIuatIve Avoiding
"evaluative language reduces the need of the
individual to react defensively. The participant

‘ houId be asked what he saw and feIt object|vely .

It is spec|f|c rather than generaI To be toId by a

'counseIor that a, partlrlpant is dommatlng will .

. probany not be as useful as to. be told that "just
‘now ‘when we were deciding the issue, you did not

'_"It takes into account the needs of both’ the
receiver and g|ver of . feedback Feedback can be

rece|vmg end

' ’shortcom|ng over wh-r'h he has no controI

It is . soI|c|ted rather than |mposed Feedback is
most useful

It is-a fai

“telling the p
fdestructuve when it serves only- our.own needs and -

* Name Go-R
. fails to: consrder the needs of the person on’ the, am

. This exerci
Participants
which they

1t is . d|rected toward behaV|or wh|ch the rece|ver program, et

.._A”-'_can do’ someth|ng about Frustrat|on is onIy» :
- lncreased when a person- is- rem|nded of some :

One-Word
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when the. - receiver * himself- has  such as:
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observin

It iswell-
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determinant of behavior. Participants can begin to

learn who they are by describing themselves to
another. Participants are asked to pair-up. One of the

participants is asked to role-play a biographer who is:
writing the life story of the cther. The biographer is...-

given 20 minutes to conduct his:interview. The roles
arethen':vs.I tched. - oo

Forms of Communication. ,

The counselor may find it useful to lead a group
discussion on the subject of feedback. Feedback is a.
way. of heIping another person io consider changing.

his behavior. It is communication to a person which.

gives that person . |nformat|on about how he affects
others. . Feedback heIps an individual - to keep h|s»'

behavnor ‘on target

Some Crlterla for UsefuI Feedback

It is descrlptlve rather than evaIuat|ve Av0|d|ng
' evaIuatlve

. It is. spec|f|c rather than generaI To be toId by a_’
dom|nat|ng will - -
probany not be as useful as to be told that ’ just'_
now when we were dec|d|ng the'i issue, you did not

listen -to what others said,. and I feIt'-forced, to.;:_.
' |- should” not" be used - until part|c|pants are already -
" acquainted. Partlclpants are told to express a ‘feeling -
“ o that.they” had ‘for another participant. They-do this
It takes |nto account the needs of both the_g.,
. receiver and giver, of feedback. Feedback can:be ’__teII|ng the, partlclpant what they feel about h"’ﬂ
serves only our.own needs and?g N s e

of: the per; N on’ the.-f'

’ ,.counselor that a. part|c|pant is .

- accept your arguments
dld not feeI comfortabIe

3 destructrve when it
- fails to; conslder"the‘needs'
:recelvmg end W

~can .do. someth|ng about Frustrat|on ;.; ‘
','-;lncreased when a.'person’ |s rem|nded of- so '
shortcom|ng over wh|ch he has no coftro

most usefuI

when :

PArunext provided by enic [l

Ianguage reduces the need . of the
|nd1V|duaI to- react defensively. The . part|c|pant_:,
' shouId be asked what he’ saw and felt objectlvely -

It |s d|rectedtowar behawor wh|ch the rece|ver‘

It is"solicited, rather than:imposed. Feedback . |s’,.,_.l"
the ., _receiver - h|mseIf‘i‘ has™

formulated the kind of question - wh|ch those

observmg h|m can anwver
: It is well- timed. I

'|sexh|b|ted S e

,.It is checked to insure clear communlcat|on One. '
way of doing this is to have the receiver. try e

*_rephrase the feedback he has received to see if it
: corresponds with what the sender has In'mi:nd._

‘When feedback' is giyen ,in a training g‘roup',,both .

~ giver and receiver have the opportunity to check
- with others in the group the accuracy of the’
'feedback Counselors should ask participants: "'Is
. this one _person’s |mpress|on or is the: |mpress|on
’ shared by others7 . ~

Feedback then is a way of giving help.

And it is a means for estabI|sh.ng one s |dent|ty-for
answenng, Who am I7" I :

F:.neatLast S

‘The object|ve of this exerclse is to test the trust IeveI
' openness,honesty, and’ freedom- o--actron of a.group.

It ‘is a_ fairly -advanced preI|m|nary exerclse -and

by moving the|r chairs, gomg to that participant, and

general feedback is most usefuI
‘gt the earI|est opportunity after the given behaV|or‘

It is a
- corrective mechan|sm for the individual who wants to
: Iearn how well h|s behawor matches h|s |ntent|ons.

wh|ch gets part|c|pants to .
,fh6f plec.c of. mformat|on">:.-v._v e
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“ My neighbor is ' ' ' _ Certain members interview an individual in fro
,; Other people are - . ~the  greup. The interviewers make-up the ques
é JOBS NOW is_ - : : There.is no Ii'mit-'to:the questions. The counse
Iblike people who are : ‘ S subject to being interviewed. This technique p
. . particularly . effectwe when the group displa
Peopic need distrust of some members. In the beginning off
) . . cycle, it is often the counselor whom the g
Counselors ‘can construct a sentence completion set  distrusts.
around anythlng which ‘they think will be useful to
the group. A variation of the above which is useful in Select/on Game.
i providing an initial ‘glimpse into “a partrcrpants The counselor asks each partlmpant a questlon
self-concept, is as follows: - answer to which must include a naming of ang
o : partrcrpant Questlons mlght mclude
| am S . , '
1 e S . *If you were workmg, who would you llke
R - — " boss to be?” I
3 "Who would you like as an assistant?"
P X ' My parerits wanted metobe: . [REEEE Who would you prck to go on a vacatronw
. . Dl e e e e .WhoAre You?' C I
. : 3 B 3 U T U T o Members of the group are asked by the counsel
o N . _ , _ _ I R rdentify, present, and explam themselves beford
: N B P .Y - .group. Groups become more aware of their mem
S Awant my childrentobe: . . . “ """ and'learn better how.to freely verbalize feelings. I
_ - II EXERCISES FOR PROMOTING
; o) ."GROUP INTERACTION
about the|r,favor|te pastlmes The other members of Some of these exercrses are the same as
‘:the group try to., determme what aCt'O" the.’ . used to-get-participants acqualnted Emphasrs isp
:"'fhere on, .getting groups to “look into’* ‘the g
- process and to |dent|fy problems that emerge f
R | A i .
XCERCISES B

- '. The B/ography'ExerCIse
(See page 49 for a descruptlon of th|s exercrse )

rs...  Brainstorming.” ..

Lo AT
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Certain members interview an individual in front of
the group. The interviewers make-up the questions.
There is no limit to the questions. The counselor is
subject to being interviewed. This technique proves
particularly effective when the jroup displays a.
distrust of some members. In the beginning of the
cycle, it is often the counselor whom- the group
distrusts. o

T

ion set
eful to
keful in
ipant's.

Selection Game. :

The counselor asks each partuclpant a questlon the
answer to which must include a naming of another
partlmpant Questlons mlght lnclude :

“If you, were worklng, who would you like your
boss to be?” S - S

“Who would vou ke asan assista’nt?'»' -
Who would you plck to go on a vacatlon wuth7 '
‘WhoAre You’ L ; - e
“Members of the group are asked by the counselor to
identify, present and explain’ themselves before the

- group. Groups become more ‘aware of the|r members
and Iearn better how to freer verbaI|ze feellngs

L EXERCISES FOR Pnomormo |
~ GROUP iNTERACTION

";here on’ getting ‘groups to" “look: |nto the “group.

in ~process, : and to: ldentlfy oroblems that em ge from

i o
o ,,,,_,EXCERCISES

: The Blography Exercise
'(See page 49 for a descrlp

Bralnstormlng

‘common problem are-identified. Each is dlscussed ‘

‘This technique .is merely an adaptatlon of the TV'

. advantage of being a technique with wh|ch many of»

. To begln th|s exercnse .you need a. partition to

© the group. This member is placed behind the part|t|on'
'so" that he cannot see the rest of - the group. Three

- group- to be asked questions;. They" are .given. the

attempt to declde ‘which one he would like to go out:

asked to make a‘choice. - The restilts of this technlque'r
L ”-'are many Among them are a. dlscussmn of-. what a
.. man looks for.in a woman and vice versa, lnvolvement
S of the partrcupants in a game wh|ch they have seen
j,acted out by '’
jf‘personallty makes a dlfference |f one, cannot see,
f:'appearance o : B

Some of these exercrses are the same'as ‘those .

used to get partlclpants acqualnted Emphasns is placed’_,:"'i Direction Game.

,.Two vqunteers., are seIecte out of‘th group“Onra.'ﬁ

Sub-group membership here is generally no more than g
five (5) participants. The best five (5) squtlons toa i

until the best solution is |dent|f|ed

The Dating-Game.

game. lts purpose is to get the group involved, and to -
provide a release for flirtations. This technique is also
valuable in revealing tae personality of the questioner
and the persons being: questioned. It has the

the partucupants are fam|I|ar

seperate one member of the group . “from’ the rest of

members of - the opposite: sex are - picked -from the -

numbers one, two, and three. The person behlnd the -
partition: then questions one, two,- and three in an

with. After a limited number of questions, he is then

‘stars,’ and a discussion:-of - why'- '
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Drawing a Word.

This technique promotes group involvement
competition, and individual imagination. The group is
divided into two groups. Each group is then given a
sheet of paper, a-pencil, and asked to appoint an
"artist.”
the counselor so that they both.know tive word, but

no one else in their group does. The artist then -

returns to his group and attempts to ‘‘draw the
word "’ —represent the word with: a picture. The first
group to guess the word from the picture their
"artist”’ |s drawrng gets a point. Each group then
appoints a new “artist” and is given a new word until
one team gets ten (10) points, it is usually better to
start with words like table, chair, etc. and move to
love, hate, sadness, etc. The value of this technique
lies. in its getting groups involved in cooperative
effort, and in promotlng |mag|nat|on m represent|ng
concrefe and abstract concepts

: Dr/ft/ng Lo
This is a technlque to use when a group is gettmg
. d|sorgan|zed and- needs a chance to stop and think. "
The goal i is' to. get part|c|pants to’ tune out” others""
‘and to. concentrate” on . themselves and the|r own_

'thoughts Counselors ‘use " this . exercise ~when
’ part|c|pants become unruly, confused, or. t|red The " .
rules are. ‘these:” No verbal or non-verbal

o communlcatlon wrth others is allowed no- wrrtnng,f,

reading; or loud nolse maklng Part|c|pants can get up

“and move. about as. they please —-they dr|ft for five -
- (5) to f|fteen (15) ‘minutes. Part|c|pants geta chancej’"
to concentrate on themselves _and’'to’ experience’a
. 'feellng of |solat|on ina group sett|ng D|scuSS|on after; )
' " exercise: hould center “on “experiences: the'_-'
' i »and their d|ff|cult|es"

- Partrclpants are’ parred up and perform the exerclse in:

front. of the group Partlclpants begln at, opposlte

‘ends ‘of - the".raom. . They.. are asked "to - establish:
. _‘eye contact and to move towards one another until

E RIC - .:,j_"}f;:-_ ,
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, group

Each ot the “artists” then is given a word by .

'Eye-Contact. .

. such ' @s . .
‘and sl|nky eyed -All folk 'sayings which relate to eye -
“communication should be discussed. In’ addltlon folk"} '

comfort distance,’’
one another ‘and then back ‘off, maintaining- eye
contact all the while until they are at the point from
which they started.

"There are two ways in wh|ch the counselor can obtain
feedback from this exercise. He can ask for feedback_

after each encounter from those who have performed
the exercise and from the group who have witnessed
it, or he can have the entire group go through the

exercise and then open it up to general discussion.
The counselor should focus the discussion .on how
.every movement, ’
-communicative. =

gesture, pace, tone, etc., is

The counselor tells part|c|pants I would like you to

pair ‘up, put your hands on your neighbor’s shoulders,
. and stand- at:arm’ ] Iength apart. Establish eye-contact
“and consciously ‘attempt t0 communicate with your .
_eyes’ alone Do not: talk Do th|s for as long as you-

care tO

Normally, everyone stops th|s exercrse wrthln a few.
: minutes. The counselor then asks the: partlclpantsv
“how ‘they feIt durlng the exercise. The counselor .

should ‘guide .the " discussion into one’ “about how’ with. the ‘most” solutio

humans communlcate W|th the|r eyes ‘The group

should - be asked for all of the colloqu|al expressuonsq
. we use’ |n our ‘society to descrrbe eye communncatron., :
- Maklng Analogles ‘

"As frequently as poss|b

A

moon eyed fl|nty eyed hard- eyed

bel|efs about the’ QUIltV be|ng unablc to look one |n
the eye should be dlscussed .

they make a complete circle of -
-do you feel like me?”’

' Listening to Recordis.

“about what they liked a

"The counselor separates

v_part|c|pants must be co
' practlcal appI|cat|ons o

o samplea_naloquuestlons

~ Living in the‘g'netto is ik
, S _Being'in jail'is'l'ike_'

Whena grouplls unusually |nact|ve or unrecept|ve |t - Talking t° white people |
proves helpful for. the counselor -to insult the group. .
ik don t know about you but lm bored Who eIse .

feels there are a lot of v

great deal of group inter

Jury.

This is a way of deallng
group. A mock-court i
members of the group
conforming to the group

Participants are very lik

they have heard. Listeni
movie is used when par
tired of more arduous ex

Make a List.

ore teams. Teams are
list as many solutions
include: "How would
would-you change your n
to "get- as ‘many solu
worrying about practical

solutions are discussed, d
entire group.

analogies  to .the. wo

private lives ‘and on th

F|nd|ng one hundred doll
Takinga _test |sl|ke



ey make a complete circle of

til they are at the point from

ture, pace, tone,

ncxpants

h apart. Establish eye-contact

k. Do th|s for as Iong as you

back off, maintaining eye -

hich the counselor can obtain.
rcise. He can ask for feedback :.
om those who have performed_,
he group who have witnessed’
entire ‘group go through the -
n it up to general discussion.

focus the discussion on how,
e, etc., s

on your neighbor’s shoulders, - R .
’MakeaL/st L S S U
‘,The counselor separates the group |nto two (2) or
“_more teams Teams are’ glven a question and asked to
. list -as many squt|ons as poss|ble Questlons mlght

pt to communlcate with- your.‘

lnclude
' wouId yo »changeiyour nelghborhood7" The oblect is’
olutions “as: possnble W|thout;;'=
ractlcahty or ‘possibiity. The: team'.j' o
'ﬁ- W|th the - most"solutlons wrns Then the various v

ps’ th|s exercrse wrthrn a few
r then asks the partlmpants;.‘:.

the. exercnse The: counselor‘:.- ‘worrying about:

feels there are a lot of uncool people in here? John;,
do you feel like me?” This mvar:ably promotes a
great deal of group |nteract|on »

: Jury
"This is-a way’ of deallng W|th dewant members of the -

-group. A mock-court is set' up to hold trial  for .
-~ members of the group who are. havmg dlfflculty |n o

conform:ng to the group norms -

L/sten/ng to Records L S : o
Parthlpants are very Ilkely to |espond when asked,'
about what they liked and did not like about records ..

. they have heard." L|sten|ng to rerords or. watching a’
" movie is used ‘when partnc:pants are unrespoﬂsrve or o

e tired of more arduous exercuses
"I would like.you to - P .

""How- would you: hold a’job?"". “How

to-'get -"as ‘man

squtrons are dlscussed ",debated 'and cnthlzed by the
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some other kind of construct. Each group explains

i why its group is like the representation. The other ..
two (2) groups crrtlcrze and analyze the|r construct :

Bt e s

Observa tlon

observer to descrlbe what is going on in the group. “A
is more active than B. C is sIeeplng D is angry with
E. ‘This, like another exercise in this section, is used

S ABTA BT

ment|oned respond openly

Opm/on Seekmg . : :
Participants are asked their opinions on anythlng that

: S oplnlonsverbally or. pantomlme them. -

: S Poetry Interpretatlon

their “own poems. This is “helpful’

. art can also.be useful as a subject for interpretation.

Problem Solwng

benef|c|al if the counselor suggests a home.

3 For example

work|ng very hard Your punctuallty, attr*ndance and
attentlon are aII very good Howe ’er your superwsor
.is always on your ‘back. What co’ you" l:lo" Do. you

do you taIk o h|m about the problem; insisting’to

F

Another analogical technique is to break the group:
down -into’ three (3) smaller groups and ask them to
represent what- their group is like in a drawing, or -

“provide information on how the various groups
) worked together to’ get the ]Ob done ) '

Participants and/or the counselor can act as an'

_ partlclpants to pair-up and stand about ten’ (10) feet

‘apart, facing- each other in two rows: One row is '
to promote partlcrpatlon Ordlnarlly, partlclpantsv

_.eye contact. The row of people who have been given
-the freedom to move, moves toward the people who
‘were instructed to remain. stationary. The movers are

is happening in the group They can either relate their

" moving towards the person with whom they have eye -
- contact. The. partlclpants are asked to note

£ - A poem is. read and partlcrpants are asked to respond " The movers then return to their or|g|nal position, and

~ Many participants are eager to write, read, and discuss
‘in..making.
|nterpretat|on more . personally provocative. Abstract . ’ :
“.-"The counselor beg|ns the dlscusswn by speaklng of
Lo Hall s idea that cuItures and |nd|V|duals vary greatly' o
.,in""the degree 0 ‘which . ‘proximity or. closeness. of E
~‘others is toIerath - Hall, feels that aII people are as.
"though they were. en"apsulated in a bibble; Normal"

EXEI’CISe BS movers

v A hypothetlcal problem sntuatlon is |dent|f|ed by the :
L ll counselor, and partlclpants are’ asked to solve it: itis
s roblem,
" -:ora problem partlclpants might encounter on‘_the ]Ob .
: You are worklng You ‘khow you are

"-Iength
s_normally elbow d|stance The. counselor should, gU|de'
- the: dlscussv'n toward reflectlng upon'the CO"OQUIBI
’expressrons wh|ch pertaln to, d|stance control

- distance for_ conversatlon in Amerlcan society is arm’s

“+ - punch him'in the nose? Do you:walk offthe/job? Or;_'._‘:
’-human relat|ons Surh expressmns as:

"v?partlclpants control space o

groups of at least three (3) members. One member
acts as an observer. Explain that the project wili be
judged on criteria agreed-upon by the.group. At the involve
end of the construction period, discussion is held -
around topics such as teamwork cooperation, "
compet|t|on Ieadershlp, creat|VIty, etc. Observers

Prox:m/ty Exerc:se » :
The counselor begins ~ this exercise by asklno

asked to stand in a stationary position while the other
row moves. The participants are asked to- establlsh

told to stop when they no longer feel comfortable

 at exactly.
what dletance they stopped their forward movement.

the people who have been statlonary repeat the

length If,the group._is, typlcal it wull be noted that,_'.- empet.
jority. of. partlclpants did, in, fact stop at arm s dnoll
Intlmacy dlstance in Amerlcan soclety |s c|rcles,
‘in the f
circle
‘circle
~'he keeps“-’ '

You re crcwomg me:’ iy

VEryor e‘;at arm s’ Iength

- experie
reverse

Emplo
One (1



in a drawing, or
group explains
tion. The other.

in the group, "'A
D is angry with
section, is used
ily, partrmpants

n anything that
jther relate their -

sk_ed.to respond., :
ead, and discuss
ful .- in’ making
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dent|f|ed by the

home problem
inter on the ]Ob
u know you ‘are.
attendance and”
your superwsor'
ou do? Do you
k off the job7 Or
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hobile ¢ or 'a paper '
jwn'- |nto smaIIer‘

‘around topics such as teamwork,
Ieadersh|p, creat|V|ty, etc Observers“
. provide -information on how: the var|ous groups‘
. worked togetherto get thejob done ' :

their construct. -

can ‘act as an

cative, Abstract_.,,
.The counselor begrns the d|scuss|on by speaklng of
" Hall's |dea that cuItures and |nd|V|duaIs vary. greatIy-'., .
in ‘the degree to wh|ch prox|m|ty or cIoseness of.

to solve it. It.is -

e top man?”’. .. -
Lo need erow room

constructlng a
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groups of at least three (3) members. One member
" acts as an observer. Explain that the prolect will be .
. judged on-criteria agreed- -upon by the group. At the‘.

end- of the construction period, discussion is held

‘competition,

Proxrmrty Exercrse.
The counselor begins

asked to stand in a stationary position while the other
row moves. The participants are ad'ed to establlsh

~ .eye contact. The row of people wino have been given -

the freedom to move, moves-coward.the people who-

were |nstructed to.remain statronary The movers are " .
‘told- to  stop when- they no longer feel comfortable_;
' moving towards the person with whom they have eye"

contact. The participants are asked to note at exactly:

what distance they stopped their forward movement. -

" The movers then return to their original posluon and -
. frame of- reference Many of the exe c|ses |nd|cated in

- Technlquec :or Promot|ng,
- Group Interact|on can be used wh =n some remedlal o
f,actlons are necessary SR i »

- the people ~who have been stat|onary repeat the_
_exercuse as movers. o Lo :

Intlmacy d|stance in Amerrcan soclety

everyone ‘at arm’s-length,”" You re crowdmg me,’

A FuTex: providea by e [NNAPU PRI NN

cooperation, ’

‘this 'exercise by askving' o
- participants to pair-up and stand about ten- (10) feet' ,
.-apart, facing each other in two rows. One fow is

111; EXERCISES FOR WORKING WITH

" the. previous sections, .

S.;

he keeps:f'

; ' and so on'can be focused: upon o
- Frequently, the exercrse w|II lead: lnto a dlscussron of-'_r
cIoseness |n |nterpersonalfrelat|ons and how I|kes and.

Scale. -
The * counselor ' sets” a. scaIe of Ieadersh|p ‘and

" involvement ranging from greatest to least, The names
- of the. partlclpants are placed on this scale. The group
‘then anaIyzes why: members are pIaced where ‘they .

are. Often, strong d|scussrons are provoked It was

found ‘that " scaling aIIows “participants to’ become )
__more aware of. Ieadershlp and part|c|pat|on roles, and -
“of . conflicts- between members of the group who are -
-'vy|ng for pos|t|ons on the scaIe : .

GROUP AND INDIVIDUAL PROBLEMS

status of individuals wnhout group

EXERCISES o
others’ |s “tolerated. Hall feels that all peopIe are’ as T

though they were . encapsuIated in a bubble Normal'}'
d|stance for conversatlon in Amerlcan soc|ety is arm s
' Iength If the group is typ|caI it- will be noted- that}'.'
" 'the ma|or|ty of partlclpants d|d in fact stop at arm's""
“length, -
“ normally. elbow distance. The counseIor should guide
the d-scussron toward reflect|ng upon the coIquuraI
;:f expressuons wh|ch perta|n to d|stance controI

" human reIat|ons ':'Such express|ons -as’

Alter-Egos

.The counseIor provrdes |nput on the subject of.j
_empathy, part|c|pat|ng |n the feeI|ngs and |deas of.‘
: another Part|c|pants ,cre pos|t|oned to make twoz‘ o
‘circles, one inner and one outer For every part|c|pant L
- in_the inner. c|rcIe there is a part|c|pant |n the outerv_. .
.-lc|rc|e who is his: aIter ego and obser ver.!
n - circle is mvoIved in.a. d|scuss|on The outer c|rcIe
observes “After dlSCUSSIOl‘I is. ‘ended, aIter ‘egos: try to
: recreate what the|r partners |n the |nner c|rcIe were
Roles are then e

CounseIors must- expect some part|c|pants to res|st"
‘group formatron and deveIopment These exercises
'are intended  to heIp solve probIems wh|ch hamper
group deveIopment and ‘which return members to the .

"The inner

M...»_.,.‘,._

ki b canl S
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(3) to five (5) members are selected as applicants.
“Appplicants” sit ‘behind a. blackboard, and the
“employer’’ sits on the other side of it. Employers
interview appllcants asking questlons pertlnent to
employment. The totaI group then dmusses the

|nterVIew

fFuture Exerc:se. .
This exercise - is des:gned to glve the oartlmpant
The counselor * tails
participants that human behavuor is structured on
pIans and asptratnons The existentialist notion of a -
“life project” is discussed. Participants are asked to
fill in the foIIowmg

perspective

~ Family and Home
- Goals

Happiness - -

5 FY'eav:rs Fiom_.NoW.f _

‘Happuness

Group Anal-'sw

. I'ESD onses.

1 Year From Now: *

' Today’s Date:
Myage ' My age

- Occupation Occupation-
Income Income
Education - Education

Family and Home
Goals
Happiness

20 Years From Now:

"My age - My age
" Occupation .Occupation
“.Income’ : Ancome
Education - Education -
Family and’ Home : . Family and Home
Goals - Goals = -
Happlness

“Partlclpants are then assembled into" a group, and.
asked 'to -~ share: .their
freedom,_ emponment
v dlscussed

onses. Responsibility,
and self-determination are

The. counselor dlscusses with the group what has
. taken place dur|ng the training.’ ‘He talks.of what the .
changmg patterns of Ieadershlp have been and of

93

whom has participated and why. Each group member
is rated on scales of acceptance, participation, and

" leadership. The scale-position of members is discussed

and analyzed. Participants are encouraged to ev_aluate
themselves and others. They should be -made to see
clearly that many changes have been occurring in the

group and in themselves. They should be asked what .

is a group? Who in the group is an dctlve member?
and who'is not? :

' Jury

{For descrlptlon of th|s exercise, see page 35.)

.Llstenmg Exerclse o o :
_The counselor tells, partucupants | want you, for the

next five (5) minutes, to make a tally of every
different sound you hear. Do not count any sound
more than once.” When the exercise is completed, all

" of the participants are asked for their tallies. The

instructor may use a curve on a board to indicate the
performance of"the whole group. Usually, the range is
quite broad, from four (4) to twenty (20) tallies.
Frequently,” those with low tallies challenge those
with high tallies, demanding to know just what it was
that the high scorers heard. The counselor should
guide discussion in the direction of talk about
sensitivity in general. It has been found that

‘participants may adopt a generally competitive

attitude dur|ng this exercise. A kind of “who's the

" sharpest here?”’ attitude may develop. The exercise

frequently serves to make participants sensitive to
the|r surroundmgs and begin then to work harder at
"being aware

a -Royers L/sten/ny Exerc;se
The. purpose of this exercise is to g|ve participants a

new experience that shows them how welt they hear

-and.. understand. conversation in which. they

participate. It is an attempt to show how difficult

. accurate communication is. Partlmpants are. paired-up
- and asked to- discuss a posttlon they have taken on an

issue, such as getting a job. There is onIy one basic
rule which: must be followed. One person is the
talker; the.other is the listerier. The discussion cannot

what the

Discussio

1. Was it

~worker.

proceed

other has

partner sa

participan
he is am
you mean
to define

it means
means to
then asked
participant
longer pla
Counselors
assumed i
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whom has participated and why. Each group member
is rated on scales of acceptance, participation, and

leadership. The scale-position of members is discussed.

and anaIyzed.rP_articipants"are encouraged to evaluate
themselves and others. They should be made to see

clearly that many changes have been occurring in the -

group and in themselves. They should be asked what

“is a group? Who |n the group |s an actrve member7

and who is not7

“Jury.

{For descr|pt|on of th|s exerc|se see page 35 )

Llstenlng Exercise.

The counselor tells, participants: “| want you, for the

ext five (5) minutes, to make a tally of every

dlfferent sound you hear. Do not count any sound .

more than once.” When the exercise is completed, all

of the participants are asked for their tallies. The

instructor may use a curve on a. board to indicate the
performance of the whole group. Usually, the range is

quite broad, from four (4) to.twenty (20) tallies."

Frequently, those with low tallies chailenge those

with high tallies,. demandlng to know just what it was-

that ‘the. high" scorers heard -The counselor should

guide discussionr in the d|rect|on of - ‘talk . ‘about -

sensitivity in generaI it. has been found that

participants may adopt a generaIIy compet|t|ve'
" attitude durmg this_exercise. A Kirii of “who's the

sharpest here?”’ att|tude may deveIop The exercise
frequently ‘serves to make partlcrpants sensitive to

' the|r surroundlngs, and begrn then to work harder at .

"being aware

,_ Rogers Llstenlng Exerclse - ~
The purpose of this exercise is to’ give part|c|pants a

: . new.experience that shows them how well they hear
ition are -

and understand . conversation in ~which *“they
participate. It is -an attempt to show how difficult
accurate communication is. Participantsare pa|red -up
and asked to discuss a position they have taken on an

-issue, such_ as getting a job. There is only. one baslc'_.
“rule ‘which must -be’ followed. 'One person is _the.
_taIker, he other is the listener. The dlscusslon cannot.

PAruntext providea by enic [l
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.vworker

proceed unless the listener can report to the talker

‘what the talker has said in a way which is acceptable
‘to the talker. After fifteen minutes, participants

switch roles. A variation of this is to have a.third

"person -act- as an observer to = feedback to the

pa,rtlcmanti.what he sees going on.’ Participants -are
frequently -shocked to discover how little of what the
other has sald has’ actuaIIy been understood

DISCUSSIOn after the exerc|se mlght center around

1 Was |t easy or d|ff|cult for you to repeat what your
partner said?

v'2 Did you concentrate on. his |deas or did you f|nd '
yourseIf th|nk|ng of your own pomt of V|ew7 ’

3. What have you learned about taIk|ng to someone

else? -

4, What have you Iearned about I|sten|ng to someone
else? :

5. What have you |earned that wrll be heIpfuI on the
job?

Ro/e and Membershlp

The purpose of this exercise is to heIp part|c|pants to
see their .positions in reIat|onsh|p to other people in
‘society. It can ‘also help them to understand some of
their react|ons in, work or social situations. Each
participant is. asked to I|st all of the groups of which
he'is a. member, NormaIIy, someone asks, ““what do

you mean by group membersh|p7 Everyone is toId"
“to’ deflne membershlp as he wishes. Participants are

then asked the number of groups they have named.

The counselor focuses the ensuing discussion on what.
it means to be a member of a group, and what it -
. means to be a part of a work-group Part|c|pants are.
then. asked to ‘define their roles in those groups.. Ask'.
,part|c|pants wouId you be : sorry if you could no
- longer. play - this - roIe or have this membersh|p7 _
“Counselors should try to steer the discussion to roles' - -

assumed in- emponment such .as supervusor and
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Role-Playing.

“This techmque is used to sensmze individuals to the

roles of others. It is used to practice difficult
situations in a setting where there is an opportunity
for being experimental, to -find alternatives, for

" reaching the same goal, and to analyze a ‘situation
“which would be difficult to study under normal
conditions.. The counselor- creates a hypothetical
such as a

situation where communication is crucial,
situation involving a supervisor on the job and an

habitually absent worker. Ore participant is the
- worker, and one is the supervisor. The situation ‘is

given a setting, such as in the home or in the factory.

* After the actors have taken part in a short scene, the

roles are reversed. Then other actors are chosen, and
the satuatlon |s re-enacted, The other members of the

‘o

-“Role Reversal”’

group are asked -to comment on and discuss the
role-playing situation. When a -group is having
difficulty with a certain life situation, such as parents,
a role-playing situation. around that problem can be
des¢gned

Role Reversal. T o
js a means of getting individual.
members of the group to act-out their impressions of
other members of the group, and to have each
member see how another member sees him. Each
member,of the group acts as .if he was some other
member of the group for a specified length.of time.
During this time, participants try to act as much as
possible like that other member. At the end of the

“time perlod a discussion begms on why' certain




sitize individuals to the
to practice difficult

there is an opportunity

find alternatives, for
to analyze a situation
o study under normal
creates a hypothetical
fon -is crucial, such as a
sor on the job and an

ne participant is the
ervisor. The situation is
home or in the factory. .

part in a short scene, the
r actors are chosen, and
e other members of the
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o

v | que _Reversa/. :
“’Role Reversal’”’

group are asked to comment on. and discuss the
role-playing situation, When a group is having
difficulty with a certain life sltuatlon such as parents,
a.role- playlng s:tu.atlon around that problem can be
deslgned . .

member see how another member sees him. Each
member .of the group acts -as if he was some other
member of the group for a spec:fned Iength of time,

During this time, participants try to act as much as o v .
. *See JOBS NOW Project, Fnrst Year Report Vo me E '

possible like' that ‘other member. At. the end of the
tlme penod a dISCUSSIOn beglns on why certaln

is a means of gettlng lndlwdual_
members of the group to act-out their i |mpress|ons of
. other members . of the -group, and to have each

people did certain thin'gs and on the reactions of
individuals. to - seeing- themselves acted - .out by
someone ‘else. The restlt of this technique is usually
very provocative. Leadershlp confllcts come when

. .more than one.persor.wants: to be someone else.
- . Group reactions to perfonnance give an indication of

how well a group . agrees ~with . th|s individual's
portrayal. This is a productlve exercise for focuslng

on and analyzing group,. as. weII .as . |nd|v:dual'
problems :

Scale.
v (For descnptlon of th|s exerclse see page 52 )

”Documentatnon and Analys:s "
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INTRODUCTION

Durlng the first two (2) years of operation, JOBS .
NOW experienced an ever-increasing need for relevant -

" data. In the first year, a method of data collection - -
and documentation was developed by the’ Offlce of.

Program Analysls and statlstlcal summaries 'were

produced.” However, this office was frequently called
‘upon to clarify concerns. whlch went beyond the
‘information available. " Consequently, more_'_'

sophisticated. techniques for. examining problems, .
' |mpl|cat|ons fora program. Yet these implications ar

manipulating data, and analyzing information were

instituted. Efforts to document what was-happening.-

were expanded to |nclude why events occurred as
they did.

"At the outset of JOBS NOW's second year the
Central Information’ Office was added to the

program. This office was. solely responslble for the -

collect|0n of demographic data ‘and . for the

oord|natlon of follow-up and -feedback - on.

participants’ who had been enrolled in. the program.

Periodic statistical. summaries on partlmpant data .
- functlons or staff components should, in add|t|on b
_related verbally to those |nvolved

~-were produced by this office. Principal studies carried

 ‘out by the Office of Analysis, Evaluat|on and

Utll |zat|on |ncluded such areas as:

"The part|c|pat|on of buslness and lndustry and_
their opinions of JOBS NOW staff and the referral -~ . -
and employment servuces provuded by JOBS NOW o

"?.»-."'ne relatlonshlp of partlcular hlgh support‘

- proV|s|ons to jOb retent|on

| : The kind and amount of effort belng made by:{_:’
firms which were sucuessful in the orientation and: - :

. superwslon of JOBS NUW partucupants

. n +i ':.""
An exam|nat|o of condl tions exustung wuth . relatlonsmps of h|gh support to job retent|on ar

participants’ who were terminated bEf°"e"-entltled

’ _completlng oruentatlon referred and not hlred or

‘ _,never referred

'A deterrnlnatlon of the predlctlve valldlty of the:f E '.

o 'See JOBS NOW PrOJecr Flrsr Year Report Volume E

“Documentation and Analysis.” " Q 9
L)

e

’.’UTI,'LlZATlOI\l: WITHIN A‘PnoGRAM |

characteristic. of analytical documents. The majorit
- of program staff ‘will . simply not wade throug

,Ianguage which is understandable to all staf

', _'ANALYTchE's»_TUDI“Esf

" The. followung section contains abstracts’ of tho
- studies designed and conducted by JOBS NOW whic
s felt to be the most usable by other programs

_THE ADVANTAGE:: OF HIGH SUPPORT

* Wonderlic Personnel Test for JOBS NO
'partlclpants S .

" A study of part|c|pants who dld not complete th

_two-week pre- employment or|entat|on with JOB
’ NOW .

Analytlcal flndlngs frequently hold |mportan
sometimes obscured in a myrvad of graphs, chart

‘tables, and' other quantitative expression

analytical jargon. Programs must develop systems
feedback which will increase readability an
comprehenslon of. relevant facts. Important is theu
of narrative summaries free of jargon and presented i

lnformatlon pert|nent to particular progra

[

The major pleces of analysls in the area of th

Research lnto Buslness and lndustrlal Flrms Tha
Employed Cllents Referred by The JOBS ‘NO
Program T
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- Wonderlic Personnel

more"”'

“analytical jargon. Programs must deveIop systems of '

" language whlch
“Information pertunent ‘to" particular

Evaluation, and reIated verbaIIy tol those lnvolved

k 'ANALlecALJ éTU.lij ES
fand thereferral . LT
d by JOBSNOW. .~

Test for. JOBS NOW

»partlclpants _
A study of partlclpants who d|d not complete the

(two-week pre emponment onentatlon with JOBS-
'NOW - .

AnaIytlcaI flndlngs frequently hoId |mportant: -

sometimes’ obscured in a myr|ad of graphs, charts
tables, and ' other -quantitative expressuonsi.

of ‘program-. staff. will _ sumply not wade - throughf'»
feedback which ~ will

‘increase - readabili |ty

_comprehension of reIevant facts Important is the use‘

of narrative summaries free of j jargon and presented in’
is "understandable to all staff.

functlons or’ staff components should in addmon be

The foIIowung sectlon contalns abstracts of those

studles deslgned and conducted by JOBS NOW 'whrch
. _f'ls feIt to be the most usabIe by other progr.ams

Proqram

of high: support provuslons ‘see Sectlon 15
page 22 of- thls report) JOBS NOW
‘sought: to determme the. relatlonshlp of. hlgh support

" Involvement,”

f|nance and lnsurance

program"‘- ) .‘

"“The Effect of Employer Concern—'High
Support’—On The
Inner-City Youth ”

Research lnto Cllents Who Enter Emponment

"'vDurlng the flrst year of JOBS NOW the project i
© -asked emponers to develop specral provu ions for the
: drsadvantaged youth who  were | pIaced into ‘jobs. -

These provuslons were caIIed hlgh support (For a list
Emponer

‘vsuccessfully heId ]obs in these companies and those
nd who' “had : quit._
‘com panies -

‘Industries-- ‘represented | by these
|ncIuded durabIe and non-durable
anufacturlng, wholesale and reta|I trade servuces

JOBS NOW rated'vhlgh support; systems within

companles as to the numbers and ‘types of provisions
- instituted. There ~was very deflnlte “and clear
reIatlonshup between job retentlon and gh support.’
.Companles with - high - support systems rated " best,
- - those: with more than eight (8). provuslons for the
i dlsadvantaged had a retentlon rate of seventy-three
“per. cent (73%), and only a twer\t seven per cent
. {(27%) - ‘turnover ; rate Those companles rated .poor,

those - that hcu lnstltuted less - ‘than three {3)
provuslons had a retentlon rate’ -of twenty seven
percent (27%) and a turnover rate of seventy-three
percent (73%) Yn exact reversal _ “

<un°rw°m" those :..ne--city youth

flOfJ

Employment Success of

N R

s
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_TABLE: 1 JOB RETENTION AND HIGH SUPPORT more important to job-success than others, The most

. important provisions were:

Pro visions

Retentien

" Average Age:
|Q Avereg_ei

_Marital Status' .

High Support . ] o . -
Rating - Instituted _Rank  Proportion = Rank - disadvantaged empioyee.v
Most . More than 8 1 727 1 2. The employer’s working. with JOBS NOW staff in . - :
; K o . the |mprovement of an employees performance."'
Some 68 - 2 443 - 2
. i o 2. The company s consulting with JOBS NOW before
“Little : 35 _ 3 -390 -3 _ »tekms pul. we act«on agamstthe employee
Least ~  .Less than 3 -4 268 -4 . 4, .Extendmg perlods of orientation and tralnlng.
TABLE: 2 A COMPARISON OF PARTICIPANTSA
UNSUCCESSFUL AND SUCCESSFUL
IN EMPLOYMENT
Unsucceééful .- Successfuf
Sex: - Male (72%) Male (81%)

Education Averége': '

na R‘ange:.‘" '

’vDam 3‘ Of Hiﬂ Suggort.

. [,_Very Much

. _?.18 6 years

93

_,1‘(_).0 grade
60 - 120

'é..-s.ng|e~99%?

» ‘Pollce Record U 66%. .
" ‘No.of Jobs Before S
A_vv;Enteflng JOBS NOW: 4 (aver))
~Time in Previous . o o
. Employment: 3+ months
s s aver)
First Jo"as’N_o'w_ Placement sax

12%-

18.7‘ y.eers
.:105_8.9'.'5-.'.1,8

o6
70-120

Slngle-98% :
53%

e

B+ months

(aver.)

73%

e

Consultation’ between JoBs NOW staff and the
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. important provisions were: ‘ S $ Y IR e R
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:’é\' ”a,“‘*r‘ 5

ention 1. Consultation’ between JOBS NOW staff and the
ortion Rank disadvantaged ernployee.

727 1 2. The employer's working. with JOBS NOW staff in .
the improvement of an employee’s performance.”

2
2. The company's consulting with JOBS NOW before
390 3 _taking punitive sction against the employee. :
4

4, Exténding périods offbr'ientation and training.

Successful
Male (81%)
>18.7 y_éars
10,8 grade
‘96

70- 120
Single-98%
53%

o
e
¥ ‘\l
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%

5+ mdnths e
{aver.)
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" ‘FIGURE 1

(M) DISTANCE ‘TRAVELED . -~~~ - "

FIGURE 1 _VARIABLES CORRELATED WITH SUCCESS IN. EMPLOYMENT*

" Comrelation:
..~ Coefficients - -

'VARIABLES CORRELATED WITH SUCCESS IN EMPLOYMENT* ~

.27

(H) SALARY RECEIVE

23

1) JOBS WORKED BEFORE PLACEMENT

las.

KT




i TPWWMW

LATED WITH SUCCESS IN EMPLOYMENT* e

83 .

79

7

ik

0 :', .

] Correlatlon Coefflclents of less th
s occurred between job retentlon and pl
of blrth sex,’ pollce record and marlta

a5

00




g

-
. N S
e T A T T g T T T T O P e T T I o T S D B s R g T

" FIGURE 2. CORRELATION O\ VARIABLES A —

’..Corlv'ella‘t»ion'¢§'eff?(‘;iént§‘:.'-», .

.(,B’. Nowgmu.n_.sp o¢¢qPAT|o'Ns B
-"(I:\)..ib‘I.S'fAN‘¢E~TﬁAYéLF‘D R

(‘G)j SIZE ds F'm‘iv,u] l_
. © s"s:vju}sku _i__LE"b ;O‘C_C'UF;ATI.ONA.S, o
e Ace

" {E) EDUCATION

J OF FIGURE 1 WITH COMPANY HIGH SUPPORT

-

(D)’ TIME WORKED BEFORE PLACEMENT

il

%

|~ (H) SALARY RECEIVED

) JOBS WORKED BEFORE PLACEME

26

51

.49

50




.94

77

.Bu”

.60

51

| a9

| H sALARY RECEIVED

oo

~4) JOBS WORKED BEFORE PLACEMENT:




8
¢
7
4
£
¢
i
Is
i
B
¥
3
i
’.[I
b
"7‘
f
i
g
®
i

P
sl
v

ST

LTS

3 RANK ORDER OF VARIABLES BEFORE
AND AFTER COMPANY HIGH SUPPORT
IS ELIMINATED STATISTICALLY FROM

TABLE:

THE STUDY
BEFdRE' AFTE'R
Variable . _RANK  RANK |
(A), Distance Traveled 1 .83 2 .63
(B) NonsSkilled Occupations 2. 80 5 .55
. {C) Semi-Skilled Occupations 3’ 79 6 .46
(D) Time Worked Before B i
Placement 4 71 4 58
(E) Education 5 .70 9 —.0l
(F) Age 6 .50 7 .24
(G) Size of Firm 7 .27 10 —.28‘
(H) Salary Received 8 .23 3 .59
(1) Jobs Worked Before
Placemernt . 9 15 170
) 1a ' 10 .10 8 .12

Discussion

Importar.tly high support emerges as a significant .

factor in the success of participants irrespective of the
distance traveled, the type of oczupation, the time
previously spent in employment, the participant’s
educational level, or the size of the firm. '

Factors of salary received, jobs worked before
placement, and 1Q increased in importance with the
influence - of high ‘support eliminated statistically.
There were low positive to negative correlation
coefficients (.26 / -.41) of those variables with high
support. The more positive correlation of- those
variables with success in employment in the absence
of high support mdlcates that such factors as salary,

previous work experience, and 1Q are more critical to .
success in employment when company h/gh supports -

ari e not in ewdence

It was also established that a firm’s willingness and
‘ability to participate in the development -of high

~support will,

positive impressions about the kinds and amounts of
service provided by JOBS NOW staff. A program staff
that is able to relate successfully with a company to
influence that company to develop and maintain high
in -turn, result in lowered rates of
employee attrition, reduced operational costs, and
greater profits for the company. '

'EMPLOYMENT TESTING

“The relationship Of Employment Success To

' Scores Earned On A Verbal And Non-Verbal Ability

Test.”

This study as a six month follow-up of a
population of disadvantaged youth from -the JOBS
NOW Project to whom the Wonderlic Personnel Test,
Form A, and the Revised Beta examination were
administered. At the end of the six month period,
employers provided work.performance ratings that, in
turn, were used to quantify the relationship between
the participant’s job success and test achievement.

The Wonderlic emerged as a better overall
predictor of employment success. However, test
scores earned by the successfully-employed group

"were considerably lower than those listed in the

Woriderlic Test Manual as minimum passing scores for
particular occupations. There is some .indication,

" therefore, that for use with the disadvantaged a

downward adjustment of the passmg scores is in

- order.’

ORIENTATION

' "Drop-Outs Who Drop-Out’”’"

This was a study of participants who were enrolled
in' the JOBS NOW two-week employment prosram
but who left before completing it. For the first year
and one-half of the project, there was an att*ition rate
from orientation of approximately twe: ;-six p2r
cent (26%). Many drop-outs left after attending one
(1) or two (2) days. A follow-up was conducted to
identify possible causal factors and to determine if

_reasons for the premature separations were to be

found within the program or were related to external
conditions.

~support was very highly correlated (+.9) with its

tmc 2
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~support will,

positive impressions about the kinds and amounts of
service provided by JOBS NOW staff, A program staff
that is able to relate successfully with a company to
influence that company to develop and maintain high
in turn, result in low~red rates of
employee attrition, reduced operational costs, and
greater profits for the company.

EMPLOYMENT TESTING

“The relationship Of Employment Success To
Scores Earned On A Verbal And Non-Verbal Ability
Test.” o

This study as a six month follow-up of a
population of disadvantaged youth from the JOBS
NOW Project to whom the Wonderlic Personnel Test,
Form A, and the Revised Beta examination were
administered. At the end of the six month period,

employers provided work performance ratings that, in-

turn, were used to quantify the relationship between
the participant’s job success and test achievement.
The Wonderlic emerged as a better overall
predictor ¢f employment. success. However, test
scores earned by. the. successfully-employed group
were considerably lower than those listed in the

. Wonderlic Test Manual as ‘minimum passing scores for’
particular occupations. . There is some indication,
‘therefore,  that for use with the disadvantaged, a

downward adjustment of the passmg scores is in
order. :

ORIENTATION

"Drop -Outs Who Drop-Out" . v
.This was a study of part|0|pants who were enrolled

_in: the.JOBS NOW two-week employment program

but who left before completing .it. For the first year
and one-half of the project, there was an attrition rate

~from orientation. of approximately twenty-six per

cent (26%). Many drop-outs left after attending one

(1) or two (2) days. A follow-up was conducted to .

identify possible causal factors and to determine if

.rezsons for the premature separatlons were to be

found within the program or were reIated 1o external
cond|t|ons :

to” potential

Of those participants who dropped out of
orientation, twenty-four per cent ({24%) entered
completely uninformed or . misinformed about the
program. Although the remaining seventy-six per cent
(76%) knew that JOBS NOW had “‘something to do
with .employment,” only thirty-two per cent .(32%)
understood positively that employment followed ‘a
two-week orientation program. This led the project to
increase pre-referral and pre-registration orientation
part|0|pants and referraI agency
personnel.

Seventy per cent (70%) of drop outs left for eignt
(8) reasons ranglng from “found another program or
job” to ‘drafted or arrested,” and ‘‘training
allowance inadequate.” Thirty per cent (30%) did not
like the program. Forty-six per cent (46%) liked all
the orientation classes. The overwhelming majority of
those interviewed who left to attend another program
or to find their own job, either did not enter the
other program or job, or remained only a short time
when they did. Only thirty-two per cent (32%) of
orientation drop-outs were currently employed while
the remaining (68%) were unemployed. Other
analysis indicated that participants zlaced into
employment by the program tended to stay in that
job with or without follow-up longer than
participants who succeeded in finding jobs on their
own; participants with follow-up remained on the job
longer than participants without follow-up. ,

A major finding was that of the fifty per cent
(50%) who identified an occupation for the future,

-almost "all selected areas which required .specialized

skills or training for which they were not preparing,
nor for which they laid any plans of preparing.

. Participants who drop-out do not only frequently

have unrealistic views of the program, but also often
have unrealistic views of employment in general. More
career planning is needed with special vocational
guidance and placement into employment or training
areas where the greatest needs and |nterests can be
served. '

MANAGERIAL TRAINING AS IT

‘RE LATES TO THE DISADVANTAGED

10
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“A Design For Assessing The Effects Of Human
Relations Oriented Management Seminars On the
ReIat|onsh|p of . SuperV|sors And Their
Subordinates.”

This design will be used,, beglnnlng Jure, 1969, in
assessing the ‘effects of EMS and Seminar Center
training for supervisors who have partlcpated in JOBS
NOW human relations exposure.

Departments in which ‘problems of an
inter- personal nature have been identified are seIected
* for -in-service human relations-oriented management
training. The firm is asked to provide biographical
data about the supervisors in those areas selected. An
effort ‘is made to divide the supervisors |nto two
groups which.are closely matched on the basis of the
|nformat|on provided: One group is identified as the
training or exper|mental group. The other is the

~ control group, the group that will not receive

‘tralnlng

- Prior to the training exper|ence the employees, or

_a ‘representative 'sample of ‘the employees are

interview using prepared questionnaires asking for the -
emponees opinions regarding- the job behavior and
personal_traits of the supervisors. After the training’
has Geen conducted .the. employees are_interviewed.
once agaln ‘using - "the same or another form. A

comparlson is then made to identify any changes that

have -occurred in the employees percept|on of thelrv

SUPErVisors. ,
- Each ; superV|sor is aIso asked to compIete a

questlonnalre at the .conclusion of the training which .

asks him to relate his impressions of the in-puts and
the quallty of instruction. One's acceptance of such
training, " it is believed, will - influence the extent to

which he utilizes and aplees the Iearnlngs to his jOb :

S|tuat|on

STATISTICAL SUMMARY
September 26, 1966 thru December 20,

REFERRAL SOURCES

PUBLIC & PRIVA
AGENCIES
32%

-WALK-INS
56%.

ll: DISPOSITIONS

TERMIN/

i'sE"X TOTAL T
(s 1000 | 8oa ©  27.
P 1,784 - 1000] 313 . 7.
"TOTAL . 5;05,4"1': | 1000] 1207 234
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STATISTICAL SUMMARV

September 26, 1966 thru December 20, 1968

" WALK-INS
56%

REFERRAL SOURCES

PUBLIC & PRIVATE.
AGENCIES
" 32%

e DISPOSITIONS
: COMPLETED
TERMINATED ORIENTATION .

. SEX

w|# o wl|# %

|ToTaL -

3270

" 1000 Boa ' 27.3|2376 27|

1784

|- TorAaL

5,054

100.0] 313 1751471 . 825

1000|1207 238 | 38a7  7e2l

63 .
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y . : ‘PLACED INTO PLACED INTO PLACED INTO FOU
. ) EMPLOYMENY SCHOOL OTHER PROGRAM ON

- Completing Orientation ~ -

sex | tora - % | % | # % | # % | #

M. | 2376 1000 | 1,572 66.2 | 23 1.0 | 50 21 | 248

Foo | 7147 %4 U q000 |89s  61.0f 12 8 [17 11 | 109

TOTAL | 387 . . 01000 2468 641|369 |e1 17 [

' *When refusal persusted most were wlthdrawn from ellglble partncnpants staff was actlvely engaged in'ser

S I **D|5posmons unknown and not serv:ced AI,o mcludes those who left city, became mcarcerated or cou
N subsequently wuthdrawn P
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PLACED INTO  PLACEDINTO  PLACEDINTO FOUNDJOB .  ENTERED REFUSED* . o
EMPLOYMEN" SCHOOL ~ OTHER PROGRAM ON OWN MILITARY SERV.  SERVICE OTHER®* -

1,572 66.2 | 23 10 | 50 2.1 | 248 104 {16 - - .. |-323° - - 136|144 - - 60

896 61.0 |12 8 |17 11 |09 74 |o. . .0 |100. 677|337, 228

s

2468 - 641|3 - 9 |er 17|37 93 | 16 "4 |a3 10948 126

Pl

arex

awn from 'eI‘igbible participants staff was actively engaged ‘in serﬁc‘ing.

iy e e oA

. Also includes those who left city, became incarcerated, or could not be serviced for some other reason and were .
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l: RELATIONSHIP WITH BUSINESS AND INDUSTRY

NON-DURABLE
MFG. '
21%

DURABLE MFG.

WHOLESALE &
RETAIL TRADE

PERCENTAGE OF INDUSTRIES REPRESENTED
" BY FIRMS EMPLOYING PARTICIPANTS

PERCENTAGE OF OCCUPATIONAL CATEGORIES REPRESENTED BY

PROCESSING

&

BENCH WORK
R%

SERVICE

OPERATIONAL
YU

© . DURABLE MFG. - 'NON-DURABLEMFG. - WHOLESALE & RETAILTRD,  SERVICE & TRA
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I12: RELATIONSHIP WITH BUSINESS AND INDUSTRY

NON-DURABLE
MFG.
21%

~ DURABLE MFG.

WHOLESALE &
RETAIL TRADE

PERCENTAGE OF INDUSTRIES REPRESENTED
BY FIRMS EMPLCYING: PARTICIPANTS =

' PERCENTAGE OF OCCUPATIONAL CATEGORIES REPRESENTED BY INDUSTRY

PROCESSING
&

BENCH WORK
32%

SERVICE

. CLERICAL .

"OPERATIONAL | |* CLERICAL
- ad%

. SERVICE& TRANSPORTATION . BANKING & FINANCE




. o o ' I: PROFILE OF PARTICIPANTS ENROLLED

SEX . " RACE

"'Non-wl'lite _— o White

sex |4 % |4 w4 %

M | 320 a7 | 3166 - 627 - 104 2.0

s3] oa7sre 347 33 6 |

. ToTAL sose 1000 4917 o4 3 26

Percentages based on total number enrolled
**Includes 553 recycled Lo T
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. *4.2% did not complete a primary education.
**1.0% attended a college or university; none graduated,

ERIC

Aruitoxt provided by Eic:
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AGE
Under , : . . |26a&
SEX TOTAL . % 17 & | 1718 v 19-20 % | 2125 % | up %
M 3,270 1000 | 19 B 1,754 53.6 | 904 276 | a7 144 | 122 37
F 1,784 1000 |11 6] 651 365 | 486 272 | a4 271 | 152 8.5
TOTAL | 5,054 1000 | 30 6| 2,308 a7.6| 1,390 275 955 189 | 274 5.4
EDUCATION -
(Highest Grade Completed)
Grade 8* Grade Grade Grade Grade A** )
SEX TOTAL % &vBek.)w % | 9 %! 10 111 & Ahove % | Unknown %
M- 2270 1000 |s32 162 | 904 278 1,0"3%1: . 316 | 352 _' 108 | 431 132 16 5
B e 1,784 1000 |97 54 | 430 24.1 v941 ‘52v.8. f144“' 8.0 '159 9.4 |3 a
TOTAI% _ ;'5',0‘54,' 1000 |e30 12,5 ‘1;334 26.4 ‘1>,‘9i7,5 '39_.0'. 496 9.8 | 600 | 1184 19 A
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POLICE RECORD
NO
"} ARREST ARREST JUVENILE
SEX TOTAL "% RECORD % RECORD - % RECORD % | UNKNOWN - %
M 3,270 100.0 1,613 49,3 | 1,248 38,2 | 232 71 176 5.3
L ]
F 1,784 100,0 1,414 79.3 | 156 - 8.7 72 4.0 | 142 7.9
TOTAL 5,054 100,0 3,027 59,8 | 1,405 27.8| 304 6,0 | 318 6.3
TEST SCORES
(Non-verbzi Beta 1.Q.)
NUMBER TESTED {Normat Range)
- ‘1 BELOW © ABOVE
SEX - TOTAL®* | - % 70 % | 70-89 % | 90-109 - . % | 110-129 %l 129 %
M 2,704 1000 | 102 3.7| 545 . 202 1,611 59.6( 386 14.2( 60 2.2
F 1,510 Jo00 ) 24
ToTaL [ 4,214 1000 | 126 °

Q

ERIC
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" *Total number tested,
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DEVELOPING AN AUTOMATED
REPORTING SYSTEM

In the -past, JOBS NOW's methods of data

collection and of reporting were aimost exclusively
keyed to the production of periodic statistical
summaries. These summaries contained demographic
data on participants. The project was unable to
generate meaningful reports on an individual
participant’s history, and on over-all company
activities. Information from which follow-up
activities begat1 was incomplete. This inability to
develop thorough reporting activities was due to the
great work-load connected with the accumulation,
sorting, and the preparation of complete summary
progress reports. Data relating to particular
participant histories, and company activities was
available, but the man-hours and energies consumed
in the collection of such data made it unreasonable to
expect the necessarily rapid production of pertinent
follow-up information. Data was not gathered and
organized quickly enough. The project was moving

18 .

into areas for which it did not have the prope
information.

Concentrated efforts were begun to automate th
Centra! Information Office. Every attempt was mad
to create an automated structure which was no
completely foreign to older procedures. However, i
certain areas, completely new channels were made t
gather additional data. In the future, information wil
be automated, and analyzed on a cycle by cycle basi
by:

Participant Activity:

CI7) will be able to determine what happens to
participants enrolling in any cycle, from the time of
the person’s entry through his on-*he-job experiences.
Tri-cycle and final statistical group reports will b
prepared.

Team Activity:

For purposes of better control and evaluation o
individual teams, a Tvam History Report will b
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into areas for which it did not have the proper
information. '
Concentrated efforts were begun to automate the
Central Information Office. Every attempt was made
to create an automated structure which was not
completely foreign to older procedures. However, in
certain areas, completely new channels were made to
gather additional data. In the future, information will
be automated, and analyzed on a cycle by cycle basis
by:
Participant Activity:

ClO will be able to determine what happens to
participants enrolling in any cycle, from the time of
the person’s entry through his on-the-job experiences,
Tri-cycle and final statistical group reports will be
prepared.

Team Activity:

For purposes of better control and evaluation of
individual teams, a Team History Report will be

Q

RIC

Aruitoxt provided by Eic:

turned out every cycle. This will reflect the referral
and placement rates of each team, the number of
companies developed by that team, and its follow-up
activities, including up-dated dispositions on all
participants. :

Company Activity:

The company Activity Report provides a
cross-reference of all referrals made to employment.
Each cycle, participants referred to a given company
will be listed detailing the results of the referal, and
presenting job retention and mobility figures on those
participants currently employed.

The utilization of these reports will provide a
complete view of the project’s job program
development, placement. and on-the-job advancement
activities. These reports will be available for review
each cycle, This information will provide the

“statistical data necessary for the Total Summary

Report.
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* COLWMN - LOCATION ON PAGE ' MISTAKE
3 Line 2 from bottom indentified
1 . Line 9 from top . o The company cannot be..

1 Line 13 from: Sottom ~ Minunderstood

2 Line 20 from top = ~ Section I, Page 9

[ 2]
®

10 from top - informatoin
3 -_:'L‘i.bne 10 ‘fmm'bot‘tom‘_' . | response.

3 Line 8 from bottom . o | , goﬁp

2 , Lﬂ-neﬁfmm bottom U -~ see Page -...irty—one (49

2 .,.l.inellfmn.bottom} - see Page 35
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identified
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