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Eﬂclosed is the, final TEEM Teport a the necessary forms to close out R
the<prdject. - ) . .-

/ . While reviewing the report, you will notice a slight deviatién'froq the
repart outline sent to you on October 7, 1975. These modifications did
not change the results of the report, but did modify the butline format
to a minor degree. -j) .

Thank you for providing this opportunity.to test the TEEM project,. Con-
siderable knowledge has been learned regarding what works and what does
not work for manpower programs. This idformation will be useful for
current and future programs used In California.
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If you or yout staff have any questions regarding this report, pléLse
contact Robert Dennis or Jim Gaskins at (916) 322-3703.
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Action Division - K
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INTRODUCTION

, The Transitional. Employment Experimental Model (TEEM) Project was created
by the California State Personnel Board, Career Opportunities Develob-
ment (COD) Unit, and funded by the U.S. Department of Labor (DOL), as &-
research and development project to provide a potential model for a - ,ﬁz
large-scale manpower absorption program 4in times of economic need. As

a research and development project, TEEM was conducted to develop in-
formation regarding the utilization of specific approaches and modifica-
tions of approaches to manpower programs. The approaches and techniques
which were unique to the TEEM Project will be delineated in the Hypo-
thesls section of this repq;r. The Department of Labor funded the Pro-
ject %n looking ahead to.ptssible development of new methods to alleviate
problems of employing the disadvantaged citizens, many of whom have been
served unsuccessfully by previous manpower programs.

providing suitable job p ment for the disadvantaged through a two-
step training/placement process which included specialized vocational
servicés through "host agencles" and the opportunity for permanent

] employment through "receiving agenciles'". Five transitional podels were J&
developed and tested utilizing the host[receiving agency concept to
sample é}l potential markets where place@ent activities could. occur.

- b .
One major purpose of theﬁ;é;jeCt was to demonstrate the viabllity of

Prior to the TEEM Project, the COD Program centered upon job restruc-
turing, creation of new trainee levels, outreach, recruitment, utiliza-
tion of community resources, and the development of job-selectlion services
which-do not automatically screen out the disadvantaged. Major emphasis
has been given to (a) determining whether an individual can perform a
given type of work and to {(b) moving the largest possible number of
disadvantaged pesple into career employment. Such a procedure, under
- '~ 'COD, has proven effective but it appears people have elther dropped out
or not transitioned into the regular employment system due to the '
. inability of largel$ unskilled or semiskilled participants to adjust to
the demands of the gxgiiij\work environment .

\
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'PART I -, \

L4

L SUMMARY OF REPCRT

Summary of Hypotheses

The hypotheses, listed below inm summary form,twill be the focua of this
report; however, additional informatipn Tearnéd during the operation W/~
TEEM will be incorporated in the report to explain all aspects of the
Project. 2y

¢

1. Employers can be persuaded to participate TEEM Project even
1f they have not participated in manpo Ggrams in the past.

2. The TEEM process will increase the participant's chance for perma-
nent employment. L .

3. Human segviceslagenciés are effective as host agencles. Y

o] .
Summary of Recommendations’

Recommendatlons are summarized below for ease of reference. These .

recommendat ions are fully discussed 1n Part VI.

% R

A. JBecause of the positive findings regarding employees' participation:
in the Project, the followlig recommendations are made:

-

1. StrTng recrultment for minorities and women should be emphasized.

2. In-depth information on potential employees’ backgroun&,
gkills, and work habits should be made avallable to employers.

3. COD classges, temporary, or similar appointments ghould be used
as the vehicle for hiring participants intoc State service.

&. A written training plan should be prepéred for each partici-

’ pant which indicates the specific time period wages will be
subsidized. . .

+

5. The referring human ‘services agency should continué providing
placement and other services.
6. Early transition from a host to a recelving agency should be
clearly statéd 1in administrative policy. g
- 7. Several apélicants should be referred for each job opening
with the specific number of referrals to be determined by the
employer and the referring agenqy.

-

e

<




4
.

iy

"G. A coordinator should be assigned to monitor the program.

. N Fa

B. The two-stage hiring<process should be continued on a limited
basis. For example, Rehabilitation's "special hires" contract
should be continued wsing the TEEM concept (see Punding Phasge II).
Close monitordng is essential if the concept 1s incorporated into
existing manpower programs.

c. Host agencies should be selected -by the degree of motivation and
enthusiagm portrayed by management and supervisors.

1. For maximum effectiveness host agency staff should be-willing ~
to spend the time necessary to understand and counsel partici-
pants about their personal problems and needs. .
7 v . .
2. Counseling and vocatiénal guidance should be available to

emgé2i22;839 a need basis. These services do not necessarily
ne provided Wy.a human services agency.

3. Placement services should be available to all participants.
Placement assistance may be provided by the host agency or
the referring agency.

D. Orientation should be provideg to participantg, supervisors and

management prior to ilmplementation and again soon after placement.\\

E. A well-writcen handbook shouldjbe distributed to all involved
parties. .

F. Consortium'ﬁeetings should bé uped to egtablish lines of communi-
cations and tg work gut participant problems. Strong leadership is
essent 1al when using consortium$. .

Summary of Findings -

" Findings “are summarized below for ease of reference.

A. Employers partimipated in the TEEM Project because:
1., The Project 59313ted émployers toward attaining their affirma;
tive action commitments. ‘
hY
2. In-depth informatjon on potential employee%' backgrolnd,
skills, and work#habits was dvailable to. efiployees in the

selection process. ‘
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3. The employer could "try out" an employee without the adminis-

" trative Paper work necessary inS;?? typical employment process.
4. . Host agencies were able to add aff at no payroll cost,

. Z 1 - ]
5. The TEEM Project provided another placement source for humah
serviges agencies,

While thg participant '"pool"™ concept was not adequately tesfed, :
employerfg expressed strong interest in interviewing seuﬁral people |-
for eacH job openipg,

process increased participants’ chances for permanent
employment. - . .

1. Current successful patiawqu experience did increase partici-
pants' chances for pe nent'employment.

R .

2. Many TEEM participants indicated their belief that they might
not have been successful without the two-step hiring process.
However, there is no data to. prove that each participant had ra
better job mqpch'than with operational mqnpowe? programs. ' ’

Human services agencies were not Rroven more éffective as host

agencies than other-aggncids. - : ot

1. Human services agencies'did not prove to be more'responsive'to
_participant ngblems and needs than staff of qther agencies. Q\\\;

2. Human servicg agencies were not more effective in providing
counseling and vocational guidance than other agencies.

3. - Human services agencies' capacity to outstation incumbent
“\\preprofessionals is no greater than for other agencies.

lOrientatior is essential for participants, supervisors, and agency
administration. '

While the TEEM handbook 1§ not a good example because it was either
not understood or not read, interviews showed that a concise well-
written handbook is a necessary tool for program success.

The consortium is useful in establishing lines of communication and
mutual trust among participating agencies.
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H. | Participants who remain in host aéencies over a long term have a
Eendency to develop personal attachments to the hpst agency which
mpedes orderlyltransitlon to the receiving agency.

I. -0verall a total of 76 participantgﬂwere hired in the TEEM Project,
of whom, 52 0y3\68% were placed into permanent Jobs. Broken dowm,
Phase 'I was mgég successful in placement activities with a ratg of

38/50 or- 76%. ‘Phase II placed 14/26 or S54%.

J¥ oA comparison between the TEEM Project and the State Personnel Board

admidistered Welfare Reform Act Jobs Program reveals a ¢if fefence
" in combined government and part1c1gant program benefits. Some
WRA-JOBS participants were placed in jobd paying & much higher

salary than the highest paid TEEM employee. (See Table 1 in Part 1IL°

on Page 5.}

4 L

Il —

K. Rehabilﬂ?atéﬁn's'"Spec'hl hires" contract resulted in a permanent
placement rate of 63%, which is the same rate as the WRA-JOBE» Pro-
gram for the nondisabled. .

L. The following information was derived from the supervisof/counselor

questionnaires.

-

2
h-]

1.

In'host agenciesg, 687 of

the participants were placed in

"productive" jobs; while in receiving agencies, 86% of the
participants were placed in "productive" jobs.:

.2. In host agencies, 69% of the participants provided "addi-
tional' or "increased" services; while in receiving aguencics,
81% of the particéﬁants provided "additional” or "increased"
services.

3. In host -agencies, 69% of the participanf; had work output

- ranging from "comparable" to "much mqge" than regular
employees. -

4. In host agenciés, 647 of Yhe participants were availlable for
productive work ranging from "comparable" to "mach more' than
regular employees; while in receiving agdncies, 617 woere m_%}?
available for productive work ranging Erizkéklightly less" ¥4
"mich more™ than regular employees. '

' 1
5. In host agencies, the supervision required for participants
averaged approximately 1% hours more per weck than for
regular employees; while in receiving agencies, the averaje

_part{Eipant_rengged legs,than an hour of added super on.
- . E [ R :;;“"" )
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. The following information was derived from participant questionnaires.

1. Of the participants interviewed, 85% relt they were in a "pro-

ductive" job, 76% felt they received adequate orientation, 77%
w felt they received adequate training, 52% felt they received
adequatéﬁgﬁ;eer counseling, 63% felt they recéived adequate
counseli n personal matters. When asked about the length
of their host agency expeEiEnce, 657 felf it had been ade~
quate, while 24% felt it#had been too long. (The ayerage
length of stay in a hdst agency was 5,07 months.)
[ v .

2. During the host agency experience, 74% of the participants
felt tkey had mot been tregted differently than the "regular”
employees. Of the 267 who felt they had been ttreated differ-
ently, 447 felt they were treated differeutly by the. employees,
38% by supervisors and 19% by management -

3.0 The reaction to their treatment during the receiving: agency
experience was almost identical. While in "the receiving
agency, 317% felt they were treated differently, while 397 felt
they were treated differently by otheér employees, 397 felt
they were treated differently by supervisors and 227% felt they
were treated differently by management. While 50% of the
particfpants felt this ‘treatment had hindered their adjustment
to the work environment, 67% felt the treatment had no nega-

}/E;xe effect on their ability to "learn the jobh.

o

4. An interesting finding was, of those in receivin% agencies in
. -Phase I, only 60% felt their job assignment matched itheir
? " abilit ~ Skills, "and interest. In Phase II, 92%Z felt their
y jbk agsignment matched their- ahilities, skills, and interest.
Phase' I and IT\combined showed 70%.
- . I /
-4 - ,
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PART 1I

\ { ¢ HISTORY AND DESCRIPTION OF TEEM I )

t

Background

During the 1960's, as .the baxs of discrimination were lowered, the
disadvantaged found themselves still excluded by the effects of dis-
crimination. Ag America moved into the 1970's,, poor and disadvantaged
individuals broadened their demandg for admissions .into those 4Unstitu-
tions and occlipations from.which they had R{een éxcluded by class and

rac al preju ice. They lacked the education, training and experience

that were passports to upward mobility. In many cases, the disadVantaged
lacked even the aspirations and resources to take advantage of training
prdgmams such as Manpower Development and Training Act (MDTA)yénd the
Neighborhood Youth Corps (NYC), which had been set up in the 1960'3.

When lhese early programs with their emphasis on fitting the disadvan-
taged into existing.job structure fajled to live up to ever-rising
expectations, people began to ask whether it might not be more' efficient -
a—— and effective to modify jobs to-fit the skills, interest and abilities
' of -the -disadvantaged rather than attempting to train the disadvantaged '
to fit existing jobs. TFor example, the "New Careers" concept wWas “based
on the disumption that existing work could be organized into jobs that b '
take advantage of the often unique gkills and abilities of the disadvan-////fjxhﬁk
taged. This concept wal written into Federal law by the 1966 Amendménts- ’
to the Economic Oppqrtunity Act, .- ﬂi‘ké . N

’ - '-‘-'-,','_, . " , .
Under the current Career.ﬂpportunities Devélopment (COD) Progrﬂma ﬁE“’ :
California State Personnel Board, has pioneered efforts in the fareer
employment of the disadvantagdd in.Czlifornia. These efforta have
centered on job restructuringﬂgcreation of new trainee levels, outreaph

recruiting, utilizing communitly resources, and the development of job
selection devices that do not hrbitrarily screen out’ the disadvantaged
Emphasis has been placed on determining whether an individual ‘can. perfnrm e
a given type gf work while at the same time attempting to moveithe, ,
largest -possible number of disadvantaged persons into Career egploymeng.

et

As with COD, TEEM has placed en@hasis on fitting disadvantdged applicants
into the jobs for whith they arp bhest suited by virtue of their indi-

vidual skills, interests, and a?ilities. The “TEEM Project has concen- ;
trated on moving members of theldisadvantaged community into .those types

of jobs for which they aye best !suited. Drawing on the developed working

ental Mpdel (TEEM). took a Systematic.approach to
recruiting and place t of the isadvantaged.in State agencies and
local jurisdictions./ . '

f
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It was gfzi:::'that the TEEM Project-would~oper§te in 2 manner similar
to that already used in the WIN/COD and for the same purpose. However,
it -was recognized that many State and local agencies and many specific .
dccupationdl groups were not participating in either the WIN Program or
thé WIN/COD Program. Furthermore, program -effectiveness was impaired by
inadeiﬁh&; screening, enrollee orientation and inappropriate referral

3 and plac en; decisiogs.’ e .

- .

Two-Step Hifing_Process \

FS

The TEEM Pro;ect\procesa was developed ‘to overcome both these areaa of *'u

of a'fbo-atep employment process.:

The first step involyes the use of a client-oriented human service

‘wagency as the first employer. This eﬁbloyer is referred to as a "hogt"
-agency. In the model the enrollee was employed in the host’ agency to
“provide expanded services to $ts tlients. This perlod was planned to
continue for approximately- three months. During this time, the enrollee
wad to be provided in~depth vocational .agsessment and counaeldng serv-

_ ices’'to identify the best type of placement consistent with his or her
aptitugdes, interests and abilities. The enrollee in effect was both an
‘employee and a client of the host agencys During this period, the.
enrollee was given close supervision, was oriented .o the wor&d of work,
was counseled on matters affecting his/her placement while developing a

p{ecord of full-time paid work experienae.‘ \ « ~

Lt

concern by the u

At a time of economic need, human service agencies such as employtent
gervice and welfare departments usually experience increased work load
and can generally, utilize additional staff. The program'provides an
opportunity to augment the’ work force of host and receiving agencies
during these times. The.system was designed to allow for a very quick
absorption by human service agencieg and a more orderly and considered
job develbpment among other potential participating employers after
fnitial implementation. r .

N L]

~ ~

.. The second step in the two 3tep processg was thé’placement of the enrollee

in an agency refe{red to as a "receiving" agency. Receiving agencies Who
perform outstationed skill training and ultimately employment into

* budgeted positions were agenciés (or sections within the host agenc
that have had- less ,access tlo“and experience, 1y hiring disadvantaged .
minerity workars. When ready for training, an enrollee was placed in a
receiving agengy to be taught a specific skill. Receiving agencies
were those not typically participating in manpower programs in the past.

-

F
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t _— Host Agencies Used - , o ©o.

Human services agencies.were chPsen to serve :as "host!' agencies under
the assumption that they would be more responsive to Partieipant needs
in terms of vocational assessment and guidance, and placement, and have
experignce_in hiring disadvantaged minority workers. Chosen as 'host”
agencies yere the Employment Development Department, the Department of *
the Youth Authority and the Department of Rehabilitation. As all three .
’ Departments are in the business of placing disadvantaged clients into
suitable occupations, it was assumed that they would be more skilled and
demonstrate higher levels of professional understandding of client needs
- than other agencies. Further, it' was assumed that .they would be able to
provide a better job match than other departmentd who had little skills
or experience in the placement of disadvantageﬁ indiyiduals. All threé
agencies have the capability to provide the necessary testing and coun-
seling, and have expertise in vocational rehabilitation.

- \

Since host agencies are client service orlented éhd'provide individual -
social, economic and vocational assistance, theix participatfon was used
to accomplish the following: :

R &)
1. Provide orientation to the world of work, vocational asséés- B
ment and counseling, basic fob training, and necessary’ job »

site counseling for TEEM Project employees. . /
2. Provide a recruitment?and referral process for persons.
enrolled in or eligible for WIN. v

3. Provide necessary su ision in\Brder to util zelemployees in
needed work activities 6f the J'host" agency afld assign them ‘so
that the h°ﬂF agency counseling services would be available
during ‘the counseling phase. (Work assignments were con- +

‘diidered'additional sources of eﬁployeé\assistance.) ,

4. Provide counsgeling and training time to employees -as appro-

- priate to carry out the TEEM objectives.

3. Provide TEEM Project staff access to appropriate client
yp " records.

6. Provide staff participation through a consortium, consisting of
TEEM Project staff, host agency and receiving agency
representatives. .

*

!

Host Agency Benefitsy . s .

For "host" agencies, it is an opportuﬁity to provide placement service
to an additional number of clients. The clients are employees and, as
such, are gaining paid work ekxperience. This is a valuable asset to




thgir gaining or maintaining credentials with the labor market. For the
employee, the financial pressure of needing a job is lessened by having

a job. Counselors have an opportunity to help determine thé mést suita-—
ble type of job placement. The "host” agency alsc gains some additional
productive assistance at no payroll cost.

Recelving Agency Role

'-ﬁﬁpeiving_ggengy Benefits

Recelving agencies are responsible for providing:
. o -
1. An expanded’%%ggp of vocational choices for TEEM employees.

2, Structured skill training.
L1 .-
3. Identification fnd location of suitable positions within their
agenciles.

4. Budgeted positions to aﬁﬂstb TEEM employees into the regular
work force.

5. -Preparation of TEEM employees to take civil serrice tests.

- .

6. Participation in the consortium.
7.  Actess to appropriate client training and progress reeords.

ige system benefits the &isadvantaged by opening a larger number of >
jobs, by broadening the spectrum of available jobs and by creating
career ladders suited to their individual talents and abilities.

' oo TETN

fEEM staff developed a system linking the recruiting and training A

‘potential of human and social service agencies with the hiring needs of

other employers which could significantly benefit employers while open-
ing. new career opportunities to the disadvantaged. The service agencies
can further enhance their community credibflity and acceptance by hiring.
larger numbers of community people. They can upgrade the quality of
thelr staff by retaining only those individuals best suite .0 human and
social service work. By Insuring a constant flow of commémit y people
into and throwgh an agency, the system enables the agency s£0 constantly

‘' renew its atyitudes and assumptions concerning the needs, expettations

and reactionp of the client community. . . .-

-

. . . A
The receivin§ agency benefits most of all because such a system would
help meet affirpative action requirements and commitments. Participa-

tion in the system provides career-oriented members of the disadvantaged

-community to fill restructuréd entry-level jobs in the organization.

\




- .@
Receiving agencies gain an opportunity to become familiar wi;h a wider
range of potential employees. They are in a position to hire employees
that supervisory and counseling assessments indicate could «fit into
their organizational strueture. This shduld be of assistance in up-
grading staff by providing new employees with required talent and
aptitude.

4

State Personnel Board Role

The State Personnel Board assumed responsibility for™ administration and
coordination lof the TEEM Project which included‘

1. Providingfgssistance to agencies in designating and implement-
ing in-eervice and out-service eraining to improve skills,
abilities, and the promotional potential of TEEM employees.

2. Assisting with the orientation; and training of staff, manage-
ment, and TEEM ewmployees. {

1 f oy
v 3. Developing a job placement system for TEEM Qébloyeee and pro-
viding other needed personnel services consistent with the
¢ivil service merit system. '

4. Providing technical personnel and procedural assistance to
participating agencies where needed in Tecruitment, selecjion,
transactione, training and job restructuring activities.

5. Providing limited supportive services to TEEM employees when-
such were needed by participants in the Project (emergency
transportation, training, and dental’ h&dlth care).

6. Providing forms to keep records of employee persomal data,
progress and performance data, recognized problems,_recom-
mendations and follow-up procedures. g 2t

7. Designing and implementing an evaluation system with the
gskistance of host and receiving agencies. :

Transitional Models

In order to sample all potential markets where placement could occur,
the Proje;&Hinvolved the development and testing of five transitional
models. models demonstrated are: :
’ /
1. Hiring by the State agency with movement to a_ State agency.

- )
2. yiring by a State agency with movement to a local agency.

*




3. Hiring by a local agency with movement to-a State agency. ' -

‘ . 4, Hiring by a local agency with movement to a local agency
- State or both. : \K /
L . 5. Hiring by a public agency with movement to a private. employer.
“ , :
TEEM Phage I1I % , o

-

‘ . Ay

- Because of a late start in getting the Project operating and because of
: unforeseen problems, TEEM was only:partialdy completed at the end of the

contracted time.” In June 1974, when Phase 'l of the TEEM Project, was due

‘to terminate, the U.S5, Department of Labor agreed o extend the project

through June 30, 1975 * to accomplifh the following:

1 Complete the evaluation of the™ TEEM process on the first 50

‘trainees,. . R
N - P
2,. Develop a process to integrate the existing State Personnel
*Board COD/WIN Jobs Program with California Welfare Reform Act ' "

. . saiary subgidy fesources. Under this funding arrangement, a
gsecond hiring component of 25 to 30 TEEM trainees were .
selected to: .
a. Test the outplacement and Transitional Models Three, Four
and Five which had not been tested to date.

b. Provide a further ﬁest and refinement of the TEEM

concept.
c. Provdde a new basis for a cost accounting system which '
. . was not satisfactorily developed during the initial
A~ experience. ~

Phase II of the TEEM concept was initiated in July of 1974 based upon
the following developments:

4

- ’ N

1, The Department of Labor national WIN office approved a request
for contract waiver which permitted trainee funding using a
combination of WIN/COD monies.

2. The State Department of Rehabilitation agreed to ﬁafticipate
as a host agency apd additionally to participate in receiving -
agency job development and pl&cement activities,

_*Another six months' extension was granted in order to complete place- ]
ment activities and to allow for report ﬁriting.

-




Gﬁ ’ 3. The Employment Development Department (EDD) dbveloped a pro-
T, cedure to make available WIN/COD job orders to TEEM trainees
so that improved occupational matching and cholcg®was possible.

\ which enabled testing of Transition Models Three, (Feur and

4. A county willing to participate in the Project wa?(identified
by
® Five.

L]

Based upon .these developments, the TEEM process was modified ring the
extension period as follows:

. 1. The TEEM Projeot was merged Into the lawnger, ongoing Career
Opportunities. Development Prbgra&. TEEM staff positions were
. combined with the COD operational staff and the entire staff
' hared the TEEM work load. A Project time reporting system
was installed to enable 1dentification and documentation of
staff time expended on the TEEM Project. \

, 2. An additional 27 participants were enrplled in the Project.

The, local-to-local, local-to-State, and public-to-private  *
transitiongl models received special emphasgsls gince they had
‘not been adequately tested.

4. The majority of participants were recruited from the étate
A Department ,of Rehabilitation. The Department of Rehabilita-
'VMK' . tion agre®d to act as a host agency and participate in receiv-
ing agency job development and placement activities.

5. Rehabilitation assumed responsibility for providing compre-
hensive testing and guldance and career counseling.
r
- 6. A Rehabilitation Counselor was added to the TEEM staff in late
’ October 1974" to act as a liaison between the State Personnel
Board, the Employment Development Department, and the Depart-
ment of Rehabilitation and coordinate the activities of par- ™\
ticipants and thelr supervisors in Phase JI.
L
7. The job development approach was modified to provide TEEM
employees access to all WIN/COD job orders, thus providing
a substaptially increased occupational choice.
]

_ TEEM Employee Funding
Under the original contracf proposal,” TEEM employee salaries were to be
subsidized- by WIN/COD. monies (50% WIN and 50% COD), but major_problems
developed with the funding which required several months to resolve.

1

' _ 17 oo /J G




x

Prior to initiation of the Project, the Bepartment of Labor, Employment
Development Department, and the State Personnel Board were aware of the
proposed method of enrollee funding and the planned modifications in the
WIN/COD contract form which appeared acceptable to the EDD legal staffs
However, when initial processing of an actual host agency contract
began, EDD's legal staff concluded that the Department of Labor WIN on-
the-job training provisions precluded the use of WIN fundefin the TEEM
process for. two reasons:

1. WIN contracts with the host agency were considered inappropri-

% ate because the host agenty was not making a commitment for
permanent employment. (Only the recepving agency wpuld make .
permanent commitments.) T, ~

Z, The work performed-in the host agency was not cédsideredlfkill
training in the occupation in which the enroli.ee would ulti-
mate}y be placed.

Since by design the receiving agency would not be identified until after
the vocational assessment process, it was not possible to contract
directly with a receiving agency. Furthermore, such a contract would
have invalidated one of the inducements to attaining the participation

.of a receiving agency - the opportunity to "try out" the enrollee vhile

payrolled by the host agency before making a firm contractual commitment.

After some period of discussion, the second objection was resolved by a
decision that all the training was directed to the total employability

of the enrollee. This left only the issue of a "proper party for the

on—theﬂéob training contact

“Because the usual WIN on-the-job training payment to employers equals

approximately 50% of payroll costs, the State adopted a policy of pro-
viding not more than 50% of payroll costs in salary subsidy. Therefore,
it was not thought possible to fund enrollee payroll costs at 100% from
State funds. ) -

Furthermore, when the Department of Labor national office's WIN gtaff
was asked to assist in finding an alternative, they interpreted the
project as providing a 100% salary subsidy which is precluded by WIN
regulations. They did not accept the TEEM staff position that only the
COD share (State) was a salary subsidy and that the remainder of the
employer payroll costs was legitimately the WIN on-the-job training

" payment for_on-the-job, costs. They reached this conclusion because TEEM

staff did not take adequate care in the proposal to describe the true
on-the-job nature of the placement. Since TEEM staff was not seeking
Enrollee Salary Funds and since the net effect of the ¢ombined on-the-
job training payment and COD subsidy was full reimbursement of payroll

costs to the employer, the whole intent of this payment was not fully
explained,

i3 ——
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As a con&equence of this misinterpretation of intent, however, the
national office did not study the sues that prevented EDD from pro-
ceaslng the contracts; instead, th y dealt only yith the’ queationgﬁf the
inappropriateness of on-the-Job trailning as a wage subsidy.

In the interim, TEEM gtaff was working on & host agency contract for one
of the local (county) participante (Phase II). Interestingly, EDD's

legal staff approved the contract on the basis that the contract was

with the jurisdiction at large, not the hoset agency per se. The rationale
in thie cage was that the county adminisgtration and Board of Supervisore
can commit to a,permanent hire somewhere in the county employ and,
therefore, they speak for recelving as well as host agencles. The
gltuation 1e significantly different from the State system, wherein

there 18 no single appointing power over both host and recelving apgencies.

Because of all the problems with identifying appropriate'funds for par-
ticipants’ salaries, TEEM staff obtalned a State Personnel Board policy
change to allow the use of Jobs money to fund salaries 100%.

Funding - Phase Il . ' -

As stated previously, the Sacraniento County Contract was funded by WIN/
COD mpnies (50% WIN and 507 State) The remainder of participant sala-
ries was pald through a contract (referred to as "apecial hires")
between the State Personnel Board and the Department of Rehabilitation
which resulted from a decision hy?ﬁepartmqnt of Labhor to allow WIN funds
to be used for private profit jobs. This contract was broad enough_to
allow placement 1in any capacity (l.e., county, State, private nonprofit,
and private profit). ~

Adminlatrative Structure of TEEM (Phase 1)

The TEEM staff of Phase I consisted of a Projett Director, three .Job
Developers, one Cost Accountant/Evaluatlions Analyst and clerical support
(two staff-years). An organizational chart (shown below)} shows the line
authority. assigned to each Individual gtaff member.
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The Project Director was given responsibilityrand authority for the
entire Project and Project staff. A St?ff Coordimator, under direction
of the Project Director, served as coorgdinator, gdvisor and functional
supervisor for three coordinators. An
responsible fotr assessing the Project'

One TEEM coordinator dag outstatipned in Lag Angelts to facilitate
interagency operation of the Project, coordinate hiring, orientation and
interagency management of TEEM employees. Addditional responsibilities
of the coordinator were to compile/and maintain information relating to
specific openings in State seérvicd and other employing agencies; estab-
lish and maintain TEEM consorti participate in-'the evaluation pro-
cess; .travel to Sacramento for m¢etiqgs and information as needed; and,
develop substation work assignments with.the county, city and private
employers. Two additional TEEM ‘coordinators were located in Sacramento.
Their duties ificluded promoting tramsitional movement of participants
into regular civil service classificationa and positions; negotiating
with State and local agencies to obtain their participation in the
Project as either hpat or receiwing agencies, designing and processing
interagency agreements and contracts as needed; conducting igfexagency
consortium meetings and employee orientatiofh meetings to interpret
personal matters, explain the use of TEEH employment lists. and exami~
nation achedules Bnd processes.

4

Recrultment and Selection of Phase I TEEM Emplgyees .

California state civil sgrvice positions are filled from eligible lists
established tﬁfough competitive examinations. Candidates who are suc-
cessful in the testing process are placed on an eligible list by
obtained scqres. Departments may select’frOm one of the top .three
scores to fill an open position.

The State Personnel Board established the cladsification of TEEM Aid and
TEEM Assistant as two'preentry lével classeg to be used im Phase I of
the TEEM Project. These classes were the vehicles used in State service
to recruit and train persons to serve in the TEEM Project to perform
unskilled, semiskilled, and skilled work. bath in human services and
otlier public, service occupations.

Theae two broad classea were deVeloped to enhance the control of the

Project and reduce the administrative record keeping in the movement of
participants from one department or one.function to another.

21
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Eggggncumbents in these classes were extended,perhqpe t civil service
' ;:,fhtatus. This differed from other COD classes where an individual
-qgfenterea State gervice in an occupational ladder as a temporary appoint-
*ﬁ%ment. A8 TEEM incumbents reached appropriate levels of skill and, as
% job opportunities occurred, they either transferred to.another COD class
'i“ag the same level, cQmpeted examinations for COD classes at a higher
! level, or competed in exami tions for regular civil service entry
j;clasées in. appropriate occupations. Persons hired in the classes of
* TEEM Project Aid or Assistant who, after counseling, did not demonstrate
;potential for advancement, were dropped frgm the Project.

. The Recruitment ‘and Selection Plan for Phase I was designed to be com-
(pAtible with the existing California State Merit System. It is impor-
tant to realize that, although the target group was comprised of dis-
advantaged who normally fall outside the skill and experiende range
needed to enter civil service, most of TEEM's Recruitment and Selection

Plan could be duplicated by pther proérams or projects of other public
agencies. .

4

Important featur%; of_TEﬁM's Recruitment and Selection Plan include:

1. A minimum qualification prevision which insured that only WINj/A//
h eligible (and therefore fundable) pers?ns-dould apply. ,
YR The examination was held only in participating offices
located in the.speeific geographic areas wh%ﬁh had been
designated as T EM's target areas. )
Y v . -
3. Publicity time which was held to legal tiinimums to focéus on
primarily counselor-referred applicantsg (When combined with
L 1. and 2., a highly selective pool of agplicantq was developed.)
A difficulty anticipated with the Plan was that a host agency could not
be guaranteed access to their own clients. Their clients would not
necessarily be reachable ¢n the eligible lists, that is, among the top
three. An important selling point for the TEEM Project wag potentially
impaired. Fortunately, numbers were far smaller for the Project than
for most other classes. Eligible lists were therefore cleared expe- .
ditiously enough to allow host agencies to hire most of their own clients.

TEEM Project Aid

M
The classification of TEEM Project Aid was established for enrollees who
had.no previous work experience( Enrollment in both the WIN Priogram and
client services of either the Departments of Employment Development,

~ ) ’ ) -
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Rehabilkitation, Mental Hygiene, Youth Authority, or Corrections were
required as mihimum qualifications for entrance into the selection
process. The salary range for TEEM Aid was $440 per month through 5484

‘TEEM Profect Assistant

Minidum qualifications for entrance as a.TEEM Project Agsistant were

either six months' experiance as a TEEM Project Aid or ene year of paid
work experience in’'a socidl service, mechanical, ‘technical, maintenance,
or service, occupation; and enrollment in the WIN Program and receiving
services from the Deépartments of Employment Development, Rehabilitation,
Mental Hygiene, Youth Authority, or Corrections. The TEEM Project
Asdistant had a salaty range from $509 per month through $562 per moenth.

- N
TEEM Emplovee Work Assignments . v . N
e . | -, . .
During the training perilod, -TEEM employees were not assigned to fill a
positiqn normally held by B regular civil service employee, either in
‘host 6r teceiving agenciesl The TEEM gnployee was treated as an extra
employee in each agency {(nbt replacement). When the TEEM employee met

" the minkmim qualifications;normally expected of perdons doing similar

work, the employee was hirid into a vacant position.

Recruitment and Selection ¢f Phase II TEEM Employees

- Phase 1I TEEM employees wele referred by the Departments of Rehabili- .

‘cipants were hired in Phas

.selor screened applicants

tation and Employment Deveﬁoﬁment. TEEM staff and the referring coun-
rior to appointment to positions. Basically,
scteening techniques considtéd of subjectively measuring interest,

II. Eight were placed using WIN/COD con-

achievement, and ability tszerform.given tasks. Twenty-seven parti-

tracts and 19 were placed using the "Special Hires" concept. A contract
between the Departments of Employment Development, Rehabilitation and
_the State Personnel Board allows Rehabilitation to hire their clients

" who receive welfare cash grants into temporary positions (9 wmonths ma
mum). Then, under the Special Hires concept, these.clients can be

outstationed in any appropriate job in any agency whether it be a publ
or a private employer. i

13

|
. i
In Phase I, clients could nj; be funded in private-profit agencies, nor
were clients given a.defini employment time frame. "Phase II clients
and their cqunse;ors knew thtt permanent placement had to be accomplished
within nine months or terminhtion tesulted. The pressure of a deadline
was a tool designed to force' counselors and clients to shorten "host"
agency time and allow adequate time for an-the-job training and, as

such, was effective. '
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QOrientation

14—

Consortiums ﬂ - t\

L

. . ; ,
Barly in Phase I, consortiums were established as an integral past-/of

the Project. Consortiums were a series of regular communication meet-
ings to increase the chances "for permanent employment of the partici-
pants. The initial consortiums included host agency staff only. Latert
the consortiums added receiving agency staff to develop realistic plagé™
for transition of the participants from the host agency to the recelviﬁg )
agency. Consortiums were also-used to share Information about ind{vidyal
participant problems and performance; ‘ 1

]

A1l TEEM participants and their supervisprs were scheduled for orienta-

“tion ag close as possible to the start of employment. Subjects covered -

in orientation meetings ifncluded:

1. | An explanation of the TEEM concept. - S

-

2. The purpose'of stay in the host agency.
3. The purpose of placement in the receiving agency.

4. An explanation of training and exposure. in a sk111 qnd the
posgibility of permanent employment..

5. General information.about attendance, promptness, attitudes,
ability to relate to other people, motivations and interes.s,
ett.

Upon entering the receiving agency, the employee was again given similar
orientation. This session was designed to introduce the employee to
actual on-the-job training. A trainimg program was explained (either:
orally or written) so that the employee and employer had a mitual under~—
standing-of whatggas expected from each party.

p

Receiving agency negotiations - o

There was little difference between the type of neéotiations involved in
the TEEM process and the regular WIN/COD process. - Employers were con-
tacted to determine their interest and appropriateness of their parti-
cipation in such a project. When agreement was reached npﬁn the terms:\\_,
a contract was written between the State Personnel Board and that

employer.




\‘?}

“ PART I1I

«  PROJECT OPERATION ' )

‘in the next foyr pages of this report.

TEEM Strategy '
TEEM strategy has been 8rapfiically presented by the flow chart contained
The flow chart showg the steps
of the Project and their order of progression. In order to sinpPify the
identification of rples and responsilfilities, each umit involved with
the chart

The flow of Phase I and Phase II was identical with two exceptions:
. L. 4 ' -
1, Use of th2 consortium concept was eliminafeé‘in Phase II. The
major reason for discontinuance was because members indicated
iy meetingé were not sufficiently productive,‘based on the -shaller
number of Phase II participants, to warrant continuance,

Another difference was that the use of TEEM Aid and TEEM .
Assistant classes was eliminated and COD classes were substi-
- tuted.. The reason for.this change was that in Phase I, parti-
cipants were allowed to gain permanent’civil service sBtatus,
even though qgvg?al of them were either not capable or not
willing to perform the duties assigned. Understandably, host
agenéy‘supervisors refused to hire an unproductive trainee.

Therefofe, the State Personnel Board was left with a permanent
émployee who was uﬁﬁroductive. Since COD classes do not
provide permanent c¢ivil status, a nonproductive participant
could be readily dropped from the program,

25
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TEEM Handbook

Because of misunderstandings wicth the project and communication prob-
lems, a handbook was written and distributed to all persons involved in
TEEM, Generally, the Handbook explains the TEEM process in detail and
can be used as a '"recipe book". For e¥Wample, if a person doesn't know
how or when to f1ll out a particular form, the Handbook may be consulted.
If the explanation in the Handbook 1s not clear, a list of contact
persons and their telephone numbers is available for'nefeience.

As probiems arose, the Handbook was modified.: To.be functional, it is
important for a handbgﬁggtb be updated and current. A copy of the TEEM
Handbook 18 located in pendix-A for review.

‘ Quegtionnaires

Pl

In ordér to gain the perspectives of both TEEM employees and supervisors
two questionnaires were constructed - one to be completed by the super-
visor/counselor and the other to be completed by the TEEM employee. The ¢
questionnaires were designed to gather individual perceptions regarding
the project (see Appendix B for details).

! ]

'The employee questionnaire ‘included questions regarding how the employees

felt about their job and the otientation and training provided on the

job. Other questions delved into how the employees felt about the

amount of time spent in the host agency and their treatment by other
employees and supervisors. - ‘ ’

The supervisor/counselor queetidnnaire included questions as to how well
the\TEEM employee performed compared to the "regular" employees. The.
questionnaire also solicited responses regarding the number of super-
visory hours needed for TEEM employees as compared to the hours used
with Yregular" employees. It was planned to use the comparative data in
the cost/benefit evaluation.

In order to ensure consistency, a TEEM etaff member. interviewed each
persomy who filled out a questionnaire to give explanations and to write
down @ny verbal responses not covered.by the questioftnaires. Question-
naires were administered prior to completion of each phase of the Project,
allowing each person ample time to ga{ﬁﬁaxperience and ¥orm opinions
regarding the Project. Part IV will show the finﬂings of the question-~
naires and responses from the interviews.

;
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Cost/Benefit

The evaluation of the TEEM Pro]eéct takes advantage of -the existing cost/
benefit evaluation system developed by COD. Information was collected,
tested and analyzed using the Jobs Program Evaluation Model by inserting
TEEM data into the Evaluation Model formula. N

Information was collected on each individual participant hired in the
TEEM Project ag follows:

1. Welfare history for five years before and five years :after
TEEM Program participqtion, including cash grant amo&nts and
child care benefits received, Medi~Cal eligibility, food stamp
bonus value eligibility, and social services received.' '

W R

2. Ewmployment and earnings history for one year before and *five
. Yyears after TEEM Program participation, including rep
gross earnings and the occupations in which TEEM Progr
participants are employed.
<«

Tr

3. Personal characteristic data, including age, sex, éfﬁ;ic
group, and education background of the TEEM Program
participant.

In orde; to show cost benefit, four groups are identified as benefici-
aries of the TEEM Project.

» 1. Benefits to Government -~ welfare savings (including savings
from the cagh grant, Medi~Cal, food stamps, child tare serv-
ices and social services) and increased taxes paid by former
welfare recipients now productively employed.

2. Benefits tdiiIndividuals - increased disposable real income for -
TEEM Program participants earmed through gainful employment.

3. Benefits tv Employers - subsidized training of future em-
ployees, reduced personnel turpover and equal opportunity
recruitment and employment practices. .

4, Benefits to Society-at-Large - increaséd productivity and ae-
* creased public dependency, unemployment and associated social
problems.

The Jobs Evaluation Model is designed to use a 20% rapdom sampling of
all participants entering COpP-developed jobs. 1In that program the
sample group is approximately 1200. Because of the limited number of
participants involved in TEEM, information was collected and computed on
all participants. Table 1, TEEM Cost/Benefit Analysis, follows which

3




shows cost/benefit data from-the above-mentioned sources. The reli-
ability of the information is guestionable since the Evaluation Model is
designed for a different program but does supply a guide as to success.
A direct comparison between the Jobs Program and the TEEM Project is
diff;cult Participants hired under the Jobs Program were never allowed
to exceed 1% mqnths éa on-the-job training, while several TEEM parti-
cipants were subsidized for alwost two years.  However, a coumparison
between TEEM and the Jobs Program will be made regarding totdl benefits.
(See Part V on findings.)

Throughout the TEEM Project, staff attempted to construct a method of
determining project costs which would be applicable if the concept were
implemented into ongoing program. ™ As a result of these efforts, a
monthly exception time sheet (See Appendix C) was designed. The purpose
the time sheets was to measure the amount of extra time needed to
supervise TEEM employees, as compared to regular employees. Any extra
time was to be considered the variable cost which could be expected if
this concept were incorporated into an existing program. TEEM staff
decided that the logical person to fill out the time sheet was the
immediate supervisor of the TEEM employee, since the bulk of variable
costs was associated with the supervision process (e.g., orientation,
training, work-related counseling, etec.).
Supervisors resisted completing the exception sheets because they felt
it was too difficult to keep close track of time for reporting purposes.
Many TEEM staff hours were devoted to monftoring the submission of these
forms. While intékviewing the participants and their supervisors, staff
learned that most superv150rs did not accurately reflect the actual time
spent with employees. Ifstead, the questionnaires were filled out
'simply to satisfyy a requirement therefore, the data on the time sheets
are inaccurate &nd cannot be used as a measuring device. .

C \'4%
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TABLE 1

. ' TRANSITION%%OEMPLOYMENT EXPERIMENTAL MODEL
ST/BENEFIT ANALYSIS

&

lst Year 2d Year 3d Year 4th Year 5th Year Total
Actual Actual ‘Estimate Estimate Esfimate Estimate

*PROGRAM BENEFITS

Welfare Grant Savings $1,161  $2,222 $2,669 $2,732 $1,125 . $ 9,9

Medi-Cal Savings 289 799 997 1,031 430 3,54
Child Care Savings - 9 62 83 * 90 39 265
Food Stamp Savings 116 386 488 507 - 213 1,710

s Spcial Services Savings 28 77 95 98 41 ’ 339
Administrative Savings 433 912 1,109 1,139 471 4,064
Total Welfare Related Savings 2,018 4,458 5,441 5,597 .2,319 19,833
Increased Government Revenhe . i
Federal Income Tax 32 Lo - - 137 168 337
b State Income Tax - - = - - -
State Sales Tax . 33 18 33 33 33 - 150
Total Taxes - 65 18 33 170 201 © 487

TOTAL GOVERNMENT BENEFITS 2,083 4,476 ° 5,474 5,767 2,520 20,32

INDIVIDUAL PARTICIPANT BENEFITS
Increased Annual Disposable ‘
Income b 1,436 - 789 - 997 - B46 +1,263 -+ " 67

-
COMBINED GOVERNMENT AND PARTICIPANT A ‘
PROGRAM BENEFITS 3,519 3,687 4,477 %,921 3,783 20,387

PROGRAM COSTS ’ ~ ‘ -

1. SALARY SUBSIDY ) 4,576 1,525 0 0 0 - 6,101
2. FRINGE -BENEFITS , ) 915 305 0 0 0 - 1,220
3. ADMINISTRATIVE COST ~ 614 205 0 0 0 819
TOTAL PROGRAM CQSTS . " 6,105 2,035 0 0 0 8,140

Using a %F annual interest rate, the present or discounted value of $20,387 is $17,574;
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“PART IV

STATEMENT OF HYPOTHESES

L.

A complete list of hypotheses 1s shown below. Part V (Findings) will

provide findings available from this Project pertinent to the appro-

priateness of the stated hypotheses. ’

A. Employers can be persuaded to participate in the TEEM Project even
if they have not participated in manpower programs in the past
because:

1. It assists them in attaining their affirmative actidat com-
mitmentd? It 1s assumed that the target group for Ebis Pro~-
ject will have a disproportionately high representation of °
ethnic minorities and women.

2. It provides employers more in-depth information on the poten-
tial employee's background, skills, and work habits than other
manpower programg. Information about a client will be availa-
ble from case workers to more fully .detall an individual
client's needs. Additionally, the host agency experience with®
a participant will be available to employers.

3. It provides employers an opportunity to "try out" ah employee
) without the normal administrative paper work necessary to put
someone on their payreoll or to obtain reimbursements. The
process of ''out stationing" an individual is a relatively
simple one which could be negotiated quickly, for example, in
a single telephone call.

4. It provides an employer with additional staff at no payroll
costs.

5. It will increase the potential for providing placement gerv-
ices to a larger number of clients increasing the success rate
of agencies and thereby Increase their credibility of human
services agenciles within the community. )

6. It will facilitate employment of persons recruited from case *
loads, adding a new demension to human service agency staff.
Such a recrultment process will add a client orientation to
“ the staff so that the,disadvantaged might be served by the
formerly disadvantaged.

7. It provides an adequate pool of partiqipants.from which em-
ployers can select those best suited for their job assign-
ments. TEEM will provide a number of persons for a position

ca
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abling the\employer to make a choice of the best qualified

contrast tb spme manpower programs wherein .participants ate.

preselected by a counselor perhaps unfamiliar with the

Y cmployer's work environment:

B: The TEFM process will:

1.

providing ‘current, successful, pald work experience. t 1g
assumed that most of the client group will have gaps.i
employment history which will raise questions in the minds of -
employers as to the suitability of the client for permanent
employment. = : -

Increase the participant's chance for permanent emplo%gent by

Provide a variety of jobs and théieby lead to more permanence
in "job placement"” because of the opportunity for better
participant job matching. A client can be exposed to several
types of work which will increase the opportunity to identify
an occupation a client will find meaningful.,

C. Human services agencles are effective as host agencies because:

1.

A

Their staff are generslly more responsive to the participant
as a pergson and thereby create an atmosphere of acceptance
which assists participants to adjust to the world of work.

They are able to provide vocational assessment and guidance to
the participsnt to assist the participant in the gelection of
the most approprlate career. Professional counselors are
avallable in these agencies whose services can be made availa-
ble on informal, as needed basis.

They have the capacity to outstation incumbent preprofes-
gionals who are best suited for other than human service
occupations. The staff has continuing contact with the entire
labor market and can readily 1dentify appropriate job “
opportunities. '

~
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PART V

e . - —

FINDINGS

. o

The findings stated here are based on documented reports, formal‘and in-
formal interviews, statements made durlng comsortium and other meetings,
and TEEM staff's observations and analysis.

AN

One major aspect of the Project was to demonstrate its feasibllity as a
manpower absorptlon program. The theoretical basis for a manpower
absorption program was that perlods of economic downturn would be accom-
panied by a rise in unemployment and an increased demand for services
from human services staff. The temporary increased demand for services
2 would require additional staff, thus providing the motivation for human
services agenciles to participate as host agencles., Since the Project
actually began, the theoretical set of an economic downturn with rising
;;unemployment has been a reality.
‘ ¥
A Following are the reasons employers participated in the TEEM Project.

1. It assisted them in attaining thelr affirmative action com-

- mitments. The ethnic compodition of TEEM employees was as
follows: (41) 53.2% were Black, (11) 14.8% were Spanish
speaking, (23) 29.9% were White, (1) 1.3% were native American,
and (1). 1.3% were classified as other. (49) 63.6% of the

. participants were female, while only (28) 36.4% were male.

2. In-depth information on potential employees' background, -
skills, and work habits was consldered dseful for ‘employee.
selection. Many .employers expressed appreclation for this
information and Indicated that this type of information was
not avallable from prior manpower programs. They recommended
that this practice be continued.

3, Th; opportunity to "try out" an employee without the normal
administrative paper work necessary to put someone on the
payroll was consldered one of the more posltive aspects from
the employer's standpoint. Ordinarily employers must complete
employment forms, set up accounting records on each new
employee and make allowances for the emp%oyee in the budget.

There was a definite problem with all clients being hired by
the State Personnel Board In permanent status classifications
and outstationed in other agencies. Some employees were
Gnablp to perform the jobs 1in wh;gh they were assigned, vyet
theilr supervisors did not tounsel or discipline them as they
would a regular employee This resulted in the nonproductive
participants gaining perman&nt civil service status This
caused a dilemma because sppervisors refused to document the

n
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reasons for not hiring a participant while concurrently all
ing_ the participant o permanent civil serxvice status .Since
permanent dtatus, once gained, cannot be removed without
considerable detailed documentation about the employee's
nonperformance, this caused obvious problems for the TEEM
gtaff in locating other placements or terminating the - -#/;
employees., \ .

»

4. ' Host agencies needed added staff at no pagfoll cost tqathem.

5. Human services agencies were able to utilize the added employ-
ment opportunities to place their clients ’

6. Host agencies retained participanta who were deemed suited for

‘ employment in the human services field. From 76 participants
employed.in the Project, (13) 16.9% were retained as employees
in the host agency. However, these participants were not all
retained by human service employers. Seven of the 13 parti-
cipants were Sacramento County employees (6 participants in
general services and 1 with welfare) servirg as the host
agency, and were retained by the County as emplovees. This
results in (7) 9% of the participants being retained as .
employees in human aeyvicé~agenciea. . ’ "

Several host agency employers stated that the participants
were good employees, but could not perform the spfcific
duties required in their organization.

The concept ‘of a participant pool was not adequately tested.

Puring the first two years of operation, the prpject‘had,an eligi-
ble list which provided an adequate supply of candidates from which
to select. It was planned that TEEM employees would be selected o
through the consortium process and then placed in the referting . '#/j
hostpagency for the orientation td the world of work phase.

Because of the lengthy delay required to resolve funding problems 3
diacuageaxig_Part 11, thia process did not occur.. Instead, parti- ’
cipants were placed in, hoat agencies yntil they were conaidereg Bl i
ready for training. TEEM staff then sought a speeific placement

with a potential receiving agency. As a result, hypothesis A-7 was RN
not adequately tested: - T *

Both employers and participants believe the TEEM procéss increased
participants chances for permanent employment. ) .-

* ] . N -

1. . Current, successful, paid woTk experienqe increased partici-

pants chances for permanent employment. Information regarding
this perception was gathered through interviews with receiving

%




Il

&, -

agency emeloyere and participants. However,'there is nd
statistical data to quantify the degree of increased proba-
bility if any for permanent eﬁployment

2. A variety of "jobs were made available to TEEM participants;.
however, because of the limited number of participants and

* jobs, it would be arbitrary to assume that ‘each participant
had a better job match than with aperational manpower: pro-

~<\\ grams. Many TEEM participants who obtained permanent Jobs

felt  they might not have bgen successful w{thout the” two-step
hiring process. Althoigh there were a few persons in TEEM who
did have good work records, most participants selected were
those who could berdefit from the two-step process, i.e., WIN
ligibles who bhad little or no work experience, who had: not
wirked in a long time, etc.
SN
Human service agencies are not necessarily the most effective host
agencies.

A host agency need not be a human services agency, but any employer
willing to participate. "An analysis of.placement data indicates
that the human service agency issue is irrelevant in terms of an
agency's success as a host agency. The immediate supervisor tends
to make the greatest difference in the employee's success <drrespec-
tive of the type of agency involved. For example, Sa¢ramento
County made a commitment tO act as a host and receiving agency to
gseven participants. All sevea participants were hired permanently
by:the County upon completion of on-the-job training. Each of the
supervisors selected the individuals that they wanted-to train and
ultimately hire. While several of the participaits hired by the
County had various personnel problems through the project, the v
supervisors worked with the employees to resolve the problems.

1. The staff of human services agencies did not prove to be more
responsive to participant problems and needs than staff of
nonhuman service agencies. The immediate supervisor tended to
be the key factor. If the superwisor was compassicnate,
understanding, and motivated toward achieving the goals of the
program while at the same time objective in evaluating the
individual, the employee had more chance for success.

2. It was important for .an employer to prOVide coungeling and
vocational guidar?:e to TEEM employees. Mest participants have
little knowledge ‘of tHe lahor market and of the types of jobs
available to them. Also, tany participants had personal
problenis and needed counseling, which was adequately provided
by the immefliate supérvisors.

38
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3. Although human serviees agencies hijve the capacity to out- %
" station incumbent preprofeeggsipnals, This does not mean that N
human service agencies ghould be usédd exclusively as host -
agencies.” Participants usually need help with placement aﬁfﬁe
many times they have ltttle experience in finding employme
- However, placement assigstance can be provided by the referring
' agency without acting in the host apency capacity.

E. It i8 essential for oriehtation to be provided to participantey” 7. .. . ;:
supervisors, and agency administration. While interviewing the .
people involved with the project, the one statement made most often
was, '"We need more information as to how the project works and what
is expected of us"

e F. A TEEM Handbook was written and diStrfibuted to help clarify the
areas of concern listed in Finding ﬁ’ However, the Handbook yas
‘either not understood or nét read. Also, several persons stated
“.they had not received a Handbook. - ) PR

G. The consortium is useful in establishing lines of commuijcation and
" mutual trust among participat agencles. Several members of the
consortium stated‘}hat By a consortium did help in working
. out vdrious problems for particip nts, as well as for participating
agencies. Members of the consort um'indicated that a chairperson
is essential in directing the group’discussions. The lack of a
" strong chairperson resulted in discussions on tangential issues and
“the omission of important. problem areas. Some members felt that
i too mapy hours were invested for too few clients. They felt.that
. time could be better utilized elsewhere. Without the strong chair-
. person, the consortium has a tendency to fall apart and become
dﬁsfunctional pr

-

H. Questionnaires and interviews with TEEM employees and their super-
visors .revealed that a short period in the 'host agency was prefer-

, able. Participants have a tendency to develop personal attachments
to the host agency and to their assigned jobs, resulting in the
participant having another period of adjusting their attitudes
about’ moving into another agency and job. There was also a tend-
ency on the part of some céunselors to "forget" about their clients
when there was no specified length of time fgr the participant to
remain in the host agency. There were some ‘cases where partici-
pants remained in host agencies long after they were ready for
placement in a receig&egfﬁgency.~ -

I. While TEEM was operatiomal, findings other than those hypothesized

were re%%}zed.- These findings are listed below.
2
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A total of 76 parji;ipants were hired in the TEEM Project, of whom
"52 or 68% were tr tioned into permanent jobs. Phase I was most ¥
successful in placement ‘activities with a rate of 38 or 76%.

Phase II placed 14 or 54%., =¥ -

. hN .
This d¥ffereacé£§an‘be:g%gégined in the followlng-ways:
, T o F S - )

' 1. There were’morgk?bsal staff hours involved with the placement
of Phage I participants.

< - 2, In Phase II, most TEEM employees were \Rehabilitation clienls.
. In general, disabled clients are more fifficult to place than
nondisabled clients§ .

3. Participants in Phase’II who were unsuitable were terminated
early in the host agency; whereas, marginal employees in

. Phase I were kept on the payroll until a job was found, result-

ing in an extraordinary amount of map-hours being consumed.

1

r
J. A comparison between the TEEM Project and the WRA-Jobs Progréﬁ
reveals little difference in terms of ”Sﬁcal" government benefits. .
However, there is a significant difference in the "combined govern-
ment and participant program benefits”. TEEM has a combined benefit
. of $20, 387, whereas the Jobs Program shows a combfned benefit of
: '$33,371. This difference is explained by the types of jobs in
which TEEM participants- were placed, compared to the types of jobs
in which Jobs participants were.placed. Many Jobs participants
have been placed into skilled jobs, such as a rapid transit bus
driver earning approximately $15 Boo per year. In contrast, TEEM
participants are placed in semisiilled and paraprofessional jobs,
in which no TEEM employee is earning more than $12,000 per year.

3

. Salary subsidy is higher for the TEEM Project than for the JoEs
Program primarily because TEEM is e rimental in nature. How-
ever, if the two-step hiring cong€pt iskincorporated into an ongoing

a

-~ program, it does mot appear thatl progr costs will increase.
i

K. Because the Department of Rehabilitation "Special Hires" contract
has the same lbasic features and was incorporated as a TEEM com-

. ¢ ponent, the results of the component preject are presented.
. 1. The "Special Hires” conttact has proﬁpéLd placement of a total '
of 242 Rehabilitation clients. From the 242 clients, 64 have
been placed into permanent positions; 38 have been terminated Y

or resigned and 140 are_ still in on—thé;job training. This
results in a retention rate of approximately 63%. Considering

v P
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the argument-that disabléd persons are more difficult to
place, this demonstrates considerable success. In compar1322}J

= the WRA Jobs Program achieves approximately 63% and most of
their clients age not disabled.

2. Succegsful permanent placement appears to be primarily a
function of the interest and motivation of the counselor.
Some Rehabilitation counselors had little difficulty obtaining
high retention rates, while other counselorg had very low
retention ratesg. Counselors who wére considered as successful
worlked closely with their clients in all aspects of coun-
seling. The counselors who seemed to experience the most

i difficulty with retention rates had a tendency to place
: clients in a host agepcy ‘and "forget" about them:

L., Supérviébr/Counselor Questionnaire

Personal interviews were conducted with superviqorsA counselors and
participants in ar attempt to measure costs and to develop "field"

~Anput in the final -evaluation.” The following is a result of the
interviews: .

L

1. In host‘égénZXes, 687 of the participants.were placed-in .
"productive" jobs; while in receiving agencies, 86% of the
participants were placed in "productive" jobs.

2. In host agencies, 69% of the participants provided "add#-
tional" or Yincreased" services, while in receiving agencies,

services. 4 v

3. In host agencies, 69% :of the participants had work Qutpbt

¢ . ranging from "comparable" to "much more' than regular
employees. .

4. In host agencies, 64% of the participants were available for'
productive work ranging from "comparable¥ to "much mbre" than
regular employees,. while in receiving agencies, 61% were v
available for productive work ranging from "slightly less" to
"mich more" than regular employees.

5. In host agencies, the supervision required for pafiicipants
©  averaged approximately 1) hours more per week than for regular
employees, while in receiving agencies, the ‘average parfici-
pant required less than an hour of added supervision.

-

. 81% of the participants provided "additional" or Mincreased" //"-ﬁﬁa\\
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6. Questionnaires were not useful in measuring costs. It was
planned to use the Exception Time Sheet as & tool to recovet _ |
cost data. As was discussed earlier, the device was not
successful since supervisors-did not complete the documents
accurately. Therefore, questionnaire items attempted to
secure the missing information. Since the supervisor based
their qgestionnaires on hazy memory, the information deve10ped \
was unrellable.

A

Participant Questionnaire
Fa d

Personal interviews were conducted with participants’ in an attempt

to develop final evaluation input.

1. Of the participants interviewed, 85% felt they were in a "pro-
ductive" job, 76% felt they received adequate orientation, 72%
felt they received adequate training, 52% felt they received
adequate career counseling, 63% felt they received adequateé
counseling on personal matters. When asked about the length
of their host agency experience, 65% felt it had been ade-
quate, while 24%‘felt it had been tbo long.

2. During the host agency experibnge, 74% of the participants
"felt they had not been treated differently than the "regular"
employees. Of thd 26% who felt they had been treated dif-
ferently, 44X felt thewy were treated differently by the
employees, 38% by supervisors and.19% by management.

3. Participant reaction to their treatment during the receiving
agency experience was almost identical to that of the host
agency. While in the receiving agency, 31% felt they were
tredted differently, while 39% felt they were treated differ-
ently by other employees, 39% felt they were treated differ~
ently by supervisors and 22% felt they were treated differ-
ently by management. While 50% of the p&rticipants felt this
treatment had hindered their adjustment to the work environ-
ment, 67% felt the treatment had no negative effect on their
ability to learn the job. | '\

4. An interesting finding was, pf those participants in receiving
agencies’ in Phase I, only 60% felt their job assignment matched
their abilities, skills;’ and interest. In Phase II, 92% .felt
their job assignment matched their abilities, skills, and
interest. Phase I and II combined showed 70%. .
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RECOMMENDATIONS -

The following recommendationa reflect results from findings in the pre-
ceding chapter. Recommendations have been listed in the similar order
as the hypotheses,and findings.

TEEM wasg tested during an economic downturn associated with high un-
employmerit. Whether the two step hiring concept would be suitable
different economic é@t is unknown. The concept is recommended for use
during an economic downturn. ) g

A, Because of the positive findipgs regarding employers participation
in the project, the following recommendations are made.

1. Recruitment fof misorities and women should be aﬁpontinuing
" practice for manpower programs. The high level of affirmative
action guccess in TEEM was the result of strong recruitment
efforts.
o 5 ) : -

2. In-depth information on the potentia) employees' background,
skills, and werk habits should be € available to employers.
Such information involves the employer to a greater degree in
selection and results in a higher retention rate.

3. Since numerous problems developed with hiring‘participanta
into State service in a permanent classification, it is
recommended that COD classes or temporary appointments be used
as the vehicle for hiring participants into civil service.
This policy may cause the employer to become responsible for
hiring and termination of employees, Temporary appointments

% are recommended Tor employment outside civil setvice. A

participant can be hired by the referring State agency and
outgtationed into a public or private agency. The total
period of employment should have a written training plan
which includes a definite time frame, in terms of ,months, to
evaluate the employee's performance. At the end of the
peri%d successful performance ghould be recognized with \\
‘permanent appointment and the unauccesaful employee
termipnated.

4. Host agencies were motivated to participate in TEEM partially
because they gained extra help at no payrolY¥ cost to them. It
‘is recommended that participants' wages continue to be sub-
gidized for a specific contracted period of time. This
aspect has offered incentive for host agency employers to
participate.in the project and should continue to be an in-
centive in ongoing programs.
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5. ance human services agencies have the capacity for providing
placement and other services to participants, referring agen-
cles should provide.these services.

There no reason to deviate from this policy regardless of
where participant is placed.

6. ' Early placement in the recelving agency is recommended.
Participants should not remain in a host agency when they are
ready* for training. If a host agency is willing ro continue
the participant Into the training phase and function as the
receiving agency, then the agency should be willing to commit
a job to the participant.

—

7. Since the participant "pool" concept was not adequately
tested, future manpower programs will have to make their own
decision regarding this idea. However, -interviews with
supervisors did reveal that emplovers preferred to interview

. several people for each job opening. * '

Rehabilitation's "special hires" contract has been successful using

the TEEM concept and, therefore, istsgcommended to be continued.

If a "special hires" concept ij incorporated into other manpower

programs, close monitoring is eksential. Counselors usually have

pressure to provide large numbers of placements and do not always
have adequate time for the necessary postplacement follow-up needed
with the TEEM process. In large manpower programs, this need
becomes more critical since 1t is relatively easy. to lose track of

a participant's progress.

Since human service agencies did not prove to be more effective as
host agencies than other agencies, it is ‘regommended that host
agencies be selected by the degree of motivation and enthusiasm
demonstrated by management and supervisors toward achieving the
goals of the program. Findings showed the hiring supervisor
usually made the greatest difference in regard to the partici-
pant's succes;?\but a commitment is also needed from top
management. '

participant’'s proble and needs than staff of othey agencies.
In selecting a host cy, it is recommeqded that the chief -
criteria become the motivation, interest and enthusiasm of the

1. Human services staff did not prove to be more respog:%ve to

host agency supervisor has toward-assisting the Earticipant in\

achieving success.

~
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2. Participants haﬁe a continuing need for counseling and voca-
o tional guidance. It is recommended that services be made
available on a need basis in the host agency regardless of
whether or not the agency is a human service agency. .

3. Many participants have little knowiedge of the labor market,
therefore, it is recommended that placement services be made

available to all participants. Placement service may be e
. accomplished by the referring counselor or by the host agency
t staff. -
) D. Since communication and an understanding of expectations are crucial
to program success, an orientation should be provided supervisors
and agency management-prior to placement. Participants and super- .

visors should jointly participate in another orientation as soon
after placement as possible. 1If all involved parties uynderstand
" program concepts and the expected results, there should be better
cooperation from everyon

E. A well—writtep handbook facilitates clear communication. A hand-
book should be written and distributed to 11 parties; i.e., coun-
selors, participants, supervisors and management. A handbook is

- not meant to replace orientation meetings but to add clear struc~
ture and understanding of the program. It also serves as a vehicle v
to communicate policies and procedures toward developing a uniform o
program. ' )

F, Consortium meetings were valuable- in establishing lines of communi-~
cation and developing solutions to participant problems. They
should be used in future programs particularly in the planning stage.
Consortiume can be used to establish commuhications and to work out
problems which require group discussion. For example, they can be
helpful in revikwing a draft of a handbook.' Then, the comsortium
can be discontinued and be replaced with individual lines of communi- &
cation. A chairperson should be selected who haE strong skills im

directing group digcussions,

G. Some eauneele:e_hane_guteggggezvto place a participant sr‘”“’ﬂfM*MTﬁ##W#‘ﬂ
agency and "forget'" about thém.  A-ceerdinator-should be assigned @
td“monitor the program. Supervisors.and participants should be ‘

kept informed "of the name and telephone number of the coordinator.
The coordinator has a major responsibility to be sure that parti-

~-adpanta do not remain in a host agency beyond six weeks without
strong ication.

) |
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SYNOPSIS OF PURPCSE, OBJECTIVES,

AND RESPONSIBILITIES OF TEEM
Purpose: Provide & model for a high~impact menpower sbsorption program
whfch would facilitate the employment of disadvantaged citizens, especially

in times of economic recession. .

) “w
Objectives: Test a two-step method of providing specialized vocational

placement to determihe if it fs 8 feasible approach to increaging the
potential qQf soecific public and private agencies and/or departments to
recruit, select, hire and advance gualified rersons from specific disadvan~
taged client groups. The two-step process involves: (1) "Host Agencies"
which will provide sgegialized vocational 's“er\riee_s, and (2) "Re'ce‘iﬁring

Agencies" which will pr;oﬁde the opportunity for permanent employment.

Responsibilities:

Host Agencies' responsibilities will include, but will not be limited to,

the following:
1. Prepare & list of Job duties for each TEEM employee to ﬁe hired.

2. Assign a supervisor.

[

3. Prepare a written schedule of planned activities for each
participant. This schedule should include time for counseling

interviews, orientation, receiving agency observation days, etc.

k, Provide written or verbal orientation to staff not directly in-

volved in TEEM.




7.

9.

L _2_

The assigned supervisor shall prepa}e weekly performance reports
and submit withjeach payfoll for a period of six weeis. After
six weeks, & monthly performence repdet will be due with the
app?opriate payroll. For State agencies, this performance
report does not replace the need for the regular performeance
reports due om every State emplqyee (Form No. 636), See sample

following page 13 6f the TEEM Handbook.

The assigned supervisor shell record on the "exception" time
sheet 6ll time spent with employees within the a@propriate cate=

gories. This will be submitted with each payroll. See sample
1
following page 9 of the Handbook.
-? 5
Assess the employee, the employee's potential, progress and

1

career obJectives.

F
Assist the employee to complete a resume for the

employee,
#
Participate in consortium meetings. -

}

Receiving Agencies’ responsibilities will include, but will not be limited

to, the following:

1.

2.

3.

Prepare & written Jjob description for each TEEM employee to be

hired.
Participate in consortium meetings.
Identify suitsble position fo; TEEM employee.

p )
Review resumes of TEEM employees and participate in scheduling

B *
interviews and observation days.

47
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5. Prepare & training plan and submit the pién to the Rehsbilitation

Coordinator. This plan should jnclude:

a. Training pr;gwiéed to all new employees.
b. Additional training required by TEEM employee.
(1) Specialized courses.

- : {2) Special attention to work ha,.b{ts_.

(3) Bte. LN ¢

6. Complete weekly performeance reports and submit ‘with each payroll

:'f'or 1 périod of six weeks; after six weeks, & monthly performance

o

report will be due with the appropriate payroll. For State

S~
agencies, this performance report does not replace the need for

the regular performance reports due on everv State emplove=

(Form No. 636). See sample following pege 13 of the Handbook.

7. Record on the "exception" ;q}me sheet all time spent with employ=
ees within the appropriate Icategories_. This will be submitted

with each payroll. See sample following page 9 of the Handbook.
8. Assist the employee and Rehsbilitation Coordinstor é.gsess the

“employee , the employee’s potential, progress and career cbjectives.

Note: For further explanation, refer to the TEEM Handbook. If you have

any further questions, please contact the TEEM staff listed in the i

Handbook.




e
» - - . L
0 p TABLE OF CONTENTS.
-

I Intr'oduction - - - - - - - - - - - - - - - s - l‘ - - - - - - - - l- l. l
Glossary - &+ B B s F = o s ; L e R l’a LI R I IR I lj .

Section One

Background . . & & « 4 4 4 4 sie 6 s 4 s 4 e s s s e s s s s s . 5
iEEH's Objectives . & v ¢ v v v h v bt 4 s 4 s e e e e s a’. 5
The Consortium . + + + Sy: & s ¢ & & o & & & & & s & s 4 & s 4 : )
The Feasibility of the TEEM Project . . . . ... ... . ... 6
Cost Accounting . . . .+ v + + 4+ & coee e T 7
Research + + 4 vo 4 o o v 5 4 4 s v 5 5 5 4 v 4 4 s s e s e s 8

Section Two

Significance of the Host Agency . . . + & &+ « & & s+ & s+ & & +» . 10
Host ﬂgency Supervisor Responsibilities& That Should Be Emphasized 11
Examples of Job Resumes and Counselor Assesement . . « « + « . . 14

Example #1 — Vocational P1an .. + + &+ 4+ 4 v 4 s & & s & & & o 15

v .
-* '

Example #2 — Job ReSume . + v &+ & & & 5 & 4 & s s s s & s & + 16
.Example #3 ~ Personal Resume « « « + &+ « & & & « o s + & o o.. 17
Significance of the Eeceiving ABENCY ., & &+ & 4 v 4 s s s 4w s . 18
Receiving Agency Supgrvisor Responsibilities . , . , . . .‘. + 19
Receiving Agency Observation Days . . « & & & & & +74 & o s &+ . 20
'Interagency Communication Transactions . . . « « o o & & oo s 21

Rejection on Probation for both Host and Receiving Agencies ., T\\EZ

PUTPOBE & & & & 4 + & & & & 5 5 & & & 5 5 & & & + & o & « s s & 5,




‘ . . INTRODUCTION ~ ~

This handbook was prepared to provide a brief introduction to the TEEM projecC
and to provide some basic information on responsibilities. However, the user
of this handbook is encouraged to contact appropriate TEEM staff for answers
to questions which are either lnadequately covered or not covered at all.

SECTION 1-Project Scope and Operational Objectives

- R ) b
Thig section deals with background and concepty. It describes the signifi~
cance of a gwo-step approach. It also describes the respective roles of
the participating agencies and TEEM employees.

Operational objectives are those programa/componence, activicties or policies
TEEM sees as lmportant in order to meet project objectives.

Forﬁsxample:

-

he Consortium is a vehicle for continuous communication between
participating agenciles.

The research and monitoring sgstem wi}l provide the basis and the
information for determining TEEM's feasibility.

SECTION 2-Operational Elementa and Procesees

. Thig sec%ﬁon deals primarily with the day-to-day operation of each of the TEEM
jcomponench.«

»

Communications with TEEM

v

developed to ingure regular
repregentatives of the partici-
tances dictate more immedi-

Procedures such ag regular meetirge ha

-




: ' Nt .

particularly invites all questions.and recommendations-about the Project proce-
dures and activities from all
parties to the Project. The TEEM staff may be N

. ’ contacted ate '

" .
State Personnel Board
: . 801 Capitol Mall, Room 666 *
- B Sacramento, CA 95814 o
: Telephone: Public (916) 322-2777 = ATSS 8-492-2777 j
(916) 445-1901 ] 8-485-1901 ’
. » TEEM Staff : _ S . . ’ . ‘ ﬁ
Sarah Kirby - L.A. contact FPhohe 620_5143\ b
' Forrest Boomer - Supervisor

Curt Rogers - TEEM Coordinator - Sacramento County

Jim Gaekins - Reltabilitation Coordinator
Joel Mayeda - Evaluatgion

If any other problems develop, please contact the TEEM coordinators in your
agency. These Host Age coordinators have been working along with the TEEM
staff and will be ablg t¢ help y#u with any problem you may develop.

Rob Copland - TEEM @oordinator for Vocational .
Rehabilitation™ Phane 322-2550 ATSS 492-2550

3 \

Dora Torres - 3223967
or . .
Lynne Recagno - EDD - Sacramento 322-2%k0




) GLOSSARY v S

-

<: Essential in the introduction 1s a small glossary of the basic working

: o elements that will be used throughout this handbook. This glossary will give
a short definition of the most impoyxtant elements that comprise TEEM and should
ald in the understanding of the overall project.

1. Career Opﬁortunity Development {(COD) Unit -

A unit_hithin the State Personnel Board established to increase the 'r
employment of minorities and disadyantaged primarily through job
restructuring. )

2. Employability (TEEM) Consortium e

A series of meetings composed of -the TEEM administrative staff and
representatives from both the Host and Recefving Agencies. 1t sgerves
_ ao the communicatiens vehicle between the three preject groups in
o defining and assessing local agency relationships, responsibilities
and procedures. ‘ .
3. Counselor
eEignaEed person providing the TEEM employee(s) with guidance and
acting as primary liaison and consultant between line management,

program management, and the TEEM employee. Thé counselor will also

serve in the Consortium. : P -
- ‘ ra ”’ -
N - ‘£ ‘
4. Host Agengy s -
X Agencles that are luman service orientated and will provide assis- _ :
¢ . tance in the socldl, economic Or voctational flelds. The oo .
: Host Agency witl be the first step in the two-step hirimg process. : i
. igfl Operating Staff " . ’
The gtaff in the d{fferent TEEM centers that 1s designated by the
) involved ?gencies.. , .
& - - - . . Fa
6." Receivin enc ' ’ T - "\
The second agency where ‘a TEEM employee is placed. These agencies
N usually do not provide direct client services. These agencies will’
“ provide the on-the-job trsining to the” TEEM employees.
7. TEEM Administrative Staff . ‘ o *
- - The TEEM Project Supervisor, TEEM Coordinators Rehabilitation .
, . Coordinator, and TEEM Evnluation Analyst. ; < .
- 8. TEEM Coordinator - 6 ’ Ty -
‘ TEEM staff members whose responsibilitY is to facilitate interagency -
operation in the following manner : - i &
- - . . . ’ r
" - Hiring, orientntion, and. interagency movement rdinacion. ~—
R b. ,Compilation, maintenance, and dissemination of {nformation
: relating to specific openings. ‘ - .
. T '
3 . 5 4 . ’
Q y ~




ba
S

E

. €. Maintenance of TEEM Lomsortium.

d. 'Host and Receiving ?;encies monitoring.
e, Evaluation and rep-fting process.

9. TEEM Eéilggges

.10. TEEM Project (TEEM)
Transitional Employment Expprimental Model, a project created by/
California State Personnel fBoard, Career Opportunities Developme
Unit and funded by the Depdrtment of Labor. It was designed toj
several objectives of bothjparties. =~ . J

L .

a, - To develop and

and, speeific f cupational groups to participat-{ as
emplovyers, in;ggpernment-sponsored manpower - trdining
andﬁ%%acementfprograms - particularly those emfployers
who nave typifally not participated in the p &t

- c. Development
ment process
the referral

improved vocational assessmeft and place-
ds to result in a better "persgn/job" match in

[

11. WIN (Work Incentive Pfogram)
’ . Federally funded progfam providing employability.f manpower and

recipients of welfarejand under the Aid to Fami}ly with Dependent
Children (AFDC) program. '

12.. WRA (California Welfage Reform Act)
State funded progral for State agencies and jyrisdictions for jops
and systems degélopmeqt. Thie program will bf the source of fugds
for those employees stationed in State jurisdictions.
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PROJECT SCOPE AND OPERATIONAL OBJECTIVES
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~-FURPOSE

1

The Department of Labor,-:looking ahead to decentralization and decate-

gorization of current programs, is interested in proven methods that
will facilitate the employment of disadvantaged citizens, many of .
whom have heretofore been sétved by various Federal manpower programs.

The Transitional Employment Experimental Model (TEEM).was created by
the California State Personnel Board through the Career Opportunities
Development Unit and funded by the Department of Labor to provide a
potential model for a large scale, high~impact manpower absorption
program in times of economic dovmturn.

A CKGROUND I
ol .
Career Opportunities Development Unit

Under the current Career Opportunities Development Pragram and the
completed Public Service Careers Project, the State Personnel Board
has piloneered efforts in career employment of the disadvantaged in
California. To date, efforts have centered upon job restructuring,
creation of new trainee .levels, outreach, recruitment, uytilization

of community resources, and the development of job-selection services
which do not automatically screen out the disadvantaged. Major empha-
sis has been given to; (a) detérmining whether an individual can per=-
form a given type of work and to, (b) moving the largest possible
number of disadvantaged people into career employment. Such a pro~
¢edure, under COD, has had good results but has lost people due to
the inability of largely unskilled or semi-skilled participants to
adjust to the demands of the .work environment overall.

TEEM' S OBJECTIVES ARE:

A. To provide an approach for increasing th
specific public and private agencies and/or depaktments

to recruit, select, hire and advance persons from\specific
disadvantaged client groups.

B. To demonstrate a two-step method of providing special-
ized vocational .placement for the disadvantaged, involving
specialized vocational services through 'Host Agencies",
with opportunity for permanent employment through 'Receiv-
ing Agencies”. Heavy emphasis for developing Receiving
‘Agencies will be given to working with departments and
occupations that, for a variety of reas né. have not been

involved in other manpower or equal employment opportunity
programs,

+




THE CONSORTIUM THE UEHICLE FQR COMMUNICATIONS

- L]
As hag been shown in paet organizations, one of the major problems is that
of communications. In an experimental model such as TEEM, the communicacions
is of vital importance to accomplish all interagency objectives, and "the Y
Consortium was developed by TEEM in an attempt to overcome this problem. '
In general, the Consortium provides a formal way for which all TEEM members
at lower levels can communicate their needs to Agency management or project
gtaff. It also_serves as a feedback mechanism for the program go that
analysis on the project carn be made.

The kind of feedback information exchanged at the Consortium meetinge gerves
to develop, in detail, plans that describe local agency relationship#, respon-
sibilitiee and procedures. The Consortium 18 to be responsible for making
recomendations for overcoming problems and assessing the progress of the
Project and the trainees.

The‘purpose of the meetings include:

1. Exchange of information about qualifications for jobs
available and characteristic of employees.

2. Definition of the process of moving from Host to Receiving
q . Agency.

3., Assessment of the TEEM project.

4. Feedback to Host Agencies of follow—up in%ormation about
TEEM employees. " ,

5. Assignment of employees to available jobs.

The Consortium consiste of the TEEM project staff and the Host Agency and
Receiving Agency representatives. The Recelving Agency supervisors will be
given the opportunity to review resumes of the TEEM employees presented at.
the consortiums. Also the Receiving Agency and the Host Agency representative
- may work out interviews and assigmnment procedures for those employees whose
8kill and work personality qualifications meet those of the Receiving Agency.

- THE FEASIBILITY OF THE TEEM PROJECT

The TEEM project having been formed as an experimental’ model to test out
geveral objectives has in reality but one major goal: to determine the
feasibilicy of its two-step hiring process. 1In fact, at the end of the
Project all of TEEM's activities will center gonly around the concept of
feasibility. Therefore, ‘it ig important that all those involved in the
Project should have gome understanding of the ''measures of effectiveness'
that will allow the TEEM graff to document the atudy in order to permit
others to understand and evaluate what was done in the experiment and.

in the analysis and be able to indicate how accurate the basic data and the
findings can be expected. Indeed the project could fail to hire many of its
clients, yet be termed successful if it can{demonstrate what is and 1is not
a two-step hiring process. N -

<) {%
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The TEEM ﬁroject is a two-step hiring process involving three individual

parts - Host Agency,hquziving Agency, and Job Matching. Without any of

these three parts the uniqueness of TEEM ceases and therefore the concept

of the Project itself. With the questions to be answered by the three fo
separate functioning entities, TEEM must also concern 1tset£@§%;? the Con- "
sortium since the Consortium is the administrative vehicle wh affects .
the TEEM project directly. It is important that the Consortium demonstrates:

1. That because of it, Host Agencies were able to avail themselves
of now jJob opportunities for their regular, non-TEEM clients.

2. That participating agencies received employees whose skills
matched their job requirqnents.

3. That TEEM employees were selected into and trained for posi-
tions which matched their interest as well as their potential.

4. That the Consortium is able to function effectively even in
the absence of TEEM project staff direction.

Finally, it is important that TEEM account for itself along the dimensions
of all DOL reports. This must include both in areas of cost-benefit and
public policy.

‘COST ACCOUNTING ,

The Cost Accounting System established for the TEEM Project is oriented
to accomplish the following:

1, Provide a thorough definition of the type of functionsg -
performed and costs incurred, and understanding of hgw

those functions and costs vary and an estimate of the - \
magnitude of the costs.

2. Develop a method for capturing the costs of the TEEM model
in future pilot projects.

Since TEEM 1is only a demonstration prdject it must have a thorough under-
standing of the activities performed and the type of costs incurred. With

- @ thorough understanding of the functions and costs involyed, TEEM will be

able to estimate the magnitude of the actual or projected costs. Therefore,

© the Cost Accounting System will involve these specific steps:

1, Analyzé TEEM staff costs involved.

2, Detailed feview of TEEM employee positions trhrough on-site
interviews and cbservations. The functions performed and

the categories of costs incurred by the participating agencies
have been tentatively identified. !

~ - 59
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3. Define the partggipating agency activity which took place
prior to TEEM employee placement.

4, Document the TEEM model, the nature of the functions performed °
at each stage of the model, the definition of any costs 1ncurred,
and 1f possible, alternative methods of capturing these costs 1In
future projects v

The cost accounting system ﬁO be used in the participat® évagencies wlll con-

gist of an "except@on" time. sheet. The TEEM employee's supervisor will be

responsible for completing this time sheet which will involve the following.
- [ \

) 1§_ 1. 'Completing the identification gection of the time Bheet.
) a, Location
b. Agency .0
c. Unit
d, Supervisor s Name &
. X e. Supervisor 8 work telephone No.
. - f. ~ Dates of the pay perlod
. . g. TEEM Employees ,
. N ! h a -
" - (1) Name S |
. (2) Classification
. (3) Atcounting of Time for Pay period -
. © "h. Total number equivalent full-time employees f(excluding TEEM

employees) ‘and an accounting of their aggregate time for the
pay perlod. . -

L

2, Reéording time'exPeH&Ed by the supervisor for the categoriles
, indicated for time keeping; only the time spent on these specific
: items will be recorded.

Définition of Categories
5
A, Time spent with TEEM or regular employees

{' l. Orientation: Any function Or act taken tO acquaint an
employee to the existing environment of the job, e.g.,
location and avallablility of cafeteria(s) and other eating
areas, resi-rooms, general information regarding work hours,
employees work areas, clvil service or company employment
practices, etc. .
2. Tralning: Classroom or on-the-job training, including ex-
plaining procedures, errors and corrections. .

3, Counseling: Any discussion with the employee regarding:

T a. Career: Job or Career advancement and placement;
Asslsting the employee to aesess hls qualifications
and needs for promotional opportunitiles.

.3




RESEARCH

3

" b, Work related: Working relationshipsé and/or performance.
~ This 1includes, but is not limited to discussion of
absencesg, attitude, relationship with other employees,
performance reports and training needs.

c. Personal: Nonwork-related matters, such as problems
involving family, financlal, child care, transportation,
etc,

Other Time Expended )

1. Paperworks Any written narrative Or documentation required
such as performance reports, attendance, resumes, special
records (e.g., The "Exception" Time Sheet),

2. Meetings: Any general meéting regarding the employees but
usually excluding the employee such as consortiums, meeting
with TEEM staff, etc.

—

The- TEEM reséarch methodology will comprise the following:

1.

Collect an informItidn folder for each of the TEEM employees.
Such a folder must contaln information on the personal character-
istics, educational background, previous work history, occupa-
tional skills, and Interests and personal goals.

This Information will be collected from each TEEM employee and

the Host Agency counselor 1n the form of .a TEEM EMPLOYEE DATA
QUESTIONNAIRE, a personal self evaluation, a previous training

and job resuné, and most important a counselor assessment
evaluation. (Examples of these forms are given in the next section.)
This counselor evaluation must be determined by the Rehabilitation
coordinator after réviewing -tests, performance, and Interests as
related to previous tralning. These evaluations serve as the
basis for the career ladders to be individually developed by the
TEEM staff for the TEEM employee and the Receiving Agency and aid
in matching the Receiving Agency job to the TEEM employee.

Periodic performance reporting. L The purpose of this report 1s to
show the gradual development or ﬁack of development of the-TEEM
employee. The TEEM staff uses this report as an indicator of the
employee's performance and his acclimation to a néw work environment.

It is extremely important that all agencies note that there are

two forms of the REPORTS OF PERFORMANCE. The Form 636 is provided
by the State Personnel Board at the 4th, 8th, and 12th month of

the TEEM employee's probationary period. This ig Eegular_policy.
Form No. T300-35-636, 1s a modified Form 636, and as such does not
preclude the probationary report. (See the next gsection for expla- -
nations of this form.) .

6i.
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SIGNIFICANCE OF THE HOST AGENCY

Host Agencies under the TEEM Concept perform the initial hiring and become
the initial work station for the TEEM employees thereby becoming the first
step in the two-step hiring -process. In TEEM the employees_ are employed to
assist the Host Agency in providing expanded services to its clients. During
this time .the employee is provided with in-depth vocational agsessment and
counseling services to identify the best type of placement comsistent with
his or her aptitudes, .interests-and abiliries., The employee in effect is
both an employee and a client during the Host Agency experience. During
this period, the employée receives close supervision, is oriented to the
world of work, is counseled on matters affecting his placability and is
obtaining a record of full-time pald work experience.

It is this first step that will facilitate rapid and orderly implementation
of a manpower absorption program. At times of economic need, human service,
agencied such as employment gervice and welfare departments are usually .
experiencing incpeasing work load and can well utilize additional staff.

The turnover canthen be easily controlled by the number of jobs available,
and the duration of the Host Agency and Receiving Agency Assignments funding.
This system of employment will also allow for a very quick absorption by
human service agencies and a more orderly program of job development for
those other potential employers recruiting from the initial "Host Agencies".

o -

The work assignment in the’ Host Agency is not intended to be skill training.
It should not need to serve as the introductory training for the training

the employee will receive in the Réceiving Agency. Instead the Hast Agency
work assignment must serve two purposes! ,

+. * s1,., To proevide the Host Agency with production assistance over and
above the budgeted positions toioffset some of the-costs that

may otcur as a result of the Host Agency's supervision and agsess-
ment efforts.

y
2. The work experience in the Host Agencies must provide a means
of assessing and improving participant work habits, skills, and
abilicties for use as a guide to making permanent placements.
Most of the TEEM employees have been out of work approximately
. two years before they were hired with the TEEM project, many
require orientation into the working world before they can be
expected to go into permanent employment.

Aside frém the advantages the TEEM employee should gain from the work
assignment, the Host Agency will benefit.the participant: \ ‘

1. Because the Host Agencies are the helping agencies for the
participants, there exists a unique opportunity for empathetic /;y-

encies to more directly assist their clients to obtain employ-
i 1] t - B ’




HOST AGENCY RESPONSIBILITIES THAT SHOULD BE EMPHASIZED

2. Host Agencies make ideal "entrances to permanent employment for
their respective client groups. Because of their considerable
experience in hiring disadvantaged/minority workers, these
agencies have well-developed mechanisms for providing counseling,
agsessment, and world of work training*§o reduce the possibilites
of failure on the job.

3. Host Agenties have ready pools of potential TEEM Project parti-
cipants,

10

?C

10.

11.

12.

Haridling all TEEM employee problems at the.logal level with assigtance

.counseling to the TEEM employee.

IDetermine the readiness of each TEEM employee for moving into a Receiving

8

from the Rehabilitation Coordinator,

. W

Document all evidence of acceptable or ﬁ%acceptable performance.

The Rehabilitation Coordinator will assist to provide job and goal

Assist the Rehabilitation Coordinator to provide a realistic goal
agsessment for each TEEM employee.

Prepare all termination documents on the local level (see the gection -
on Rejeectioh on Probation)

-

Agency. For the questionnaire see the ngxt page. - .

. \ ] Y
Assist the Rehabilitation Coordinator in determining 1f the mployee 8
performance is adequate to continue on the program. If not the
supervisor will need to terminate the employment while in the Host
Agency. The supervisor will need to prepare the termination dotyments
(see number 5 above). Report to the TEEM staff any disciplinary
problems as soon as possible

? L]
Notify the appropriate WIN unit whenever a TEEM employeeachanges
training or work locations.

Prepare Monthly Performance Reports and send them ro the TEEM officé.
This is Form No. T300-3§—636, and shpuld be sent no later than the \‘h““xx
seventh day of every month (see example). :

See that all TEEM employees” in that office have filled out the
Employee Questionrdaire and have sent in a job resume.

Prepare all Civil Servant Performance Reports that g0 to the appropriatei’
State or county Personnel Office. \
Help set up for the employee Receiving Agency observation days (will
be discussed at the end of this section).

@5 11
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13,

14.

15.

R | .

If applicable, fiil out’ ths Evaluatigon of Critical Class Require-

ments for the EDA te?ting procese (will be discussed in detail in

the EDA Teaqﬁunggéuidnl
ﬁ’?

-
-

For all dsdk hours for a TEEM employee placad with a State agency,
the supervisor will follow the standard dock procedure. No overtime
hours are allowad. g v

For all dock hours for a TEEM employee placed with a county agency,
the supervisor will follow the appropriate county pgocedure. g

- e

b

%




CALIFORNIA STATE PERSONNEL BOARD v

T5EY

TEEM

EMPLPJEIE DATA QUESTIONNAIRE

“ ~ ‘ B 3 r
PLEASE ANSWER THE FOLLOWING ouesnoﬂsﬁ‘#' '
IF YOU DO NOT S
UNDERSTAND . o7 BATE
THE QUESTION, ’ ! CH. j
CHECK HERE ° . o
WAME = ~TBIRTH DATE
ADDRESS TnumberT Tstrect] TAGE
R *'777%) E Tstete] —— —~ 7T T T (ZiP cadel ~ — — T T TELEPHONE NUMBER
RACE - SEX
. [(Qmare CJremaLe
- ARE YOU, THE HEAD OF HOUSEHOLD? {ves LT

ARE YOU A VETERAN?

O%

CJwe

TINCLUDING YGUESEIF AOW
MANYHEEPENOENT (1]
YOUu

1 ZM 6 Tormare

WHAT WAS THE HIGHEST GRAOE

.
-

yOU COMPLETED IN SCHOOL? t+ 2 3 4 5 & 7 8 9 10 11 12

h WHAT WAS YOUR WELFARE GRANT .
BEFORE TEEM? s -~ .
WHAT 1S YOUR WELFARE GRANT NOW? 3 i

L

IF YOE ARE RECEIVING OTHER
BENEFITS, WHAT ARE THEY?

CHILO CARE ALLOWANCE, TR&VEL ALLOW&N;E,’ MEDICAL, FOOD ST&MPS, OTHER

WHAT STATE DEPARTMENT DO YOU WGRK FOR’ -

Fl

-t ) b iﬁ_ i
""" [ IN WHAT SECTION WITHIN THAT DEPARTMENT DO vOU WORK?
. : e ] Co
d b * e - .
YWHaAT IS YOUR OFFICE TELEPHONE.NUMBER’ i‘
. ) fATSS Number N

- {Number)

'r;o Codel
/ﬁ :
() ves I

Duo.

’

DO YOU FEEL THE ORIENTATION WAS 4

E:} GOOD

"WHAT IS YOUR OCCUFATIONAL GOAL’

LENGTH OF_TIME SPENT
iN THE PROGRAM

ERI!

Aruitoxt provided by Eic:




CALIFORNIA STATE PERSONNEL BOARD -

. TEEM EMPLOYEE DATA QUESTIONNAIRE ’

TI00.38 (6,731 REVER St

. TEEM-EMPLOYEE PARTICIPANT T

PEPARTMENT ¥

CLASSIFICATION

HAVE YOUu ﬂF'Lh'I.FED FOR CIViL SERVICE EXAMINATTIONS? ) B
[Jves o . ) ’

. IF YES. PLEASE LIST EXAMINATIONS Vs -

HAVME yOU PASSED ANY CIVIL SERVICE EXAMINATION(S? 4 '

{Jves- [wo

. IF NOT, HAVE vOU OONE ANY SELF-5TUDY OR BEEN "“TUTORED' 8Y YQUR SUPERVISOR Dunmc. ORIEN'TATION ON EXAM-TAKING PROCESS?
‘ ves [Cine ‘
ARE YOU CURRENTLY ON ANY CIVIL SEAVICE LIST? T1F TES, WHERE DO YOU STAND ON THE LisT”
M}
YES NO . * - . ‘
= <] . . ! e

WHAT HELP HAS YOUR SUREAVISOR/COUNSELDR GIVEN YOU TO MOVE FOU TNTO PERMANENT EMPUGYMENT (public or pmofel'

E] .

¥HAT HELP-HAS DRIENTATION GIVEN YOU?
-

dHAT MDRE DO-vyOU FEEL COULD HAVE BEEN DONE? K
's = &

TS THERE A SYSTEMATIC PLAN OF AC‘I‘FON WHICH 15 BEING FOLLOWED 6Y BOTH YOU AND YOUR SUPERVISOR TO MOVE YOU INTO PERMANENT
EMPLOYMENT? . i
L3 1

(ores = [Owo -~ o .

%HAT 15 THE PLAN OF ACTION®

. .
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&

This w{ Porm No. T300-35-636, or Repq&t of Performance for TEEM employees.
1

1 require this form on a monthly basis no later than the 7th day
following the 1st of every month.

S
Due to the TEEM employee's first months on the job having such a formative
impact.on an ipdividual in relation to work enviromment, it is felt-that

weekly repor:s (six weeks) be sent to TEEM on a monthly basis are in
order.

/ ” Explanation of Form No. %300-35-636 TEEM

Reference to Receiving Agency indicating month of report.

Reference to Host Agency indicating month of report.

Reference to the list of items in each qualifying factor that

need to be indicated for evaluation by underlining. . -
Reference to which week is being rated (i.e., 2 - 2d week of the *
month) . ‘ : : .
Reference. to ratings. ) - @® ’

—

OUTSTANDING - Performance on khe job indicates qualifications are definitely

- superior - .performance by. the end of the, probati&nary period can be
expected to be well -above the standard required of a competent permanent

) employee in ‘that job. (1f the overall rating is Outstanding, the Rater
must give a written statefient of factual substantiation for the rating.

General statements such as "Outstanding in skill and knowledge' are not
acceptable )

STANDARD - Performance on the job indicates qualifications are thoroughly
satisfactory. .

SHORT OF STANDARD - Performance on the job indicates qualifications are
" somewhat 1inadequate - to reach the standard required of a cempetent

permanent employee by the end of the probationary perdod, greater
effort or training is needed:

UNACCEPTABLE - rmance on the job indicates qualificationé are very
' inadequate- - special training, reassignment, or rejection may be
advisable. (Any factor or overall rating of Unacceptable must be

rsubstantiated by the Rater's written statement of specific reasons
for each such rating.)

2
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| . \ - EMPLOYEE .
REPORT OF PERFORMANCE HOST:
P g . / [J FireT MONTH
. . [Jseconp montH
—=- RECEIVING: o : [ 1H:80 monTH ¥
ZIRST MON e . - e e e e m e e e e - e e e — )
D sy ™ —A's'r_-rﬁm'e T FiRST NaME ~  TINITIAL SOCIAL BECURITY NUMBER DANE OF AEPORT v l'LlFOURTH MONTH
[Jseceno montw , = . . .
CiviL SERVICE TITLE * r = POMITION NUMFER -
e -
STATE DEFARTMENT — o SUBDIWMISION DF DE;:E TMENT . ‘ PMEADQUARTERS OF EMRLOYEE
. ’ : 'n R i ' Y .
QUALIFICATION FACTORS: (Indicate appmprid(é items by undedlining them} | = " w. , 'RATINGS ARE INDICATED BY "X MARKS
) . s . R E ;
* . .. o~ - el e E. MPROVEMENT
. K| uNACCERPTABLE| NEEDED STANDARD | DUTSTANGING
- > i ,.‘ . [ - T N B -
1. SKILL - Experstness in doing specific tasks: accuracy; precision: completeness; .t 1 |2
. AN
neatness; quantity. - la e - -
* k3
- - . . 1
2, KNOWLEDGE - Extent of knowledge of methods, materials, tools, equipment, 2
technical. expressions and other fundamental subject matter. 2 :.
. . . . a |t r 5
3. WoRK HABITS - Organization of work; care of equipment: punctuality "and 3‘_‘,‘" et N ;
dependability; industry: follows.good practices of vebicle and persoral salety, ) I -
. a . —
! -t g . ,' 1 — s
4. RELATIONSHIPS wiTH PEOPLE - Ability to gel along with others; effectiveness 2 i P
tn dealing with the public; other employees, patients or inmates. 4 ?5‘-3 - n }
-] i . . t . F) v_(._‘a/
_ 5. LEARNING ABILITY = Speed and thoroughness in leaming procedures, laws, 5 2l n N . |
. rules, and other Hetuils; alertness; pesseverance., : T— "
’ 1
€. ATTITYDE - Enthusiasm for (he work: willingaess to confom to job requirements . 2
and to accepy suggeslions for work improvement; adaptability. , i {‘%g( : — T ——]
. : =3
7. PERSONAL FITNESS - [ntegrity; sobtiely; emolional stability; physical condition: . |2 )
Appearance and habits. ! : :
: vz == - =
OVERALL RATING: (The ovetall rating must be consistent with the factor ratings and
comments, but there is no prescribed formula for computing the overall rating.) ' ) -
L= —

COMMENTS TO EMPLOYEE: (Supervisor should.include fadtual examples on work especially well or poorly done and give suggestions as to how performance can be
improved. Factor and overall ratings of Unacceptable and overall ratings of Outstanding must be substantiated. Use additional sheets if more space js needed,)

- T

L]
. - .

EMPLOYEE'S SIGNATURE : M — DATE:
- '-‘fl\ . . -
l SUPERVISOR'S SIGNATURE . R e DATE:
3

.

L3
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THE FOLLOWING QUESTIONS ARE TO BE ANSWERED AS DETAILED AS POSSIBLE ON A MONTHLY BASIS BY THE IMMEDIATE SUPERVISOR:

L3

*

. L]

l. What evidence was shown that the TEEM employee had the ability to benefit from counseling and make realistic career choice within a reasonable
period of time?

Rl

2. What ’evidence was shown that the TEEM employee had the ability to adapt to more than one kind of work environment? :

Gl

€

l 1
.

3. What evidence was shown that the TEEM employee had the willingness to follow directions and to participate in prescribed classes and on-the-job training?

" 4

&
Y oa s g
- ' -
QO . - . .
EMCITE: ‘If more spice is needed attach agditional pages. .
- ’
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EXAMPLES OF THE JOB RESUME AND
COUNSELOR ASSESSMENT

The most important function of the Host Agency 1s to provide the TEEM.
employee with supervision and help the employee assess according to his
experience and ability the kinds of jobs areas that would be desirable
and attainable for the individual., Since the TEEM staff will provide

each employee with teat schedules and career ladders 'in th(’civtl service

it is vitally important that the Rehabilitation Coordinator provide the
TEEM staff with a.professional goal assessment for each TEEM employee.
Such an assessment would provide ys with a realistic goal and would
assist the staff in obtainihg and properly placing each TEEM employee in
a Receiving Agency. The Coordinator should utilize prior employment
training, counseling, review of WIN records, test results, observations
and interviews of the TEEM employee while at ‘the Host Agency in making
the evaluations.

. »

Both exambles provided in Fhis handbook, are only examples, The} should
serve to give an idea of the kind of assessment and job resumé that is

most helpful. You may use any form you conaider suitable to include-all
that is necessarﬁ\

The following examples are:

‘ >
1, Vbcatienal Plan
2. Job Resume ' ,
.3« Personal Resume: .
&

»




State of Callfornla

Memorandum

Example # 1

To ¢+ TEEM Coordinator Date
Suite 385
455 Capitol Mall Subject «

- Sacramento, CA 95814

)
“ . .
From : State Parsonnel Beard -- Vocational Plan

To arrive at a realistic career choice, gznsideration hag been given to
employee's'previous work background, interests, temperament, and tested
aptitudes. Although has high aspirations of becoming a Computer
Programmer or Social Worker, she has become aware that this goal may not
-be within her immediate reach. Also her tested aptitudes do not support
theae occupationa ss suitable choices.  She does have a strong interest
in public contact work and working with*figurea. Conaideration was given
= to occupation related to her interest and within range of predictable “
» auccess. ' oo :
i
After a discussion of vocational plans, a decision wae made to pursue a
career path In the following occupations or related fields: Cashier,
Accounting Clerk, Busineas Machinggoperating, and personnel/payroll clerk.
She is willing to take college’coursea where neceasary to qualify.

e




“o ¥ (-]
.- ) Example # 2
- ’
‘ . EXAMPLE OF A JOB RESUME
NAME:
ADDRESS:
PHONE :
Ay
PERSONAL Available: Now Draft Status:
DATA
. Age: . Health:
Height: Marital Status:
Weight: , Citizenship:
JOB DESIRE:
Counsgelor Aid
EDUCATION:
~
GENERAL:
My strong point as Counselor Aid is ﬁf’expetience in
Contacting people by phone and making home calls, I
can make visits to training facilities, hospitals and
other on-the-jop training agencies to&ubtain up-to—dfte
information on client's progress. : > ‘
HOBBIES:
Read Books,_fiahing; baseball, basketball, 1ift weights
and music. » 0
REFERENCES : _ R ,




RESUME Example # 3

TELEPHONE:

SUMMARY OF QUALIFICATIONS:

Completed intensive 600-hour course in computer operation training in ,
the operations of the generation computer and peripheral equipment, as
well as electronic accounting machines. Capable of processing business,
scientific and other data. As an operator, successfully integrated and
operated data processing equipment according to program routines and
data requirements in written operating instructions.

SIGNIFICANT AREAS OF LAB EXPERIENCE AND TRAINING:

Familiar with all machines mentioned: Keypunch, Sorter (083, Reproducer
514, Collator 085, Interpreter, Card Punch 2540, Card Reader 2540,
Printer 1403, Console Panel (360/30), DOS components, Power, 0S, Utility
Programs, JCL, Mulggprogramming Concepts and Teleprocessigg Concepts

&4
N
.

1973 to present - State of California. Couhselor Assistante

Gather data relevant to rehabilitation process of clients through
personal contacts, telephone contacts and correspondence. Make ‘
visits to training facilities, hospitals, on-the-job training agencies
and homes to obtain up to date information on clientsa' progress. Do
bimonthly follow-up on clients and report findings to rehabilitation
counselor., Responsible for other aaaignmenta delegated by RC to
facilitate case movement. LY

WORK EXPERIENCE:

1969 to 1973 - Sundry jobs College work study clerk, salesman, printer .
and driver.

1963 to 1969 - Lindo Furniture “Gompany.. Sales Manager. Continuously
associated in responsible capacities ag *Sslegman and Sales Manager.
During the f{irst year progressed from trainee to sales manager. Assis-
ted in developing sales objectives and merchandising activities; in-
structing salesmen on merchandise selection. Creating -and implementing
display programs. H ’ .

Prepared plans to obtain best inventpry turnover and return on invest-
ment performance. Directed the selling program of commission men and
handled customer relations. Conducted all sales training meetings.
Supervised the hiring and trainin§ of salesmen.

EDUCATICON: \
College of Data Processing. Computer Operations Course. Graduated 1973.
REFERENCES : y

Business and personal references available upon request.

. 76
Y 17 : '




N

THE SIGNIFICANCE OF THE RECEIVING AGENCY '

Receiving Agencles are usually those agencies or business entities that do not
provide direct client ,8ervices. In other words their mission ia directed
toward the benefit of otHEr agencies, or the general public -rather than to
individuals. Theilr services are usually mechanical, administrative, technical
or maintenance in nature as opposed to soclal or vocational.

The emphasis for Receiving Agenciea is to provide specific skill training

and to assist TEEM employees to obtain a permanent job. Such a movement

from the host agency to the Receiving Agency wlll consist of three steps.
First, the appropriate staff will contact the agency and obtain commitment of
training slots. Then the Receivirng Agency with the help of the TEEM staff
will identify suitable positions defined as:

4,

*,

(a) Those positions that do not thave outstanding -1ists that
would interfere with the emplbyeeq chances for obtaining'
the appointment.

(b) Those positions whose class turnover makes the availability
reasonably possible.

s .

{c) Those positions that have an examination schedule that will

allow an employee to compete within ré&gonable time.
™ The first priority for the types of jobs being devgloped are in departments
or occupations that have been unsuccesqﬁul in :Zy&ng\gisadvantaged workers.

\Y L
No agency can guarantee a job for a TEEM employke. Tt %g, however, necessary
ythat a Reqeiving Agency offer training for those assignments where there is

a likelihood that a vacant position could be available to & TEEM employee.
Ali Receiving Agenciles are then asked to plan.to insure thAﬁ‘TEEM employees

who qualify, be moved into that position that has ‘become vacag\.

’

The second step in the movement ig a twofold approach. The TEEhgstaff will —
provide, through counselors and supervisore, announcements to availabie civil
service exams and examination schedules. .ot

4

The TEEM employee can also utilize Receiving Agency observation days in order «
to get a better idea of the range of jobs and agencies available and tha people
with whom they will be working. At the game time, a Receiving Agency emﬁloyer
can observe the potential TEEM employees. He is able to review the emplo
personal folder consisting of job resumes, counselor assessments, and perform-
*ance reports and develop interest in particular TEEM employees.

The last step in the movement involves the training the Receiving Agency will

give the TEEM employee. The TEEM staff will be provided specific training

plans based on duty statements for the proposed assigrment. The training .
time, or the approximate time the supervisor expects it will take for an )
employee to 'learn each task, and additional outside training courses that

are deemed necessary. The supervisor will be responsible for guiding the
development of the learning aa§ training prqcess for the employee.

77
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RECEIVING AGENCY -
SUPERVISOR RESPONSIBILITIES *

1. Handling TEEM employde pkgﬁiz;s at the local level.
2. Document all evidence of acceptable or unacceptable performance.

3. Prepare all termination documents on the local level {(see
the section on Rejection on Probation). Contact JoDeane Kramer
for forms. '

4, Determine if the employee's performance is not adequate to
: meet your job requirements. If-thig is the case the supervisor
will need to terminate the employment while in the Receiving
Agency. The supervisor will need to prepare the termination
documents. A supervisor must report to the TEEM staff any
disciplinary problems as soon as possible,

3, The supervisor must notify responsible Host Agency offices '
when a TEEM employee moves into a budgeted pogition.

6, Prepare Performancé Reports and send them to the TEEM Office.
s This is Form No. T300-35-636 and should be sent for the first
two months (see the example given),

7. Prepare all Civil Setvant Performance Reports that go to the
- Department of Rehabilitation central of e in Sacramento. It
should be remembered that these Forms No. 300-35-636 must be
turgped in every four months for TEEM employees.

8. Help get up for the TEEM employee Receiving Agency observation
days (see previous sectlon)].

9, If applicabie, fill out.the Evaluation of Critical Class Require-
ments for the EDA testing process (will be discussed in detail
in the EDA tésting section),

Ay

10. For all dock hours for a TEEM employee, the supervisor must
follow normal dock procedures. No overtime hours are allowed.
This will only apply so long as the TEEM employee is on the
State budget. . .

11.  For all dock hours for a TEEM employee placed with a county
agency, the supervisor will follow the appropriate county

procedure
Employees who are not able to meet the training.objectives must be identi-
fied to.the Rehabilitation Coordinator at the earliest date pOSSible in
order that counseling may be resumed or the employment terminated. WNo
employee should be allowed to continue performing significantly below
standard for more than two months. The Receiving Agency is under no
obligation to keep an employee that is not performing adequately.

-

-

?
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RECEIVING AGENCY OBSERVATION DAYS

N g

One of TEEM's Iimportant operational compenents is the Receiving Agency
observation days. TEEM has obtained commitments from Receiving Agencies
to provide observation experience for TEEM employees. A schedule may
include one or more TEEM employees eobserving the agency operations and

depending on the length of the schedule, the employee may be assigned to
minor tasks during the observation. - A

+

The observation days when utilized will benefit the three TEEM components

For the TEEM employee e observations will provide some knowledge and
feeling for the specific Receiving Agency work enviromment. It will give
him first-hand knowledge as to the job tasks that are involved in an occu-
pation, and expose him to a variety of job opportunities.

The observations will lessen the likelihood of TEEM employees changing their

mind afver permanent assignments, thereby, giving the Host Agency the advan-
tage of making a better man-job match.

Just as important is the Receiving Agency's advantage to observe the TEEM
employee first hand without commitment to train or hire him. If more than one
employee is sent,the Receiving Agency will have a chance to observe and there-

fore better.select a person for the available position that meets the quali-
fications of the Agency. :

-

It will be the responsibility of both the Host Agency and Recelving Agency
to reach an agreement on the desirable number of observation days or hours
per employee while the employee 1is still at the Host Agency.




1.

INTERAGENCY COMMUNICATION INTERACTIONS
Uf
\

Comgacting the WIN Office where the employee is registered
When a Receiviﬁg_ﬁgency makes a commitment to provide sgkill fraining

and a specific date is agreed upon for the TEEM employee to start
work, the Hoet Agency should contact the EDD office where the employee

is registered in WIN. Give the WIN counselor:

a. Employers name and address P
b. Job title
c. Date the person is to start work !
d, Your name, office and agency
WIN contacting parties on the 1056 distribution 7
When notified by another TEEM Hoet Agency, that a TEEM employee is
assigned to a Receiving Agency or when notified by another Host’
Agency or the TEEM staff or a Receivipg Agency that gn emplovee has

moved to a_ggrmanent_gpsition. ‘ .

. Obtain job title and 1ocati and dat%fénterqd 1ﬂto the .
permanent job. . : #
Prepare 1056 for. normal distribution plus a'copy for the
TEEM staff. -

. . o
If picked up in the LosJéhgeles,County Contract please prepare
a copy to be sent to Wallly Ward, Central WIN Office in Los
Angeles, ' .
)

30 ' -‘ r
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REJECTION -ON PROBATION FOR BOTH HOST
AND THE RECELVING AGENCIES

The critical class requirements of the classes in which TFEM employees
will be placed dictate that it 18 as important for an employee gﬁ be
able to adapt to the concept Of the class as it 1s to learn 358igned
tasks. The series specifications should be reviewed. The TEEM
employees must demonstrate that he/she has reached an acceptable level
of adjustment in these stated areas before being moved to a Receiving
Agency. A TEEM employee must demonstrate an acceptable level of work
performance before moving into a/budgeted position in the BReceiving:
Agency. ‘ c

When an agency, Host or Receiving, determines g,TEEM employee has ‘not
reached an acceptable level of adjustment or performance and is not
likely to reach 1t during the prohatiomary period, the TEEM employee
is to be terminated. It is,extremely important that the supervisor
document all-evidence of unacceptable performance, and discusses with
the employee those problems as they arise throughout the assignment.
The problem should 'be brought to the attention of the Rehabilitation

Coordinator. :
&

81

22.

alk

\'3“




82

DETERMINING JOB READINESS OF THE
TEEM EMPLOYEE . =~ °

. ! ’ y
—/ . - ~ - !

YES NO 1. An employee s allowed only 2 days per month abSentee1sm.q The maximum 2 days per wonth
"apply to arl menths and may be excused or not. One month will be allofted for special
N . ' problems that require more than 2 days. Does the TEEM employee show no ‘'unnecessary
absences? . . . : T
2. The TEEM ewployee's record shows a steady decline in the number of absences. from month
to month to less than 2 days per month. .
3. The TEEM employee has been late to work less than three (3) times per monté\
1]
K
4. The TEEM employee's record shows a steady decline in the number of times that he/she
has arrived to work late. .
ﬁ%;wm -~ 5. .The TEEM employee shows interest and willingness to learning the j@b tasks.
%‘: - Vd "
T - B
S 6. The TEEM employee shows ability to follow directions. )
. 7. Has there been a steady decrease or absence Of any transportation,*health, and/or baby-
’ sitting problem(s) which would interfgre with the employee's attendance and work.performarmce?
.3 ' - ’ - -
8. Has the TEEM employee established a realistic Receiving Agency goal? Has the employee
gained a better idea of what he wants to do?
ﬂLt 9. Would your office hire this TEEM em ee as a full-time,. regular civil servant if he/she
were considered along with your oth‘r‘émployees in terms of the factors noted above? If
. not, why not? . . i

1

'

If a supervisor finds that he/she has checked from1 to

there' may be a need
A\

If more than 4 items have been chacked,

Fi

. s
. §a

. o

St

items in the "No" column, it is important that.the
etployee and the supervisor discuss the matter together an¥ those areas that need more counseling be stressed.

consider termination of the TEEM employee. -




. - ; , Page 1 of 2
NN Date
-~
™~ o smwso%)couﬁsmna
AGENCY: LOCATION: .
« - - LY -
SUPERVISOR'S NAME: A - 5 PHONE: ( ) -
EMPLOYEE(s) 1. . 2. . . "
o/ : T
1. What is the TEEM participant's job classification? : N A
2. Is this a regular'function-‘i’ /7 yes’ /7 no
i _35"Does the TEEM participant's function provide or allow regular staff to provide ’
; addltional or increased services not normally prov1ded? yes no
'If yes, how has participation in TEEM saved the agenby tige or increased out- .
- pat? - \
) - . _l . . \ =
For the nex two questlons, compare the TEEM partlclpant (s) to your regular staff
uslng the followlqg scaleg T b
a. Much leSB .t - . )
b. Slightly less R '
¢.. Comparable o. - . . . o . ,
d. Slightly moré " :
. . e« More ' T “ < T L 12
i, Hha%ﬂia the &unrept_wdrk Qutbu%_er*reiative effectivenesé? A.
' SR - .o o . b.
N ’ . .. o ’ - . ' - , C.t
.., . o . ; : de
’ : - - e
what’ has been the average weekly/ﬁonthly hours avallable A.
for productlve work? ) b.
'(substantlate through attendance records) . -z Ca _
: Jo e. ;
What was (is) the relativ% time spent on' the following . N
(indicate TEEM time as a percentage “of regular staff): e .
ae Brlentatlon .: g . ) ? : T ' -
. . , ’ & - R -
b. Trafning _-/’.' . LT )
ST - : ¢ ) L
c. -Career Counseling B _ .' .
- sw 0T
ds Counseling on work related matterf e.g., absences,
.attitude, relationship with other employees (in ’ - ;
ciuding perf. rpt: discussitn) : . ¢ .
P :
Q‘ . . h . \ - . A . * . -
) B . et - -c}
.4
@ N . 8:3? "o, ® i
t. ) \ , . '




e. Counselizx® on personal matters, e.g., family, 3 )

finapcial, child care, transportation, etc. \

f. Estimate the tata,l hours used per ‘week or month .
for Items a, thru’'e, for: .
1) TEEM employeels) s

2) Regular employees ' C ;

7. How much time was spent on the followiné? o ey

..

. - ¥

a. Host Agencies - Activities Schedule Prpparation

b. Receiving-Agencies - Trammg Planjeparatmn

" ¢, Mmn. Duties: . SN "
1) Paperwork (performance rpts., attendance, 7
resumes, etc.)- aboye normal '

%’j 2) Meeting (consortmm, Staff - not including :
the employee (s), etc.) ) _ : .

A~ . " h

'GENERAL QUESTIONS

1. Should the TEREM Concepf‘ be modified? U yes U no
If yes, How? B

RS T

2v Should TEEM participants be prov1ded tralning‘ to take Civil Service exams?
T LT yes- [7 mo - »
If yes, what would be the most eff1c1ent and effective method for providing
this training? .

-—

~

n

3, Other comments . .




. | EMPLOYEE o |
Employ.ee's Hame: y
Agency: ' - ) Location:
Supervisor's Name: - . ' Phone: ( )
- N '&; .
t:\ . ‘(.
1. Is your Job a regular job? Yes ©. . E No "
[

If no, how would you describe your job? 3 _
a. A job made from bits and pieces of other regular jobs" a. .
b. Miscellaneous duties a= required, i.e. a "Jack~o0f-all-Trades" b.

c. Make work, no real benefit derived by agency when work is
done. C.

IN NIN

2. Have you been provided the following: None. Little Adequate Too. Much

aa.' Orientatiorm - ’ . B : B - U , D
b. Training . , U U D B |
c. Career Counseling - ' ‘ . D L7 e\’ L7 ﬁ

d. Counseling on personal matters,

€+8., family, financial, etc. . B D U

- 4

3. Fow do you feel about the amount of time ydu
spent at the Host Agency? . ) Not Enough
. . ’ Adequate
A N : ,
) ‘Too Long

4. As a TEEM participant, were ;roﬁ treated:- differently than

h [N " - \ - .

a. at the Host.Agency: D Yes gNo «
If yes, by whom? :

| Y
Agency: . .8
Other ‘( cify)
. Vas this treatment U Pogitive Q Negativ
' b. a%t/he Beceiving Agércy? ® E Yes E hNo . . i
if yes, by whom?

- . o

Agency: '’ .
o ’C)h‘ (speci £y) Z?r >
Lther {(sgec ‘
* . . ‘. “ -
Was- this treatment 5°Posi.£ive 5 I8 '

F
.
-~

‘85




5.

¥

c: If yes to ejther a or b, how did this tngatment affect:

(1) Your adjustment to the work enviromment?,

(2) Your ability to learn the job?

If.you are at a Receiving Agency, do you feel that your assignment matches
_your abilities, smxll and interest?.

/7 Yes

If db,-ﬁﬁy?

[T Yo
=

(explain)

) V‘;ﬁ I’. i

“

30

Not at all 127

Helped

Hindered

7
7

Not at alk./7

JHelpéd

.Bindered

T

L

7
7




o s o
[

LocaTioN: [ sac [ awa[J . © YEEM EMPLOYEES (Ir mome THan U, LisT on BaEK) HOUPS
) : ] T NAME  r MWORKING CLASS IFICATION . WORK vaC FTTK DOCK OTHER

PRTAN ) \ v T. ' i . -
J : - . .
< —_

1

! , TELERHONE NULMBLR: { ')

i

REGULAR EMPLOYEES - NuMBER ©F EQUIvALENT F/T [MPLOYEES

MO - DA YR MO DA YR ‘ENTER Dally HOURS USED FOR ITEMS INDICATED FOR TECM 28D -LGULAR EMPLOYEES

-

DESCRIPTION - MIT | W[ T[EIM]TIw | T]FImM|T|w |[TieM|[T|[w]|TIFdM{T|Ww]|T
T ] T TOTal

| TIME SPENT WITH TEEM EMPLOYEES: o . ,

OR IENTAT ION ’ N :

TRAINING ~ . ) ’ . B |

* COUNSELING.
CAREER . co )

. . {€.G. = 4BS, ATTIT, RELATIONSHIP .
WORK RELATED '\, /gtuge EMP, PERFORMANCE REPORT) . . .

{€.G. - FamiLy, FINANCfaL, . ~ .
PERSONAL  ¢hiypcaRE, TRANSPORTATION, ET¢) 4 - . .

OTHER TIME EXPENDED FOR TEEM: o . ’ )

(PERFORMANCE REPORTS, ATTENDANIE o 1 .
ReESUMES, ET¢) . . - .

87

¢ PAFER WORK

. MEET INGS [g::?ORTIUM, STAKF NOT JNCLUDING * . _ ) .

TOTAL 4OURS EXPENDED FOR TEEM . '

‘ TIME SFENT WITH R{GULAR CMPLOYEES:

OR IENTAT ION

Yy

:\._
TRAIN ING

TUUNSELING . . _ f

TAREER

£.G., = 4BS, ATTIT, RELATIONSHIP .

{
«2RK RELATED w/OTHER [MP, PERFORMANCE “RepoRT)

{E.G:‘- FamiiLy, FINANGILAL, . i

=i ==% H
LESONAL ¢ LoCARE, TRANSPORTATION, tTC) [ . =

QTH['{ TIME EXFENDED FOR REGULAR-EMPLOYEES! ";J ! e : .
: Y

(PERFORMANCE REPORT, ATTENDANCE, Lelw |

PASER .
AA ¢ ?OQK RESUMES, ETc) ) %‘.“ . J

. MFET INGS
ERIC

| FFEE00-99- (1a/p) - L

L HOURS EXPENDED FOR REGULAR EMPLOYEFS | .




WORKING CLASSIFICATION WORK

VRS

va(® SICK DOCK OTHE

' . NAME & © .
) » _-_{ §‘ f\;\“
’ ” 5, MR
. 6.
. 7
-B.
\ Ll
-
3.
» N '
4 b4 -
N H
, N R H
M LY
- .,5\;*;%“; . f ‘
. @@ ., -
M . f_:.?‘
\ .
-
/ I . * . - ‘?ﬂ
» - ) :ﬁd
. e _ ‘
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APPENDIX B

TABLES SHOWING THE NUMBER® OF MONTHS
. PARTICIPANTS WERE PLACED IN HOST
AND RECEIVING AGENCIES.




Summary Phase I

LESTH OF TIME IN:

HUS T RECEIVING. ZERMAWELT
ARLA AGENCY AGENLCL POSITION HOST AGENCY [RECELVING AGEW
Sacramento  (1.="2) 79.5 . 85.5
Los Angeles {(li=25) 177.7 . 412
Alameda (h=12) 68.9 “\\\9525
Total N=50 320,.1 322.1
Mean = ° 6.5 6.4
= 3
{
o -~ \
ety
. = fﬁl )
N
\ % |
N ) ) (,1.!
/__ ;;v'%f "
_ra
“ '.- - L]
J
' * ‘




Suﬁ‘(rr;ardy Phase®II _
‘ “f T HOLT RECEIVING PERMANELT LENGTH OF TI}{E IN;
akigs AGELCY AGENCY ’ POSTTICH . HOST AGENCY | RECEIY¥ING AGENM
Sacramento (N=13) 11.3% B6.6
Los Angeles (N=11) 29.9 1.6 .
+Alameda - (h= 2) 8.0 ¢S5
Total N=26 sose AT7 73.7 |
= ! 2- 2.8 1 d
Mean. o 3 . r‘a ‘ .
5& S
F
” -
> [
. 'y
‘ ~ .
R ?
e
]
' . N
. ™ 5
' 4
n.,./
91 | .
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dy . ‘ . ' ok
- Sacramentc; Area Phase 11 o
40T RECZIVING TERVATENT J« LENGTH OF TIVE IN
PARTICIPANT CODE AGENT AsZucy PC3ITION " FO3T AGENCY [ RECELVING AGEN
01 3/0k/75 ' Mrm.  5/0b/75 2 mos,
02 1/06/75] 2/06/75 Bll.d.. 11/06/79 1 mos. .9 r;os.
.03 1/06/75 2/06/75 Bud. 10/06/79] -~ 1 wos. 8 mos.
kok ) /12775 2/12/75 ) Bud.; 7/12/79 1 mos. :- 5 mos.
05 1/06/75 2/06/?5.‘\ Bud. 7/06/75% 1 mos. 5 mos.
06 Jasaesasl 22775 M| Buae 7/12/79 1 mos. 5 mos.
07 1/12/75|  2/12/75 7 | Bud. 7/12/79 1 mosie 7T | 5 mos.
. 08 06779 2/06/75 | Bua.  7/06/79 1" mos. 5 mos.
09 - 4/23/75 ’5/05/75' ‘ Bud. 11/63/75 2 »}ks'. , g’ fios.
10 4/23/79 5/05/75 Resign. 6/26/79 -2 wks. 1 mos. 3 yie.
11 - 4729/79  5/07/75 "Resign. 7/214794 1 wk’;. *'32 mos. é'w_ks.
12 L/30/79 -5/07/75 Bud. 11/1 1/75' 1.wKB. 6 mos 1'JK.
13 3/‘07/7'5 3/31/75 Term. 12/07/79 - b wks., 8 mos. 1 wkse
Totals “(Iv=13) 11.3 66.6
Mean _ 9 5.1
‘Median 1.0 - 5.0
Mode 1.0 5.0

92




.Los Angeles Area Phase 11

HOST RECELVING PERMANENT LENGTH OF TIME IN:
PARTICIPANT CODE AGENCY AGENCY POSITION HOST AGENCY | RECEIVING AGEN
14 12/26/74 Term. 1/08/751 2 wks.
15 12/02/74 Term. 1/08/75 | 1 mog. 1 wks. &
16 12/02/74  3/06/75 ‘Bﬂd. 5/01b5 2 mos. 1 wks. b wke,
17 12/09/74] Sick 1 mo. Term, 10/22/?5 9 mbs. 2 wks,.
18 12/02/74  1/20/75 Bud. 1/20/75 | 1 mos. 3 wks.
19 12/16/74  1/20/75 Bud.  1/20/75 | 1 mos. 1 wks.
20 1/13/75)  4/19/75 Resigned 3 mos. 1 wkse | 3 wks.
' ’ . 5/10/75-~return
§fte—sghool.
-,
21 1/13/75 Term. 3/06/75 |1 mos. 3 wks.
22 e A/27/75| 4/18/75 Res. 7/01/75 |2 mos. 3 wks.
23 b/01/75 RN 8 mos, !
24 . 4/01/75 8 mos.
Totals (N=1,1) \ 3,9 1.6 g
Mean . 3.3 0.3
« Median - 2.1 0.8
Mode / - 10_2 0.8
. o ,’, - e -
&55;&;‘;2 \;. Ll .
- g,_’_r e
N\ Y -
. P .
) S
1. f
Q%ﬁﬁ%; ’”{
4 & &
Voo :
’ -k
~en |7
() 93 . ;




w " - s ) . " “‘ - ,
!
Alameda Area Phase II
ROST REGEIVIL.G _ PEBMRARENT LESTH OF
PARTICIPANT CODE AGENCY AGENCY - POSITION HOSTD AGENGE
* L e 1
25 12/16/7%  1/16/75 Bud.t 7/01/75| 1 mos., giv F
. [N - ' g T "I,J--" A
- 26 | 1202/ 7/01/75  { Bud. 7/01/75(
~ | Hosp. 1.mo. * e
B - ) r ]
Totals (N=2) - I M €
~ Mean - ) 2 _ﬁ__f:a - A
Median Y
Mode N
|
" 40
_ i - .
, ; \&— f"""\;ﬁR .
1 A~ * . . .
¥ . L ' \ - ¥ |
- -
: 94 . ‘ |
} ] . .
—_ ] -




Sacramento Area Phase I

LENGTH OF TIME IN:

. HOST REC5IVING || PERMANENT

. PARTPICIPANY CODE AGENCY ESENCY POSITION, HOST AGENCY | RECEIVING AGEN
33' 11/12/73 2/05/74 1/01/75 “2 mos. 3 wks 11 mos. |

‘3hy |10r01/73] 17147 2/01/75 3 mos. 2 wks| 5 mos. 2 wks.
.3? : * - 9/11/73 7/25/74 8/06/74 10 mo‘s. 2 wks, 2 wks.

.36 Lo [ 5/01/74 :5/01/?!& 1/01/75 0 8 mos.

. . 1M/12/73 = f9/fé/?h”' ?/25/?5 Res. 10 mos. 7 wos. 1 wks.d
60 5/01/74 - 7/15/7h “?/0?/?',-% 14 mos. 2 wksj‘ 11 mos. 3 wks.
61 ;’701/?!; 6/17/74 . 1/01/75 3 mos. 2 wksd 6 mos. 2 ;.rks.

. Gé 5{01}?!& S/Qj/?h 1-1/12/?!& 1 mos. 5 fr0s. 1 wk 5.
64 o se01/74 ) -7/15/ | 2/3/7 3 mos. 2 wksd 5 mos. 2 wks.
65 . o~ J 10/01/73 6/30/74 *'5/01/75 9 mos. 10 mos.

73 ' ‘;. 110/31/7% 9/01/74 12/01/7% 10 mos. 3 mos.
74 11/05/73  11/05/73 8/15/7h PMW 0 9 ;nos. 2 wks.
75 < 7/18/73 ' 8/01/?!; A 9/30/74 Res-. } 12 mos. 2 wksd 2 mos. ) y

- ‘ R ' ]
Totals fli=13) R - 79.5 mos. -} 85.5 mos., -
Mean=Totaliffef Part. - 6.1 MOSae ' 6.6 mos.
Median 3.2 MOSe 5 mos. 2 wks.
Mode 10  mos 5 mos..2 wks..

, ‘ ] = = :‘;.‘
p
VN \
b, .
~ 0 &
2 ) ? L o .
b
. | \
. -, 95




e, \ 5 3 Los Angeles Area Phase I : .
—— \‘T - - %.ﬂf RECELVING PERVMANENT LENGTH OF TE-_: IN:
PARTIEIPANT CODE AGRIICY AGENCY POSITION t  HOST AQEIICY RECEIVING
31 \ 8/31/73 -”’2/2{/?& 1/01/75 5 mos. 3- wks. 9 mos. 2
| ‘37 . 9/1/73 2721/7% . 110/31/74 5 mos. 1'vks. | 8 mos. 1
B 001770 wesss | 1701775 . |5 mos. 3 wks. | 9 mos. 1w
i 39 10/09/?3 w/01/7% | 1/01/75 5 mos. 3 wks. | 9 ey
L3 0/07/71  9/07/73  |11/29/73 ' o | 2ms. 3
Ly 10/15/73 4/01/74 1/01/75 " v '[ S mos. é uks-. 9 mos,
b5 | 10709/7%  3/04/7%  112719/7% Res. . | 5 fos. 9 mps. 2
4g 10/09/73 8_/14/?# 12/31/74% Res. “110 mos. 1 wks. | ) 4 mos, 2
; 47 8/31/7] ;3/23/?4\- - 1/01/75 12 mos. 3 wks. | 3 mos. 1
48 8/31/7% 2/08/74 2/04/75 - -5 mos. 1 wks..[ 12 mos.
50 9/13/7% 3/19/74 _ 12/31/74 " | 6 mos. 1‘ wks. 9‘m65. 2 wks.
5;_ "’i‘; 9/11/7% | 3/19/74 12/51/74 6 mos. 1 wks c,; mos. 2 wks.
152 10/10/7}  8/13/74  {12/33/7h Res. |10 mos, b mos.
54 ‘ \\ \ 8/31/7-f 8/31./?3 3/01/74, L 0 | '6 r;aés.
55 _ \ \ ‘ 81_/31/?5 3/01/74 'I L/20/74 5 moS. . “1 2 mos.
5f3 , \8/31/.75 ‘ 8/31/'7:3 11/29/73 (,/‘T IO'_ 3 mos.
‘ 55? 8/31/7p 3/01/75 ‘3/19/?4 6 mos. . 3 wkS.
N . 58 . _ 8/31/7B 8/30/?41 6/30/75 Ld off|12 mos. - 10 mo‘s:"
66 ' - 8/31/76  8/20/74  |12/13/7% Res. ({11 moss 3 wks. | 3 mos. 3 wks.
' LR By | /2875 1 omos. | B mos. 2 vis.
68 ‘ B/31/7 w29/ | 829/t 8 mos. | b mos:
69 Bf31 /A5 None 4/01/;74 Res. 7_mos. \ s 0
71 8731/%3 8/26/74 | 9/10/7% Res. |11 mos. k4 Wi | 2 wks,
72 v N 8/31/43 None * '5/30/74 Res. ] 9 mos." . ,‘-' 0
80 - : 8/31/43 9/2'3/74 E ‘;/0‘1/?5' ) 12 mOS. -3 wk s, 3 mosi 1 wks.
. _ yo
O (PR I B R . 1777 RIS
o Mean= totals # of Part. - . 7.1 mos. 5.6 mos.
Median : : 6.2 moss 4.5 mos.
. }:iodg : , = : - - ‘ 5.4 mos. ‘ 9.3 mos.
| J .96 | - | o
: .




A ~ Alameda -‘Area Phaée I - , _
T 0ST | RECETVING | TERMANENT LELGTH OF TIIE IN:
PARTICIPANT CODE ARG AGENCY ‘POSITION " FOST AGE,.CY | RECEIVING AGEN
C] ‘ 1 - . .
32 9/04/74]  10/01/74 | 12/05/7% Res. | 1 mok. 2 mos..
! . . T .
40 10/04/730  /14/7%  §-1/01/75 ' < | 3 mos. 1 wke.| 11 mos. 2 wke.
$ - . . . '
b1 . 9/04/73| - 1/02/74 1/01/75 4 mos. 12 mos. *
Cup' 9/oh/75|  1/02/74 5/23/75 4 mos. b 4 mos. 3 wks.
,59 | 9/04/73 3/18774 ?2/01/74 S mos. 2 wks.| 3 mos. 2 wiB.
53 99/0k/73 ‘1‘?/23/'}3 12/31/74 2 mos.. 3 wkds| 13.m0s. 1 wks.
63 .10/05/73} 7)08/75/ 12/%1/74 9 mos. 5 mos. 3 wks.
70 9/04 /7% None - 6/39/74 Res. 9 mos. 4 wks. | 0.
76 J 9/04/73 1‘./‘1‘5}4’(5_-' 1/01/75 , J-7 mos.s 2 wks.|! 8 mos. 2 wks.
” 9/0h/731  B/OV/7Ph | 11/29/74 7 mos. .+ 8 mos.
78 9/04/73 w17/ | 6/19/75 7 mos. 2 wks.| 14 mos. -
79 9/04/73 ‘ 1|/15-/?1| 5/01/75 7 moS. 3 wkB.] 12 moS. 2 WKS.
+ .*r , b
Totals (N=12) B 68.9 mog, - 95.5 mos.
Mean=Total2# of Part. 5.7 mos. mos.
Median . b6y mos. © | 8.23 mos.
-Mode e 74 mos. 10.23% mos.
" ; 7 N e
: .
~.
N7
,
f
- ‘ : Z
: &
£ -
) .
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