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Enclosed 'is the final TEEM report a the necessary forms to close out

theepr6ject.

APR 2 91976,

tio
EDMUND G. MOWN JR., Governor

. While reviewing the report, you will notice a slight deviatiim'from the
repoxt outline sent to you on October 7, 1975. These modifications did
not change the results of the report, but did modify the butane format
to a minor degree.

Thank you for providing this opportunity.to test the TEEM project, Con-
, siderahle knowledge has been learned regarding what works and what does

not work for manpower programs. This *formation will be useful for
current and future programs used in California.

I
If you or'yout staff hSve any Auestions regarding this report, pl ase
contact Robert Dennis or Jim Gaskins at (916) 322-3703.
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INTRODUCTION

The Transitional. Employment Experimental Model (TEEM) Project was crated
by the California State Personnel- Board, Career Opportunities Deve14-
ment (COD) Unit, and funded by the U.S, Department of Labor (DOL), as A.
research and developient project to provide a potential model for a
large-scale manpower absorption program in 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-
thesis section'of this repay". The Department of Laboi funded the Pro-
ject 4n looking ahead to-pbssible development of new methodd to alleviate

''problems of employing the disadvantaged citizens, many of whom haTe been
served/unsuccessfully by previous manpower programs.

One major purpose of the oject was to demonstrate the viability of
providing suitable job p ment for the 'disadvantaged through a two-
step training/placement pr cess-which included specialized vocational
services through "host agencies" and the opportunity for permanent

I

employment through "receiving agencies". Five transitional models were
developed and tested utilizing the host/receiving agency concept to
sample /1 potential markets where placement activities could occur.

Prior to the TEEM Project, the COD Program centered upon job restruc-
uring,'creation of new trainee levels, outreach, recruitment, utiliza-
tion of community resources, and the development of job-selection 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 people into career employment. Such a procedure, under
COD, has proven effective but it appears people have either dropped out
or not transitioned into the regular employment system due to the
inability of largely unskilled or semiskilled participants to adjust to
We demands of the over 11 work environment.

.,j

es,
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PART I

SUMMARY ,0 REPORT

Summary of Hypotheses

The hypotheses, listed below in'slaimary-form,;will be the focus of this
report; however, additional tnformati9n Ttarned during the operationlsik'
TEEM will be incorporated in the report to explain all aspects of the
Project, 11

1. Employers can be persuaded to participate TEEM Project even
if they have not .participated in manpo stgrams in thepast.

2. The TEEM process will increase the participant's chance forperma-
nent employment.

3. Human services agencies areeffective as host agencies..

drzt .

Summary of Recommendations"

Recommendations are summarized below for ease of_refe;ence.- These
recommendations are fully discussed in Part VI.

CI+

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

O

1. StTng recruitment for minorities and women should be emphasized.

2. In-depth information on potential employees' background,
skills, and work habits should be made available to employers.

3. COD classes, temporary, or 'similar appointments should be used
as the vehicle for hiring participants into State service.

1410,

4. A written training plan should be prepared for each partici-
pant which indicates the specific time period wages will be
subsidized.

5. The referring human 'services agency should: ntinub providing
placement and other services.

6. Early transition from a host to a,recerving agency should be
clearly stated in administrative policy.

7. Several ap licants should be referred for each job opening
with ehe specific number of referrals to be determined by the
employer and the referring agency.

t3
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B. The two-stage hiring .'process should be continued, on a limited

basis. For example, Rehabilitation's "special hires" contract
should be continued using the TEEM concept (see Funding Phase II).
Close monitoring is essential if the concept is incorporated into

4 existini manpower programs.

C. Host agencies should be selectedby the degree of motivation and
enthusiasm portrayed by management and supervisors.

1. For maximum effectiveness hostagency staff should be-willing
to:spend the time necessary to understand and counsel partici-
pants about their-personal problems and needs..

2. Counseling and vocational guidance should be available to
e ployees o a need basis. These serviees do not necessarily
ne provided bw.a hilman services agency.

3. Placement sgtvices should be available to all participants.

a Placement assistance may be provided by the host agency or
the referring agency.

Orientation should be provided to participants, supervisors and
management prior to implements ion and again soon after placement.\

E. A well-written handbook should be distributed to all involved
parties.

F. Consortium 'meetings should be u ed to establish lines of communi-
cations and to work out partici ant problems. Strong leadership is
essential when using consortium

G. A coordinator should be assigne to monitor the program.

Summary of Findings

Findings-are summarized below for ease of reference.

A. Employers participated in the TEEM Project because:

1.. The Project assisted employers toward attaining their affirma-
tive action commitments.

2. In-depth information on potential employees' backgrodnd,
skills, and workAhabit& was available toefoployees in the
selection process.

ti
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3. The employer could "try out" an employee without the adminis-
trative paper work necessary in th typical employment process.

pe/74. Host agencies were able to add aff at nO payroll cost.

'5. The TEEM Project provided another placement source for humah
services agencies.

B. While th particip nt "pool" concept was not adequately tested,
employer expresse strong interest in interviewing several people
for eac job openi g.

C. The TEEM process increased participants' chances for permanent
employment.

1. Current successful pai,d work experience did increase partici-
pants' chances for peimanenefimployment.

4

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 goticipant hadja
better job match than with operational manpowet programs.

D. Human services agencies were not Rroven more effective is host
agencies than other-agIncitis.

. .

1. Human services agencies did not prove to be more'responsive to
.participant problems and needs than staff of other agencies.

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

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

E. brientatiod is essential for participants, supervisors, and agency
administration.

F. While the TEEM handbook-Ii-Fa 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.

G. The consortium is useful in establishing lines of communication and
mutual trust among participating agencies.

-r



H. Participants who remain in host agencies over a long term have a
sendency to develop personal attachments to the hpst agency which
Wmpedes.orderlyitransition to the receiving agency.

414
Overall a total of 76 participants were hired in the TEEM Project,
of whom, 52-0 68%were placed into permanent jobs.
Phase'I was mo successful in placement activities
38/50 or-767.: hese II placed L4/26 or 54%.

ti

Broken down,
with a rats of

JS A comparison between the TEEM Project and the State Personnel Board
admiriistered Welfare Reform Agt Jobs Program reveals a cliffeience
in combined government and participant pr gram benefits. Some
WRA-JOBS partidipants were placed in joV paying a much higher
salary than the highest paid TEEM employee. (See Table 1 in Part III"
on Page 5.)

K. RehabilireatAn's "special hires" contract resulted in a permanent
placement rate,,of63%, which is the same rate as the WRA-JOBB0Pro-
gram for the noAdisabled.

L. The following information was derived from the superviso0counselor
questionnaires.

1. In host agencies, 68% of the participants were placed in
"productive" jobs; while in receiving agencies, 86Z 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 agencies,
81% of the participants provided "additional" or " increased"
services.

3. In host gencies, 697,o1 the participants had work output
ranging from "comparable" to "much mgfe" than regular
employees.

4. In host agencies, 64% ofllohe.participants were available for
productive work ranging from "comparable" to "mach rtore
regular employees; while in receiving ag es, 617. were
available for productive work ranging from lightly less' V5
"much more" than regular employees.

5. In host agencies, the supervision required for particip.its
averaged approximaeely 1111 hours more per week than for
regular employees; while in receiving agencies, the nvero 4,
_partfcipant requIrstd lets, an hair of added super

r 140



J I.
(

-5-

4

M. .The following information was derived from participant questionnaires.

1: Of the participants interviewed, 857 felt they were ina "pro-
ductive" job, 76% felt they received adequate Orientation, 72%
felt the received adequate training, 52% felt they received
adequat areer counseling, 63% felt they received adequate
counselin n personal matters. When asked about the length
of their host agency, expeitence, 65% fele it had been ade-
quatev while 24% felt itOhad been too lon. (The average
length of stay in a hbst agency was 5.07 months.)

2. During the host agency experience, 74% of the participants
felt Oley had not been treated differently than the "regular"
employees. Of the 26% who felt they had been treated differ-
ently, 44% felt they were treated differently-by.the.employees,
38% by supervisors and 19% by managemerit.

3. ' The reaction to their treatment during the receiving. agency
experience was almost identical. While in-the receiving
agency, 31% felt they were treated differently, while 39% felt
they

}were
treated differently by other employees, 39% felt

they were,treated differently by supervisors and 22% felt they
were treated differently by management. While 50% of the
participants felt this':treatment had hindered their adjustment
to the work environment, 67% felt the treatment had no nen-,

pe effect on their'ability to learn the job.

4. An interesting finding was, of those in receiving agencies in
.Phase I only 60% felt their job assignment matched their
abilit skills, 'and interest. In Phase II, 92% f t their
jrassignm t matched their abilities, skills, and interest.
P ase I and I combined showed 70%.

/
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PART II

HISTORY AND DESCRIPTION OF TEEM

4

Background
.

During the 1960's, as .the bAr of discrimination were lowered, the
disadvantaged found themselves still excluded by the effects of disc
cr ination. Ps America moved into the 1970's,,poor and disadvantaged
in victuals broadened their demand for admissions into those institu-
tio s and occpations from.which they had teen excluded by class' and

* .

rac al prejudice. They lacked the education, training and experiehce
tha were passports to upward mobility. In many cases, the disadvantaged
lac ed even the aspirations and resources to take advantage of training
prOgrams such as Manpower 'Development and Training Act (MDTA.) 4.nd the
Neighborhood Youth Corps (NYC), Which had been set up in the 1960's.

When these early programs with their emphasis on fitting the UsaAvan-
taged intoexistini.job structure failed to live up to ever-rising
expectations, peoplebegan to ask whether it might not be mordlefficient.
and effectiVe to modify jobs tofit the skills, interest and abilities
of-the-dlsadyantaged rather than attemPting to train the disadvantaged
to fit existing jobs. For example, the 'New Careers" conceptiftsbased
on the Asumption that existing work could be organized into jobs that
take advantage of the Often unique skills and abilities of the disadvan-
taged. This concept watt, written into, Federal law by the 1966 Amendments
to the Economic Oppqrtunity Act.. 7,

'"etol *

Under the current Career Apportunities Dev &lopment (COD) Progr#,Ahd-4
California State Personnel Board has pioneered efforts in the.career
employMent of the disadvantaged inCalifornia. TheseeffOrt have
centered on job restructuring, creation of new traineejevels, outretch,
recruiting, utilizing communl resources, and the devdlopment of job
selection devices that do not rbitrarily screen mkt the disaAvantaged.
Emphasis has been placed on deVermining whether an individual .an-pirform
a given typef work while at the same time attempting to move\the.
largest-possiEle,number of Aisidvantaged persons into carepr employmerit..

As with COD, TEEM has placed ei4htsis on fitting disadvantaged applicants
into the jobs for which they ar best suited by virtue of their indi-
vidual skills, interests, and abilities. The TEEM PrOject has concen-
trated on moving members of theldisadvantaged community into ,those types
of jobs for which they, a e best4imited. Drawing on the developed working
relationships of the-Car er Opp rtunities Development Unit, theoTranai-
tional. Employment Exper ental del (TEEM). took a systematic. approach to
recruiting and place t of the 1.,sadvantaged.in State agencies and
local jurisdictions

1i
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It was tanned that the TEEM Project vould.operate in a manner siiiiilar
to /that already used An the WIN/COD and for the. same purpose,. However,
it.,as.recognized that many State and local agencies and many specifiC
Occupational groups were not participating in either the WIN Program or
the W /COD Program. Furthermore, program effectiveness was impaired by
inadeq e screening, enrollee orientation and inappropriate referral

place>aenp decisiole

Two-Step Hiring Process

The TEEM Project process was developed'to overcome beth'these area of
concern by the u9 of a -two -step employment process...

The first step invo ves the userpf a client- oriented hilman service

--,agency as the first ployer. This eiPloyer is referred to as a "hoqt"
agency. In the model, the enrollee wasemployed in the, host agency to
'provide expanded services f9 its clients. This period wars. planned to

continuefor approximatelythree.months. During this time, the enrollee
wad to be provided in-depth vocational a4sessment and counseling serv-
ices'to identify the best type of placement conststent with his or her
aptitu4es, interests and abilities. The,enrollee in effect was both an
employee and a client of the host agency., During this period, the
enrollee was given close supervision, was oriented vto the world of work,
was counseled on matters affecting his/her placement while developing a
record of full-time paid work expqrienke.

4,"

At a time of economic need,,human service agencies such as employtent
service and welfare departments usually experience Ancreased work load
and can enerally.utilize additional staff. The programbprovides an
opport ity to augment the'work force of host and receiving agencies
during ese times.. The system was designed to allow for a very quick
absorptilF0y human service agencies and a more orderly and considered
job develWpment among other potential participating employers after
initial implementation.

The second step in the tw ol-step process gas thdiplacement of the enrollee -
in an agency referred to as a "receiving" agency. Receiving agencies icrho
perform outstatiohed skill training and ultimately employment into
budgeted positions were agencide (dr sections within the host agency
that have hadless,access to-and experiente,ila. hiring disadvantaged .
minority workers. When ready for training, an enrollee was placed in a
receiving agent?), tobe taught a specific Akin. Receiving agencies
were those not 'typically participating 4n manpower programs in the past.

s

:12
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V

Human services agencies.wire chOsen to serve as "host!' agencies under
the assumption that they would be more responsive to participant needs
in terms of vocational assessment and guidance, and placement, and have
experitncein hiring disadvantaged minority workers. Chosen as "host"
agencies were the Employient Development Department, the Department of 0

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 understanding of client needs
than other agencies. Further, it' was assumed that.they would, be able to
proVide a better job match than other departmefitd' who had little skills
or experience in the placement of disadvantageh individuals. All three
agencies have the capability to provide the necessary testing and coun-
seling, and have expertise in vocational rehabilitation.

Since host agencies are client ervice oriented and provide individual '

social, economic and vocational assistance, their participation was used
to accomplish the following: .4)

1. P'rovid'e orientation to the world of work, vocational assess-
ment and counseling, basic job training, and necessary'joh
site counseling for TEEM Project employees. .

,

2. Provide a rectuitmentlland referral process for persons. 7

enrolled in or eligible forleTIN.

3. Provide necessary suptision in order to utilVelemployees in
needed work activities of the )'host" agency a assign them-so
that the host agency counseling services would be available
during the counseling phase. (Work assignments were
,sidereeaddition%1 sources of ethployee assistance.)

44;

4. Provide counseling and training time to employeesas appro-
priate to carry out the TEEM objectives.

5. Provide TEEM Project staff access to appropriate client
y ' records.

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

)representatives.

Host Agency Benefits,'

For "host" agencies, it is an opportunity to provide placement service
to an additional number of clients. The clients are employees and, as
such, are gaining paid work Aperience. This is a valuable asset to
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their 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 the most suite-
ble type of job placement. The "host" agency also gains some additional
productive assistance at no payroll cost.

Receiving Agency Role

Receiving agencieb are responsible for providing:
4;

I. An expanded fie of vocational choices for TEEM employees.

2. Structured skill training.

3. Identificationlknd location of suitable positions within their
agencies.

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

5. Preparation of TEEM employees to take civil service tests.

6. Participation in the consortium.

7. AOtess to appropriate client training and progress records.

fe system benefits the disadvantaged 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 abi ).ities.

-rtTh

TEEM staff developed a system linking the recruiting and training
potential of human and social service agencies with the hiring needs of
other employers which could significantly'benefit employers while open-
ing. new career opportUnitles to the disadvantaged. The service' agencies
can further enhance their community credibility and acceptance by,hiring.
larger numbers of community people. They can upgrade the quality of
their staff by retaining only those tndividuals best suite o human and
social service rk. By insuring a constant flow of comiinl.ty peopl#
into and thro h an agency, the system enables the agencyftO constantly
renew its at itudes and assumptions concerning the need's, expetations
and reaction of the client community.

Ito

eiving Agency Benefits

The receiving agency benefits most of all because such a system would
help meet affirpative action requirements and commitments. Pvticipa-
tion in the system provides career-oriented members of the disadvantaged
community to fill restructured entry-level jobs in the organization.,

1.4
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Receiving agencies gain an opportunity to become familiar with a wider
range of potential employees. They are in a position to hire employees
that supervisory and counseling assessments indicate couldgfit into
their organizational structure. This shOUld be of assistance in up-
grading staff by providing new employees with required talent and
aptitude.

State Personnel Board pole

The State Personnel Board assumed responsibility fof-administration and
toordination)of the TEEM Project which included:

1. ProvidingAissistance to agencies in designating and implement-
ing in- service and out-service training to improve skills,

abilities, and the promotional potential of TEEM employees.

2. Assisting with the orientation/and training of staff, manage-
ment, and TEEM employees.

°

.3. Developing a job placement system for TEEM gmployees and pro-
viding other needed personnel services consistent with the
civil service merit system.

4'. Providing technical personnel and procedural assistance to
participating agencies where needed in recruitment, selecpon,
transactions, training and job restructuring activities.

5. PKoviding limited supportive services to TEEM employees when
such were needed by participants in the Project (emergency
.transportation, training, and dental'heilth care).

6. Providing forms to keep records of employee personal data,t
progress and performance data, recognized,problems, yecom-s
mendations, and follow -up procedures.

7. Designing and implementing an evaluation system with the
esbistance,of host and receiving agencies.

Transitional Models

In order to sample all potential markets where placement could occur,
the Projeck involved the development and testing of five transitional
models. Ytii models demonstrated are:

1. Hiring by the State agency with movement to a,State agency.

2. Hiring by a State'agency with movement to a local agency.

0

15
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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. :

(4
5. Hiring by a public agency with movement to a private. employer.

TEEM Phase II

, A
Because of a late start in getting the Project operating and because of
unforeseen problems, TEEM was only.partialty completed at the end of the
contracted time: In June 1974, then Phase'I of the TEEM Project, was due
to terminate; the U.S.. Department of Labor agreed lto extend the project
through June 30, 1975,* to accompli &h the following:

1. Complete the evaluation of the-TEEM process on the first 50
trainees.

2.. Develop a process to integrate the existing State Personnel
'BOard COD/WIN Jobs Program with California Welfare Reform Act
salary subsidy ?resources. Under this funding arrangement, a
second hiring component of 25 to 30 TEEM trainees were
selected to:

a. Test the outplacement and Transitional Models Three, Four
and Ffve which had not been tested to date.

b. Provide a further lest and refinement of the TEEM
concept.

c. PromMe a new basis for a ,cost accounting system which
was not satisfactorily developed during the initial
experience.

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

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 participate
as a host agency apd additionally to participate in receiving
agency job development and pladement activities.

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

1 (3,



-7-

3. The Employment Development Department (EDD) developed a pro-
cedure to make available WIN/COD job orders to TEEM trainees
so that improved occupational matching and choic was possible.

4. A county willing to participate in the Project identified
which enabled testing Transition Models Three, P ur and
Five.

Based upon,these developments, the TEEM process was modified daring the
extengion period as follows:

1. The TEEM 'Project was merged into,the larger, ongoing Career
Opportunities. Development PrOgram. TEEM staff positions were
combined with the COD operational staff and tile entire staff
hared the TEEM work load. A Project time reporting system
as installed to enable identification and documentation' of

staff time expended on the TEEM,Project.

2. An additional 27 participants were enrolled in the Project.

3, The. local-to-local, local-to-State, and public-to-private
transitional models received special emphasis since they had
not been adequately tested.

4. The majority of participants. were recruited from the State
Departmentof Rehabilitation. The Department of Rehabilita-
tion agreed 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 guidance and career counseling.

6. A Rehabilitation Counselor was added to the TEEM staff in late
October 1974fto 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 their supervisors in Phase II.

7: The job development approach was modified to provide TEEM
employees access to all WIN/COD job orders, thus providing
a substantially increased occupational choice.

TEEM Employee Funding

Under the original contract 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:4°7

.
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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 acceptabre to the EDD legal staf.4,---S
However, when initial processing of an actual host agency contract
began, EDD'e legal staff concluded that the Department of Labor WINon-
the-job training provisions precluded the use of WIN fundsAin the TEEM
process fon two reasons:

1. WIN contracts with,the host agency were considered inappropri-
ate because the host agent), was not meldrig a commitment for
permanent employment. (Only the receiving agency would make
permanent commitments.),

2. The work performed-in the hest agency was not cOdeldered kill
training in the occupation in which the enrollee would ul i-
mately 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 partiqipation
of a receiving agency - the opportunity to "try out" the enrollee while
payrolled by the host agency before making a firm contractual commitment.

1 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-the-i4ob 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 Staff
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 die placement. Since TEEM staff was not seeking
Enrollee Salary Funds and since the net effect of the combined 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.
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0

As a con3equencc of this4aisinterpretation of intent, however, the

lei

national' office did not study the_ sues that prevented EDD from pro-
cessing the contracts; instead, th y dealt only with the'questione the
inappropriateness of on-the-job training as a wage subsidy. k.

In the interim, TEEM staff was working on a host agency contract for one
of the local (county) participants (Phase II). Interestingly, EDDis
legal staff approved the contract on the basis that the contract was
with the jurisdfction at large, not the host agency per se. The rationale
in this case was that the county administration and Board of Supervisors
can commit to a,permanent hire somewhere in the county employ and
therefore, they speak for receiving as well as host agencies. The
situation is significantly different from the State system, wherein
there is no single appointing power over both host and receiving agencies.

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

Funding - Phase II*

kAs stated previously, the Sararaento County Contract was funded by WIN/
COD mpnies (50% WIN and 502 State): The remainder of participant sala-
ries was paid through a contract (referred to as "special hires")
between the State PersOnnel Board Rnd the Department of Rehabilitation
which resulted from a decision heOeparement of Labor to allow WIN funds
to be used for private profit jobs. This contract was broad enough.to
allow placement in any capacity (i.e., county; State, private nonprofit,
and private profit).

Adminiatrative Structure of TEEM (Phase I)

The TEEM staff of Phase I consisted of a Project Director, three Job
Developers, one Cost Accountant/Evaluations Analyst and clerical support
(two staff-years). An organizational chart (shown below) shows the line
authority. assigned to each individual staff member.

S
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The Project Director was given responeibilitywan
entire Project and Project staff. A St f Coord
of the Project Director, served as coortnator,

supervisor for three coordinators. An aluatio
responsible for assessing the Project
its stated objectives, and establishi
actual expenses involved with the Pr

One TEEM coordinator was outstation
interagency operation of the Proje
interagency Management of TEEM emp
of the coordinator were to compile
specific openings in State setvic
lish and maintain TEEM consorti
cess; travel. to Sacramento for in
develop substation work assignm
employers. Two additional TEEM'coordinators were located in Sacramento.
Their duties included promoting transitional movement-of participants
into regular civil service classifications and positions; negotiating
with State and local agencies to obtain their participation in the
Project as either host or receiving agencies; designing and Rrocessing
interagency agreements and contracts as needed; conducting intqyagency
consortium meetings and employee orientation meetings to interpret
personal matters, explain the use of TEEM employment lists, and exami-
nation schedules and processes.

A

authority for the
tor, under direction

dvisor and functional
/cost analyst was

progrAss and activities toward
g a cost accounting system to show
ect

in IAA Angelis to facilitate
coordinate hiring, orientation and

yees., Additional responsibilities
and maintain information relating to
and other eapioying agencies; estab-
participate inthe evaluation pro-

etings and information as needed; and,
is with .the county, city and private

Recruitment and Selection of Phase I TEEM Employees ,

California state civil service positions are filled from eligible lists
established trough Competitive examinations. Candidates who are suc-
cessful in tlie testing process are placed on an eligible list by
obtained scares. Departments may select from one of the top-three
scores to fill.an open position.

The State Personnel Board established the classification of TEEM Aid and
TEEM Assistant as twopreentry level classes to be used inftPhase 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 woric, bath in human services and
other public, service occupatiohs.

These two broad classes 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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woincumbents in these classes were extendtdspermAneRt civil service
4Status. This differed from other COD classes where an individual

.):44entered State service in an occupational ladder as ktemporary appoint-
aiment. As TEEM incumbents reached appropriate levels of.skill and, as
tAijob.opportunities occurred, t y either transferred to.another COD class,
4='ac, the same level, competed examinations for COD'classes at a higher
: level, or competed in exams tions, for regular civil service entry

classes in.appropriate occu tions. Persons hired in the classes of
TEEM Project Aid or Assistant who, after counseling, did not demonstrate

,:potential for advancement, were dropped fr9m the Project.

The Recruitment and Selection Plan for Phase I was'designed to be com-
Otible 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 other programs or projects of other public
agencies.

Important features
c'

of TEEM's Recruitment and Selection Plan include:
, .

1. A minimum qualification prevision which insured that only WIN-///
eligible (and therefore fundable) persbnsdould apply.

2. The examination was held only in participating offices
located in the.\specific geographic areas whiph had been
designated as TEEM's target areas.

3. Publicity time which was held to legal dinimums to fodud on
primarily counselor-referred applicants (When combined with
1. and 2., a highly selective pool of applicants 4as 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 on the eligible lists, that is, among the"top
three. An important selling point for the TEEM Project was 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

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

LL
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, .

Rehabilitation, Mental Hygiene, Youth Authority, or Corrections were
required as mihimumoqualifications for entrance into the selection
process. The salary range for TEED, Aid was $440 per month through $484

per month.

TEEM Project Assistant

Xininium qualifications for entrance as a.TEEM Project Assistant were
either six months' experience as a TEEM Project Aid or one year of paid
work experience in'a soci41 service, mechanical,technical, maintenance,
or service, occupation; and enrollment in the WIN Program and receiving
services from the Ddpartments of Employment Development, Rehabilitation,
Mental Hygiene, Youth Authority, or Corrections. The TEEM Project
AsdIstant had a sala4r range from $509 per month through $562 per month.

TEEM Employee Work Assignments
I 0

DUring tie training period6.TEEM employees were not assigned to fill a
position normally held by a regular civil service employee, either in

. host receiving agenciesi. The TEEM dmployee was treated as an extra
employee in each agency (nOt replacement). When the TEEM employee met
the min*mUm qualliicationsinormally expected orperdons doing similar
work, the employee was hir dinto a vacant position.

Recruitment and SeleCtion f Phase II TEEM Employees

Phase II TEEM employees were referred by the Departments of Rehabili-
' tation and Employment TEEM staff and the referring coun-

selor screened applicants rior to appointment to positions. Basically,
. scfeening techniques consielted of subjectively measuring interest,

'achievement, and ability t perform. given tasks. Twenty-seven parti-
cipants were hired in Phas II. Eight were placed using WIN/COD con-
tracts and 19 were placed u ing the "Special Hires" concept. A contract
between the Departments of Employment Development, Rehabilitation and
the State Personnel Board a lows Rehabilitation to hire their clients
who receive we]fare cash gr nts into temporary. positions (9 months ma
mum). Then, under the Spec al Hires, concept, these. clients can be
outstationed in any appropr ate job in any agency whether it be a publ c
or a private employer.

.1

. . I

In Phase I, clients could n t be funded in private-profit agencies, nor
were clients given a.defini employment time frame. "Phase II clients

t
and their counselors knew th t permanent placement had to be accomplished
within nine months or termination resulted. The pressure of a deadline

- was a tool designed to forces counselors and clients to shorten "host"

o agency time and allow adequate time for on-the-job training and, as
such, was effective.

i

1

1
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Consortiums

Early in Phase I, consortiums were established as an integral past-iof
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. Later':

the consortiums added receiving agency staff to deVelop realistic plaqt
for transition of the participants from the host agency 'to the receiving
agency. Consortiums were also'used to share information about individual
participant, problems and performance. ' 1

Orientation

All TEEM participants and their supervisors were scheduled for orientt7
'tion at close, as possible to the start of employment. Subjects covered
in orientation meetings included:

1. An explanation of ths TEEM concept.

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 skill and the
possibility of permanent employment..

5. General informatioh,about attendance, promptness, attitudes,
ability to relate to other people, motivations and interests,
etc.

Upon entering the receiving agency, the employee was again gilen similar
orientation. This session was designed to'introduce the employee to
actual on-the-job training. A training program was explained (either.

4 orally or written) so that the employee and employer had a mutual under-v.
standing,of whatemps expected from each party.

Receiving agency negotiations

There was little difference between the type of negotiations 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.up6n the terms,
a contract was written between the State Personnel Board and that
employer.

2
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PART III

PROJECT APEBATION

TEEM Strategy

TEEM strategy has been graphically pres6nted.by the flowchart contained
in the next foie' pages of this report. The flow chart shOw the,steps
of the Project and their order df Oro ession. In order to sii0/ify,the
identification of roles and responsi ilities,.each,un1t involved with
the Project has been listed separatel the chart.

The flow of Phase I and Phase II was identical with two exceptions:

1. Use of the.consortiumconcept was eliminated in Phase II. The
major reason for discontinuance was becatuse members indicated
meetingA:were not sufficiently Productivebased on the%sMaller
number of Phase II participants, to warrant continuance.

2. Another difference was that the toe 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 status,
even though sevelal of them were either not capable or not
willing to perform the duties assigned. Understandably, host
agency, supervisors refused to hire,an unproductive trainee.

Therefo, the State Personnel Board was left with a permanent
employee who was uriOroductive. Since COD classgs do not
provide permanent civil status, a nonproductive participant
could be readily dropped from the program.

4
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TEEM Handbook

-2-

Because of misunderstandings with the project and oommunication prob-
lems, a handbook was written and distributed to all persona Involved in
TEEM. Generally, the Handbook explains the TEEM process in detail and
can be used as a "recipe book". For e2tmple, if a person doesn't know

At* how or when to fill.out a particular form, the Handbook may be consulted.
If the explanation in the Handbook is not clear, a list of contact
persons and their telephone numbers is available for'reference.

As problems arose, the Handbook was modified. To. be functional, it is
important for a handbo , be updated and current. A copy of the TEEM
Handbook is located in ipendixA for review.

'Questionnaires

In order 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 '1'

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 orientation 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 questiOnnaire 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 "regular" employees. It was planned to use the comparative data in
the cost/benefit evaluation.

In order to ensure consistency, a TEEM staff member. interviewed each
person who filled out a questionnaire to give explanations and to write
down dhy verbal responses not covered-by the questionnaires. Question-
naires were administered prior to completion of each phase of the Project,
allowing each person ample time to gaiiiaxperience and dorm opinions
regarding the Project. Part IV will showthe findings of the question-

" noires and responses from the interviews.
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Cost/Benefit

The evaluation of the TEEM Project takes advabtage 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.

information was collected on each individual participant hired in the
TEEM Project as follows:

1. Welfare history for fiVe years before and five years;after
TEEM Program participation, including cash grant smouints and
child care benefits received, Medi-Cal eligibility, food stamp
bonus value eligibility, and social services received.'

2. Employment and earnings history for one year before andIive
years. after TEEM Program participation; including re.
gross earnings and the occupations in which TEEM Progr.
participants are employed.

a
3. Personal characteristic data, including age, sex, eehnic

group, and education background of the TEEM Program
participant.

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

1. Beriefits to Government - welfare savings (including savings
from the caah grant, Medi-Cal, food stamps, child care serv-
ices and soCial services) and increased taxes paid by former
welfare recipients now productively employed.

2. Benefits tOIndividuals increased disposable real income for
TEEM Program participants earned through gainful employment.

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

4. Benefits to Society-at-Large - increased productivity and de-
creased public dependency, unemployment and associated social

. problems.

The Jobs Evaluation Model is designed to use a 20% rapdom sampling of
all participants entering COp7developed jobs. in 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
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shows cost/benefit data fromthe above-mentioned sources. The reli-
ability of the information is questionable 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
difficult; Participants hired under the Jobs Program irere never allowed
to exceed 12 months to of 7gle-job training, while several TEEM parti-
cipants were subsidized for almost Mu years.- However, a comparison
between TEEM and the Jobs Program will be made regarding tote' benefits.
(See Part V on findings.)

Throughout the TE4M Project, staff attempted to construct a method of
cteeermining project costs which would 6e applicable if the concept were
Implemented into ongoing program. a result of these efforts, a
monthly exception time sheet (see Appendix C) was designed. The purpose
411 the time sheets was to measure the amount of extra fine 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, etc.).

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 monitoring the submission of these
forms. Rile interviewing the participants and their supervisors, ,staff
learned that most supervisors did not accurately reflect the actual time
spent with employees. Idetelld, the questionnaires were filled out
simply to satisfy a requirement, therefore, the data On the time sheets
are inaccurate And cannot be used as a measuring device.

3 si



TABLE 1

TRANSITION* EMPLOYMENT EXPERIMENTAL MODEL
9DOST /BENEFIT ANALYSIS

1st Year 2d Year 3d Year 4th Year 5th Year Total

Actual Actual 'Estimate Estimate Estimate Estimate

ITOGRAM BENEFITS

Welfare Grant Savings
Medi-Cal Savings
Child Care Savings
Food Stamp Savings

. Spcial Services Savings
Administrative Savings

Total Welfare Related Savings

Increased Government Revente

$1,161
289

- 9

116
28
433

2,018

$2,222

799
62

386

77

912
4,Z58

$2,669
997
83

488
95

1,109
5,441

$2,732
1,031
° 90

507
98

1,139
5,597

4,125
430
39

213
41

471
,2,319

_ $ 9,9
3,54

2:5
1,710

339

4,064
19,833

Federal Income Tax 32 - - 137 168 337

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 1,436 - 789 - 997 - 846 +1,263 -+ 67

k..

COMBINED GOVERNMENT AND PARTICIPANT
PROGRAM BENEFITS 3,519 3,687 4,477 )4,921 3,783 20,387

d
PROGRAM COSTS

1. SALARY SUBSIDY 4,576 1,525 0 0 0 6,101

2. FRINGEBENEFITS 915 305 0 0 1,220

3. ADMINISTRATIVE COST 614 205 0 0 819

TOTAL PROGRAM COSTS 6,105 2,035 0 0 0 8,140

Using a 52 annual interest rate, the present or discounted value of $20,387 is $17,574.
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PART IV

STATEMENT OF HYPOTHESES

A complete list of hypotheses is 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 programa in the past
because:

1. It assists them in attaining their affirmative acti00 com-
mitmente It is assumed that the target group for 41.13 pro-
ject will have a disproportionately high representattg 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 programs. Information about a client.will be availa-
ble from case workers to more fullydetaiI 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" ail employee
without the normal administrative paper work necessary to put
someone on their payroll 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 serv-
ices to a larger number of clients increasing the success rate
of agencies and thereby increase their credibility of human
services agencies within the community.

6. It will facilitate employment of persons recruited from case 4'

loads, adding a new demension to human service agency-staff.
Such a recruitment process will add a client orientation to
the staff so that thsdisadvantaged might be served by the
formerly disadvantaged.

7. It provides an adequate pool of participants from which em-
ployers can select those best suited for their job assign-
ments. TEEM will provide a number of persons for a position
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/1
1 abling thcemployer to make a choice of the best qualifled

contrast ao some manpower programs wherein.participants are_
p eselected by a counselor perhaps unfamiliar with the
1

. 11. employer's work environment:

B.
0

The TEEM process will:

9

1. Increase the participant's chance for permanent emplo ent by
providing current, successful, paid work experience. t is
assumed that most of the client group will have gaps-1 thOir
employment history which will raise questions in the minds
employers as to the suitability of the client for permanent
employment.

2. Provide a variety of jobs and thereby 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 agencies are effective as host agencies beCause:

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

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

3. They have the capacity to outstation incumbent preprofes-
sionals who are best suited for other than human service
occupations. The staff has continuing contact with the eptire
labor market and can readily identify appropriate job
opportunities.

a
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PART V

FINDINGS 4

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

One major aspect of the Project was to demonstrate its feasibility as a
manpower absorption program. The theoretical basis for a manpower
absorption program was that periods of economic downturn would be accoui-
panied by a rise in unemployment and an increased demand for services
from human services staff. The temporary increased demand for services
would require additional staff, thus providing the motivation for human
services agencies to participate as host agencies. 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 their affirmative action com-
mitments. The ethnic compodition of TEEM employees was as
follows: (41) 53.2% were Black, (11) 14.3% 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 considered useful for-employee.
selection. Many.employers expressed appreciation for this
information and indicated that this type of information was
not available from prior manpower programs. They recommended
that this practice be continued.

3. The opportunity to "try out" an employee without the normal
administrative paper work necessary to .put someone on the
payroll was considered one of the more positive 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 employee 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. Somy employees were
anabAy to perform the jobs in whi,ch they were assigned, yet
their supervisori did not counselor discipline them as they
would a regular employee This resulted in the nonproductive
participants gaining perman t civil service status This
caused a dilemma because s ervisors refused to document the
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reasons for not hiring a participant while concurrently allf
ing.tge participant Vo,permanent civil service status. Since
permanent Status, once gained, cannot be removed without
considerable detailed documentation about the employee's
nonperformance, this caused obvious problems for the TEEM
staff in locating other placements or terminating, the'
employees.

8

4. . Host agencies needed added staff at no pa roll cost tftthem.

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

I

clients.

6. Host agencies retained participants 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 particijants 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) serving as the host
agency, and were retained by the County as employees. This
results in (7) 9% of the participants being retained as
employees in human service- agencies.

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

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

During 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 ,.

through the consortium process and then placed in the referring.
hostpagency for the orientation td the world of work phase.
Becaus of the lengthy delay required to resolve fuhding.problems
discussed n- Part II, this process did not occur.. Insteadl,parti-
cipants wer placed in_bost agencies until they were considered .".-

ready for training. TEEM staff then sought a specific placement
with a potential receiving agency. As a result, hypothesis A-7 was
not adequately tested-. .y

. .

C. Both employers and participants believe the TEEM process increased
participants chances for permanent employment. ..-

.

1. Current, successful, paid work experience increased partici-
pants chances for permanent employment. Information regarding
this perception was gathered through interviews' with receiving .
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agency employers and participants. However,.ther.e_is no
statistical data to quantify the degree of increased proba-
bility if any for permanent egploymsnt.

2. A variety oflobs were madb 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 operational msnpowevpro-
grams. Many TEEM participants who, obtained permanent jobs
felt they mAght not have been successful without thetwo-step
hiring process. Although there were a few persons in TEEM who
did have good work records, most participants selected were
those who could benefit from the two-step process, i.e., WIN
ligibles who had little or no work experience, who had'not
rked in a long time, etc.

D. Human s yi,ce 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 Aata 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 -irrespec-
tive of the type of agency involved. For example, Sacramento
County made a commitment to act as a host and receiving agency to
seven participants. All seven 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 participants hired by the
County had various personnel problems through the project, the
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 supervisor was compassionate,
understanding, and motivated toward achieving the goals of the
program while at the same time objective in evaluating the .

individual, the emploTee had more chance for success.

2. It was important for en employer to provide counseling and
vocational guidaye to TEEM employees. Most partiCipants have
little knowledge of time labor market and of the types of jobs
available to.them. Also, many participants had personal
problems and needed counseling, which was adequately provided
by the immediate supervisors.
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3. Although human services encies ve the capacity to out-
station incumbent preprof s nals is does not mean that

humaci'service agencies shout be wadd exclusively as host
agencies.- Participants usually need help with placement a
many times they have little experience in finding employme
However, placement assistaTe can be provided by the referring
agency without acting in the host agency capacity.

E. It is essential for orientation to be provided to participante.
supervisors, and agency administration: While interviewing the
people involved with the project, the one statement made most okten
was, "We need more information as to,how the project works and %/pat
is expected of us".

F. A TEEM Handbook was written and distriibuted to help clarify the
areas of concern listed in Finding Hoi$ever, the Handbook was
either not understood or not read. Also, several persons stated

-.they .0ad not received a Handbook.. r

G. The consortium is useful in establishing lines of communication and
mutual trust among participat agencies: Several members of the
consortium stated:elit'040, a consortium did help in working
out various problems for Perticip nts, as well as for participating

' 'agencies. Members of the consort um indicated that a chairperson
is essential in directing the gro discussions. The lack of a
strong chairperson resulted in discussions on tangential issues and
the omission of important problem areas. Some member's felt that
too many hdurs 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
dtsfunctional.

H. Questionnaires and interviews with TEEM employees and their super-
visdrs.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 baying another period of adjusting their attitudes
about moving into another agency and job. There Vas ialso a tend-
ency on the part of'some counselors to "forget" about their clients
when there was no specified length of time f9r the participant to
remainin the host agency. There were some (cases where partici-
pants remained in host Agencies long after they were ready for
placement in a receiving/agency.

I. While TEEM was operational, findings other than those hypothesized
were ieit These findings are listed below.

39
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A total of 76 participantscipants were hired in the TEEM Project, of whom

52 or 68% were tr tinned into permanent jobs. Phase I was most J
successful in.placement'activities with a rate of 38 or 76%.
Phase II placed 14 or 542. -7

4.,
This difference

A
o+. anibe.IxPlgined in the following. -ways:

. 0
J

,___ :Ae;

1. There wire,more ea a1 staff hours involved with the placement
of Phase I participants.

2. In Phase II, most TEEM employees were ehabilitation clients.
In general, disabled clients are more ifficult to place than
nondisabled clients.

3." Participants in Phasel/ who were unsuitable were terminated
ear] 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.

J. A comparison between the TEEM P'roject and the WRA -Jobs Progrim
reveals little difference in terms of "-t al" 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 coadhned benefit of
433,371. 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 $152800 per year. In contrast, TEEM
participants are placed in semiskilled and paraprofessional jobs,
in which no TEEM employee Is earning more than $12,000 per year.

.

Salary subsidy is higher for the TEEM Project than for the Jobs
Program primarily because TEEM is e rimentalln nature. How-
ever, if the two-step hiring con pt is incorporated into an ongoing
program, it does mot appear. tha prograth costs will increase.

K. Because the department of Rehabilitation "Special Hires" contract
has the same basic features and was incorporated as a TEEM com-
ponent, the results of the component project are presented.

1. The "Special Hires" contract has proipeed placement of a total
of 242 Rehabilitation clients. From the 242 clients, 64 have
been placed into permanent positions; 38 have been terminated
or resigned and 140 are still in on-t14-job training. This
results in a retention rate of approximately 63%. Considering
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the argument-that disabled persons are mote difficult to
place, this demonstrates considerable success. In comparison,
the WRA Jobs Program achieves approximately 63% and most of
their clients are not disabled.

2. Successful 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 counselors had very low
retention rates. Counselors who were considered as successful
worked closely with their clients in all aspects of coun-
seling. The counselors who seemed to,experience the most
difficulty with retention rates had a tendency to place
clients in a host agepcy'and "forget" about them;

Supervisor/Counselor Questionnaire

Personal interviews were conducted with supervisors, counselors and
participants in arrattempt to measure coats and to develop "field" '

input in the final.evaluation.\ The following is a result of the
interviews!

1. In host agencies, 68% of the participants. were placed-in
"prooluceive" jobs; while in receiving agencies, 86% of the
participants were placed in "productive" jobs.

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

.
81% of the participants provided "additional" or,"increaaed"
services. A..

3. In host agencies, 692.of the participants had work output
r ranging from "comparable" to "much more" than regular

employees,

Ito

4. In host agencies, 64% of the participants were available fore
produdtive work ranging from "comparable-to "much more" than
regular employees,. while in receiving agencies, 61% were \---

available for productive work. anging from "slightly less" to
"much more" than regular employees.

5. In host agencies, the supervision required for paiticipants
averaged approximately 11/2 hours more per week than for regular
employees, while in receiving agencies, the average par4ci
pant required less than an hour of added supervision.

J
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6. Questionnaires were not useful in measuring costs. It-was
planned to use the Eiception Time Sheet as a tool to recovef
cost data As was discussed earlier, the device was not
successful since supervisors did not complete the dodgments
accurately. Therefore, questionnaire items attempted to
secure the missing information. Since the supervisor based
their questionnaires on hazy memory, the information developed ,

was unreliable.

M. Participant Questionnaire
.o

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 adequate
counseling on Versonal matters. When asked about the length
of their host agency experience, 65% felt it had been ade-
quate, while 24rfeleit had been no long.

2. During the host agency experience, 74% of the participants
'felt they had not been treated differently than the "regular"
employees. Of th& 20 who felt they hid been treated dif-
ferently, 44Z felt tunny 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
treated 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 participants 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, pi thoie participants in receiving
agencies'in Phase I, only 60% 'felt their job assignment matched
their abilities, skillss'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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jPART VI

RECOMMENDATIONS

. The following recommendations reflect results from findings in the pre-
ceding chapter. Recommendations have been listed in the similar order
as the hypothesesand findings.

TEEM was tested during an economic downturn associated with high un-4
temploymefit. Whether the two step hiring concept would be suitable ppa

different economic 04 is unknown. The concept is recommended for use
during an economic downturn. a

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

1. Recruitment for midorities and women should be aiFontinuing
practice for manpower programs. The high level of affirmative
action success in TEEM was the result of strong recruitment
efforts.

2. In4lepth information on the potentia employees' background,
skills, and work habits should be e available to employers.
Such information involves the emplo er to a greater degree in
selection and results in a higher retention rate.

3. Since numerous problems developed with hiring participants
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 xesponsible for
hiring and termination of employees. Temporary appointments
are recommended tor employment outside civil service. A
participant can be hired by the referring State agency and
outstationed 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 rhe
peribd, successful performance should be recognized with )1

permanent appointment and the unsuccessful employee
terminated.

4. Host agencies were motivated to participate in TEEM partially
because they gained extra help at no payroll/ cost to them. It

is recommended that participants' wages continue to be sub-
sidiied for a'specific contracted period of time. This
aspect has offered Incentive for host agency employers to
participateein.the project and should continue to be an in-
centive in ongoing programs.
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5. Since human services agencies have the capacity for providing
placement and other services to participants, referring agen-
cies should provide these services.

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

17
6. Earl placement in the receiving agency is recommended.

Part cipants should not remain in a host agency when they are
read for training. If 'a host agency is willing to 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 employers preferred to interview
several people for each job opening.

B. Rehabilitation's "special hires" contract has been successful using
the TEEM concept and, therefore, is recommended to be continued.
If a "special hires" concept ik incorporated into other manpower .

programs, close monitoring is eilisential. 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 it is relatively easy. to lose track of
a participant's progress.

C. Since human service agencies did not prove to be more effective as
host agencies than other agencies, it is-recommended 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 t e greatest difference in regard to the partici-
pant's success, but a commitment is also needed from top
management.

1. Human services staff did not prove to be more respon live to
participant's problems, and needs than staff of othe agencies.
In selecting a host igency, it is recommended that e chief
criteria become the motivation, interest and enthusiasm of the
host agency supervisor has toward assisting the participant in`
achieving success.

(

4

4



-3-,

ve

2. Participants have a continuing need for counseling and voca-
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 knowledge of the labor market,
therefore, it is recommended that placement services be made
available to all participants. Placement service may be
accomplished by the referring counselor or by the host agenO
staff.-

D. Since communication and an understanding of expectations are crucial
to program success, an orientation should be provided supervisors
and agency management. prior t9 placement. Participants and super-
visors should jointly participate in another orientation as soon
after placement as possible. If all involved parties understand
program concepts and the expected results, there should be better
cooperation fromreveryon

E. A well-writtep handbook facilitates clear communication. A hand-
book should be written and distributed to all 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
to communicate policies and procedures toward developing a uniform
program.

F. Consortium meetings were valuablein establishing lines of communi-
cation and developing solutions to participant problems. They
should be used in future programs particularly in the planning stage.
Consortiums can be used to establish communications and to work out
problems which require group discussion. For example, they can be
helpful in reVibwing a draft of a handbook. Then, the consortium
can be discontinued and be replaced with individual lines of communi-
cation. A-chairperson should be selected who hag strong skills iur
directing group discussions.

G. Some c tendency to place a participant
agency and "forget" about t eta. --A--ceorittnet-or-11 ou d 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-

ts do not remain in a host agency beyond six weeks without
strong ication.
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SYNOPSIS or PURPOSE, OBJECTIVES,
AND RESPONSIBILITIES OF TEEM

Purpose: Provide a model for a highimpact manpower absorption prograi

which would facilitate the employment of disadvantaged citizens, especially

in times of economic recession.

Objectives: Test a twostep method'of providing specialized vocational

placement to determine if it is a feasible approach to increasing the

potential of soecific public and private agencies and/or departments to

recruit, select, hire and advance qualified persons from specific disadvan

taged client groups. The twostep process involves: (1) "Host Agencies"

which will provide spedialized ocatinnal services, and (2) "Receiving

Agencies" which will provide the opportunity for permanent employment.

Responsibilities:

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

the following:

1. Prepare a list of job duties for each TEEM employee to be 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.

L. Provide written or verbal orientation to staff not directly in

volved in TEEM.
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5. The assigned supervisor shall prepare weekly performance reports

and submit withleach payroll for a period of six weeks. After

six weeks, a monthly performance repeat will be due with the

appropriate payroll. For State agencies, this performance

report does not replace the need for the regular performance

reports due on every State employee (Form No. 636). See sample

following page 13 of the TEEM Handbook.

6. The assigned supervisor 8411 record on the "exception" time

sheet all time spent with employees within the appropriate cate-

gories. This will be submitted with each payroll. See sample

following page 9 of the Handbook.

7.* Assess the employee, de employee's potential, progress and

8.

career objectives..

Assist the employee to complete a resume for the

employee.

9. Participate in consortium meetings,

I

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

to, the following:

1. Prepare a written job description for each TEEM employee to be

hired.

2. Participate in consortium meetings.

3. Identify suitable position for TEEM employee.

4. Review resumes of TEEM employees and participate in scheduling

interviews and observation days.

4 3
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5. Prepare a training plan and submit the pidn to the Rehabilitation

. t

Coordinator. This plan should include:

a. Training provided to all nett employees..

b. Additional training required by TEEM employee.

(1) Specialized courses.
-

(2) Special attention to work,habits.

(3) Etc.

6. Complete weekly performance reports and submit'vith each payroll

for a period of six weeks; after six weeks, &Monthly performance
A.

report will be due with the appropriate payroll. For State

agendies, this merformance report does not replace the need forr---
.

the regular performance reports due on every State employes,.

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

7. Record on the 'exception" time sheet all time spent with employ
Jr-

ees within the appropriate lategories. This will be submitted

with each payroll. See sample following page 9 of the Handbook.

.8. Assist the employee and Rehabilitation Coordinator assess the

employee, the employee's potential, progress and career objectives.

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

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

Handbook.
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INTRODUCTION

This handbook was prepared to provide a brief introduction, to the TEEM project

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 inadequately covered or not covered at all.

SECTION 1- Protect Scope and Operational Objectives

This section deals with background and concept . It describes the signifi-
cance of a two-step approach. It also describe the respective roles of
the participating agencies and TEEM employees.

Operational objectives are those programs/components, activities or policies
TEEM sees as important in order to meet project objectives.

PorIxample:

The Consortium is a vehicle for continuous communication between
phrticipating agencies.

The research and monitoring system will provide the basis and the
information for determining TEEM's feasibility.

SECTION 2-Operational Elementa and Processes

. This sec on deals primarily with the day-to-day operation of each of the TEEMI
'componentt,

Communications with TEEM

Procedures such as regular meetidgs ha
personal contact between the TEEM
pating Host and Receiving Agencies.
ate contact, use of the telephone or per
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particularly invites all questions.and recommendations -about the Project proce-
dures and acavities from all
parties to the Project. The TEEM staff may be

.contacted

State Personnel Board
801 Capitol Mall, Room 666
Sacramento, CA, 95814

Telephone: Public (916) 322-2777 ATSS 8-492-2777
(916) 445-1901 8-485-1901

TEEM Staff

Sarah Kirby - L.A. contact Mahe 620.3148\
torrest'Boomer - Supervisor
Curt Rogers TEEM Coordinator - Sacramento County

Jim Gaskins Relllitation Coordinator

Joel Mayeda - Evaluation

If any other problems develop, please contacts' ehe TEEM coordinators in your

agency. These Host Age coordinators have been working along with the TEEM

staff and will be abl help ydb with any problem you may develop.

Rob Copland - TEEM Coordinator for Vocational
Rehabilitation' Phase 322-2550 ATSS 492-2550

Dora Torres 3224167
or

Lynne Recagno EDD - Saciamento 322,2,40

5:13
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GLOSSARY
Mb.

.

Essential in the introduction is a small glossary of the basic working
elements that will be used throughout this handbook. This glossary will give
a short definition of the most impoKtant elements that comprise TEEM and should
aid in the understanding of the overall project.

1. Career Opportunity Development (GOD) Unit
A unitAtithin the State Personnel Board established to increase the
employment of minorities and disadyantaged primarily_ through job
restructuring.

2. Employability (TEEM) Consortium a

A series, of meetiAga composed of-the TEEM administrative staff and
representatives from both the Host and Receiving Agencies. It serves
an the communications vehicle between the thiee project groups in
defining and assessing local agency relationships, responsibilities
and procedures.

\
.

3. Counselor
TliV.Flaid person providing the TEEM employee(s) with_guidanceand
acting as primary liaison and consultant between line management,i
program management,, and the TEEM employee. The counselor will also
serve in the Consoftium.

4 -

4. Host Agency
,

-.. -,:
.

Agencies that are human service orientated and will provide aegis-
," .tance in the social, economic or vocational fields. The

Host Agency will be. the first'seep An the two-stop hiring proCess.

S. Operating Staff . , .

The staff in the different TEEM Centers that is designated by the
involved Agencies..

6.' Receiving Agency . -
-N.,

1

The second agency where a TEEM employee is placed. These agencies
usually do not provide direct client services. These agencies wilt'
provide the on-the-job,training to the"TEEM employees.

7. TEEM Administrative Staff . . .

., .

The TEEM Project-Supervisor, TEEM Coordinators, Rehabilitation
II Coordinator, and TEEM Evaluation Analyst.

Et. TEEM Coordinator 1 ,

TEEM staff members whose responsibility is to lacilitaie interagency
operation in the following manner: I

Hiring, orientation, and. interagency. movement
b. .Compilation, maintenance, and dissemidation of

relating to specific openings.

5 .
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c. Maintenance' of TEEM
d. 'Host and Receiving
e. Evaluation and rep

9. TEEM Employees
-Person(s) meeting the (we'll cations to participate in TEEM projec

,,10. TEEM Project (TEEM)

Transitional. mployment Ex rimental Model, a'project created by the
California State Personnel oard, Career Opportunities Developm t

Unit and funded by the Dep rtment of Labor. It was designed t meet
several objectives of hot parties.

onsortium.

encles monitoring.,
ting process.

a. To develop and
manpower absorp
of economic ne

b. Develop and t
and specific
employers, in
andlacement
who ve typi

c. Development
meat process
the referral

11. WIN'(Work Incentive P,
. Federally funded prog
`welfare support servi
recipients of welfare
Children (AFDC) progr

12.. WRA (California Welfa
State funded program
and systems deAlopme
for those employees s

a

est on, an experimental basis a mod
ion program for implementation at tees
.

t a system for inducing employer
cupational groups to participat as
gTernment-sponsored mknpower-tr ining
programs - particularly those Moyers
ally not participated in the p it

improved vocational assessme t and place-
s to result in a better "pers.. /job" match in
of enrollees to potential.job .

ogram)
am providing employability
es to employable or poten
and under the Aid to Fami
m.

e Reform Act)
or State agencies and j risdictioni for Jo
t. This program will b the source of fu
ationed in State juris ictions.
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ally employable

y with Dependent
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SECTION ONE

PROJECT SCOPE AND OPERATIONAL OBJECTIVES
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-PURPOSE

The Department of Labor,looking ahead to decentralization and decate-v
gorization of current programs, is interested in proven methods that
will facilitate the employment of disadvantaged citizens, many of
whom have heretofore been stived by various Federal manpower programs.

Yhe 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 downturn.

BACKGROUND

Career Opportunities Development Unit

Under the current Career Opportunities Development PrOgram and the
completed Public Service Careers Project, the State Personnel Board
has pioneered efforts in career employment of the disadvantaged in
California. To date, efforts have centered upon job restructuring,
creation of new trainee. levels, outreach, recruitment, utilization
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) determining 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-
,oedure, 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 ial of
Specific public and private agencies and/or depa tments
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 reasons, have not been
involved in other manpower or equal employment opportunity
programs.

5l
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THE CONSORTIUM - THE VEHICLE FQR COMMUNICATIONS
0

As has been shown in past' organizations, one of the major problems is that

of communications. In an experimental model such as TEEM, the communications
is of vital importance to accomplish all interagency objectives, and"the
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.
staff. It also serves as a feedback mechanism for the program so that
analysis on the project can be made.

The kind of feedback information exchanged at the Consortium meetings serves
to develop, in detail, plans that describe local agency relationshipd, respon-
sibilities and procedures. The Consortium is to be responsible for making
recommendations 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 loving from Host to Receiving
Agency.

3. Assessment of the TEEM project.

4. Feedback to Host Agencies of follow-up information about
TEEM employees.

5. Assignment of employees to available jobs.

The Consortium consists of the TEEM project staff and the Host Agency and
Receiving Agency representatives. The Receiving Agency supervisors will be
gived 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 assignment procedures for those employees whose
skill 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
several objectives has in reality but one major goal: to determine the
feasibility of its two-step hiring process. In fact, at the end of the
Project all of TEEM's activities will center only around the concept of
feasibility. Therefore, 'it is important that all those involved in the
Project should have some Understanding of the "measures of effectiveness"
that will allow the TEEM staff to document the study 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 proje t could fail to hire many of its
clients, yet be termed successful if it can demonstrate what is and is not
a two-step hiring process:

5
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The TEEM froject is a two-step hiring process involving three individual

parts - Host Agency,oReFqiving 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
separate functioning entities, TEEM must also concern itseke4ith the Con-
sortium since the Consortium is the administrative vehicle whiahLaffects
the TEEM project directly. It is important that they Consortium demonstrates:

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

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

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 functions
performed and costs incurred, and understanding of hOw
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 is only a demonstration project it must have a thorough under-
standing of the activities performed and the type of costs incurred. With

. a thorough understanding of the functions and costs invoWed, TEEM will be
able to gatimate.the magnitude of the actual or projected costs. Therefore,
the Cost Accounting-System will involve these specific steps:

1. Analyze TEEM staff costs involved.

2. Detailed review of TEEM employee positions through on-site
interviews and observations, The functions performed and
the categories of costs incurred by the participating agencies
have been tentatively identified. 4bp
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3. Define the partilcipating agency activity which took place
c

prior to TEEM employee plAement:

4. Document the TEEM model, the nature of the functions performed
at each stage of the model, the definition of any costs incurred,
and if possible, alternative methods of capturing these costs in

future projects.

r.Thot"
The cost accounting system to be used in the particip g agencies will con-
sist of an "exception" 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 section of the time sheet.

a.. Location
h. Agency
c. Unit
d. Supervisor's Name
e. Supervisor's work telephone No.
f. Dates of the pay period
g. TEEM Employees

(1) Name
(2) Classification
(3) Acounting or Time forltay period

'h. Total number equivalent full -time employees .(excluding TEEM

employeesrand an accounting of their aggregate time for the
pay period.

2. Recording time expenabd by the supervisor for the categories
indicated Tor time keeping; only the time spent on these specific
items will be recorded.

Dbfinition of Categories

A. Time spent with TEEM or regular employees

1. Orientation: Any function or act taken to acquaint an
employee to the existing environment of the job, e.g.,
location and availability of cafeteria(s) and other eating
areas, rest-rooms,,general information regarding work hours,
employees work areas, civil service or company employment
practices, etc.

2. Training: Classroom'or on-the-job training, including ex-
plaining procedures, errors and corrections.

3. Counseling: Any discussion with the employee regarding:

a. Career: Job or Career advancement and placement.
Assisting the employed to assess his qualifications
and needs for promotional opportunities.



b. Woik related: Working relationshipi and/or performance.
This includes, but is not limited to discussion of
absences, attitude, relationship with other employees,
performance reports and training needs.

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

B.: Other Time Expended

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

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

RESEARCH

TheTEEM research methodology will comprise the following:

1. Collect an informlittn folder for each of the TEEM employees.
Such a folder must contain 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 emp1oyee and
the Host Agency counselor in the form of 4 TEEM EMPLOYEE DATA
QUESTIONNAIRE, a personal self evaluation, a previous training
and job resume, 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 reviewing, tests, performance, and interests as
related to previous training. 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. The purpose of this report is to
show the gradual development or lack 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 1167 work environment.

It is extremely important that all agencies note that there are
two forms of the REPORTS OF PERFORMANCE. The Form 6136 is provided
by the State Personnel Board at the 4th, 8th, and 12th month of
the TEEM employee's probationary period. This is .iegular_policy.

Form No. T300-35-636, is a modified Form 636, and as such does not
preclude the probationary report. (See the next section for expla- -
nations of this form.)
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LOCATION: LA 0 SAC 0 ALA 0

AGENCY:

UNIT:

SUPERVISOR'S NAME:

TELEPHONE NUMBER: (

A/C
PAY PERIOD: TO

MO OA YR MO DA YR

TEEM EMPLOYEES (IF MORE THAN 4, LIST ON BACK} HOUS
aAME WORKING CLASSIFICATION WORK VAC 3777 DOCK OTHER

1.

2.

3.
'4.

REGULAR EMPLOYEES - NUMBER OF EQUIVALENT IVT EMPLOYEES

DESCRIPTION

ENTLR DAILY HOURS UStO FOR ITEMS INDICATED FOR TEEM AND REGULAR EMPLOYEES

'MTWTFMTW.TFMTWMT W I T w T rM

.TIME SPENT WITH TEEM EMPLOYEES:

ORIENTATION

TOTAL

TRAINING

COIASELING

CAREER

(E.G. - ABS. ATT,T, RELATIONSHIP
WORK RELATED w/OTHER EmR,PERroRmANcE REPORT)
-;.14

441

(E.G. FAMILY, FINANCIAL,
114"'` CHILDCARE, TRANSPORTATION, ETC)

OTHER TIME EXPENDED FOR TEEM:

POOR WORK (PERFORMANCE REPORTS, ATTENDANCE,
RESUMeS, ETC)

1
V _t

(CONSORTIUM, STAFF NOT INCLUDiNG
MEETINGS IMP)

TOTAL HOURS EXPENDED FOR TEEM

TIME SPENT WITH REGULAR EMPLOYEES:

ORIEL TATIeN
k46

TRAINING

COUNSELING

CAREER

WORK RELATED (E G - ABS, ATT4T. RELATIONSHIP
W/OTHER Emil PERFORMANCE REPORT)

4

C.)
PERSONAL6.

(E.G, FAMILY, FINANCIAL,, ,
LHILOCARE. TRANSPORTATION. ETC)

OTHER TIME EXPENDED FOR REGULAR EMPLOYEES:

PAPER WORK (PERFoirANcc REPORT, ATTENDANCE,
RESUMES, ETC)

MEETINGS
4

TOTAL HOURS EXPENDED FOR REGVLAk EMPLOYEES
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NAME

5.
6.
7.
8.

HOURS

WORKING CLASSIFICATION WORK VAC rrrr DOCK OTHER

AP.



SECTION TWO

OPERATIONAL ELEMENTS AND PROCESSES
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J
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 assessment and
counseling services to identify the best type of placement consistent with
his or her aptitudes, Anterests.and abilities. The employee in effect is
both an employee and a client during the Host Agency experience. During

this period, thd employee 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 paid work experience.

It is this first step that wij.1 facilitate rapid and orderly implementation
of a manpower absorption program. At times of economic need, human service
agencies such as employment service and welfare departments are usually
experiencing inc easing workworkload and can well utilize additional staff.
The turnover can then 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 Anitial "Host Agencies".

of
-.-

The work assignment in therHost Agency is not intended to be skill training.
It should not need to serve as the introductory training for the training
tOe employee will receive in the Receiving Agency. Instead the Host Agency
work assignment must serve two purposes:

b ;1.,. To promide the Host Agency with production assistance over and
above the budgeted positions toiioffset some of theecosts that
may occur as a result of the Host Agency's supervision and assess-
ment efforts. 9

2. .The work experience in the Host Agencies must provide a means
of assessing and improving participant work habits, skills, and
abilities 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
exgec ted to go into permanent employment.

Aside from the advantages the TEEM employee should gain from the work
assignment, the Host Agency will benefit. the participants .

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

INinck ies to more directly assist their clients to obtain employ-
m t.
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2. Host Agencies make ideal "entrances to permanent employment for
their respective client groups. Because of their considerabj.e
experience in hiring disadvantaged/minority workers, these
agencies have well-developed mechanisms for providing counseling,
assessment, and world of work trainingjo reduce the possibilites
of failure on the job.

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

HOST AGENCY RESPONSIBILITIES THAT SHOULD BE EMPHASIZED

1. Handling all TEEM employee problems at the.logal level with assistance
from the Rehabilitation Coordinator.

2. Document ail evidence of acceptable or unacceptable performance.

3- The Rehabilitation Coordinator will assist to provide job and goal
counseling to the TEEM employee.

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

5. Prepare a 1 termination documents on the local level (see the section
on Rejeetio on Probation).

6. Determine the readiness of each TEEM employee for moving into a Receiving
Agency. For the questionnaire see the next page.

7. Assist the Rehabilitation Coordinator in determining if thg mploye's
4 performance is adequate to continue on the program. If not t e

supervisor will need to terminate the employment while in the ost
Agency. The supervisor will need to prepare the termination do uments
(see number 5 above). Report to the TEEM staff any disCiOlinary
problems as soon as possible

8. Notify the appropriate WIN unit whenever a TEEM employee4changes
training or work locations.

9. Prepare Monthly Performance Reports and send them to the TEEM office.
This is Form No. T300-3A5 -636, and shpuld be sent no later than the
seventh day of every month (seenOxample).

10. See that all TEEM employees-in that office have filled out the
Employee Questionnaire and have sent in a job resume.

11. Prepare all Civil Servant Performance Reports that go to the appropriate.
State or county Personnel Office.

12. Help set up for the employee Receiving Agency observation days (will
be discussed at the end of this section).

11



13. If applicable, fill out'the Evaluation of Critical Class Require-
ments for the EDA teting process (will be discussed in detail inrthe EDA TeaLismg

, 4k

14. For all dock hours for a TEEM employee placed with a State agency,
the super isor will follow the standard doclf procedure. No overtime
hours are allowed.

15. For all dock hours for a TEEM employee placed witha county agency;
the supervisor will follow the appropriate county procedure.

r
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CALIFORNIA STATE PERSONN L BOARD

.7311§1 fitp,,,Lipm DATA UESTIONNA1RE

PL EASE ANSWER THEFOLLOWING QUEST:OPTS

UNDEAS7CANO
.

TQUTIN.TNE QUESTION.
CHECK HERE

.1i,,
0

DATE

NASIE MYR- DOE -

ADDRESS (number) (street)

-ic,6) l's tore)" (MP

. .

AGE

0:40 TELEPHONE NUMBER

RACE sex
IZI HALE :3 FEMALE

ARE YOU, THE HEAD OF HOUSEHOLD' 0 YES NO

. .
ARE YOU A VETERAN' NO

INC
A PPE 4; 2: Tit Do HOW

YOU HAVE' 1 2 4 6 7 or mete

WHAT WAS THE HIGHEST GRAOE
YOU COMPLETE° 11.1 SCHOOL, 1 2 3 4 3 6 7 9 9 10 11 12

WHAT WAS YOUR WELFARE GRANT
BEFORE TEEM* S ...

o .
-

bWHATIS iUR WELFARE GRANT NOW, S

.

.

. LIF

YOU ARE 'ETEVIET OTHERE N W4AIR' CHILD CARE ALLOWANCE, TRAVEL ALLOY/ARCS MEDICAL, F000 STAMPS, OTHER
WHAT STATE DEPARTMENT DOYOu WORK FOR' ,

- . ,

_.
IN WHAT SECTION WITHIN THAT DEPARTMENT DO YOU WORK'
0 : _

.
.
e.

I

WHAT IS YOUR OFFICE TELEPHONENumBER7
rec. Code) (Number) .. . (ATSS Number)

DiOORZON-HREE8 rryAER mENNTT )1; rif IPIi 013 S "to ;[
1

AND YHE RESPONSIBILITIES OF YOUR JOB' YES ENO .

DO YOU FEEL THE ORIENTATION WAS " D GOOD D F. A I ft . . I BAD .

-.)

WHAT IS YOUR OCCUPATIONAL GOAL' . ..../ .
- ..

*...

-

, .
LiST'ALL MAAPOWER PROGRAMS yo AVE BEGUN

.
LENGTH OF TIME SPENT

IN THE PROGRAM

DID YOU coMPLETE

Ttele:sr check)
YES NO

.

. .

A

'

, t

a

.
-.

.

a
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CALIFORNIA STATE PERSONNEL BOARO

TEEM EMPLOYEE DATA QUESTIONNAIRE
T300.30 46/731 REVERSE

c

TEEM-EMPLOYEE PARTICIPANT

DEPARTMENT

CLASSIFICATION

HAVE You APPLIED FOR CIVIL SERVICE EXAMINATIONS?

YES E NO

IF YES, PLEASE LIST EXAMINATIONS

NAVE YOU PASSED ANY CIVIL SERVICE EXAMINATIONISyt

E1 yes NO ,

IF NOT, HAVE YOU OONE ANY SELF-STUDY OR BEEN "TUTORED" BY YOUR SUPERVISOR DURING ORIEN4TATiON ON EXAM-TAKING PROCESS'

YES NO

ARE YOU CURRENTLY ON ANY CIVIL SERVICE LIST?

YES 40 NO
IF YES, WHERE DO YOU STAND ON THE LiST7`

WHAT HELP HAS YOUR SUPERVISOR COUNSELOR GIVEN YOU TO MOVE WOU INTO PERMANENT EMPLOYMENT (public or imvatel?

WHAT HELPHAS ORIENTATION GIVEN YOU?

.cifIHAT MORE DOYOU ,FEEL COULO HAVE BEEN OONE?

WY-HERE A SYSTEMATIC PLAN OF ACTION WHisH ISSIEIND FOLLOWED BY BOTH YOU AND YOUR SUPERVISOR TO MOVE YOU INTO PERMANENT
EMPLOYMENT?

YES ENO ,
WHAT IS THE PLAN OF ACTION'

a
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This if Form No. T300-35-636, or Repqkt Of Performance for TEEM employees.
TEEM All require this form on a monthly basis no later than the 7th day
following the 1st of every month.

Explanation of Form No. 1f300-35-636 TEEM

Due to the TEEM employee's first months on the job having such a formative
impact.on an individual in relation to work environment, it is felt-that
weekly reports (six weeks) be sent to TEEM on a monthly basis are in
order.

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 thokprobatidhary period can be
expected 'to be well above the standard required of a competent permanent
employee in;thatjob. (If the overall rating is Outstanding, the Rater
must give a written statement 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 inadequate - to reach the standard required of a competent
permanent employee by the end of the probationary period, greater
effort or training is needed:

UNACCEPTABLE - rmance on the job indicates qualifications are very
inadequate.- special training, reassignment, or rejection may be
advisable. (Any factor of overall rating of Unacceptable must be
(aubstantiated by the Rater's written statement of specific reasons
for each such rating.)

I"
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e

VI NG1

CI =IRS,' MONTH
0 SECONO MONTH

- -
LAST NAME FIRST NAME

-.

°CIVIL SERVICE TITLE

EMPLOYEE

REPORT OF PERFORMANCE

INITIAL

STATE DEPARTMENT
rf

SOCIAL licuptisYNUMIrEis

POSITION Numps
.4

DACE OF REPOR

SUBDINAISION OF DEPARTMENT . HEADQUARTERS OF EMPLOYEE

QUALIFICATION FACTORSI (Indicate amppriefeitems by underlining them)
. ,

E-
K

1. SKILL - Expertness in doing specific tasks; accuracy; precision; completeness; 2

3neatness; quantity.

2. KNOWLEDGE - Extent of knowledge Of methods, materials, tools, equipment, 2

technical. expressions and other fundamental subject matter. 2 3

3. WORK HABITS - Organization of work; care of equipment; punctuality .and
dependability; industry; iollowi.good practices of vehicle and personal safety. 3

4

4. RELATIONSHIPS WITH PEOPLE - Ability to get along with others; effectiveness 2

in dealing with the public; other employees, patients or inmates.
4

S. LEARNING ABILITY z Speed and thoroughness in learning procedures, laws, 21.A
rules, and other 1;retails; alertness; perseverance. 3

6. ATTITUDE - Enthusiasm for the work; willingness to conform to job requirements 2

and to acceplouggestions for improvement;work adaptability.

7. PERSONAL Fa'NESS - Integrity; sobriety; emotional stability; physical condition; 2
appearance and habits. 7

4

HOST'
0 FIRST MONTH
0 SECOND MONTH

7111R0 MONTH

FOURTH MONTH

RATINGS ARE INDICATED BY "X" MARKS

IMPROVEMENT
UNACCEPTABLE NEEDED STANDARD OUTSTANDING

II

OVERALL RAT11401 (The overall rating must be consistent with the factor ratings and
comments, but there is no prescribed formula for computing the overall rating.)

4

,

4., I

COMMENTS TO EMPLOYEE: (Supervisor should.include faqtuaI 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 is needed')

T300.35-636 SEEM (5/731

EMPLOYEE'S SIGNATURE:

k`®

SUPERVISOR'S SIGNATURE. OATE:

DATE:



THE FOLLOWING QUESTIONS ARE TO BE ANSWERED AS DETAILED AS POSSIBLE ON A MONTHLY BASIS BY THE IMMEDIATE SUPERVISoRs*
0

1. 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?

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

NI

I

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

$

. . .-
NOTE; lfmore space is needed attackalditional pages.

7300.35436 TEEM 15/73)
*ma

I
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EXAMPLES OF THE JOB RESUME AND
COUNSELOR ASSESSMENT

or

The most important function of the Host Agency is 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 test schedules and career ladders-in thq/civil service
it is vitally important that the Rehabilitation Coordinator provide the
TEEM staff with a.professional goal assessment for each TEEM employee.
Su& an assessment would provide 0 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 examples provided in this handbook, are only examples. They should
serve to give an idea of the kind of assessment and job resume thht is
most helpful. You may use any form pill consider suitable to includeall
that is necessary\

The following eXxamples are:

1. Vocational Plan
2. Job Resume

_3. Personal Resumg,

C

A

7 3

14
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State of California Example # 1

Memorandum
To t TEEM Coordinator

Suite 385
455 Capitol Mall

-Sacramento, CA 95814

From t State Personnel Board Vocational Plan

Date

Subject

op.

To arrive at a realistic career choice, consideration has 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
these occupations ss suitable choices. rShe.does have a strong interest
in public contact work and working withofigurea. Conaideration was given

,,to occupation related to her interest and within range of predictable
.auccess.

.

After a discussion of vocational plans, a decision was made to pursue a
career path in the following occupations or related fields: Cashier,
Accounting Clerk, Busineas Machinaoperating, and personnel/payroll clerk.
She is willing to take college where neceasary to qualify.



$

NAME:
ADDRESS:

PHONE:

EXAMPLE OF A JOB RESUME

Example # 2

PERSONAL Available: Now Draft Status:
DATA

Age: Health:

Height: Marital Status:

Weight: Citizenship:

JOB DESIRE:

EDUCATION:

GENERAL:

HOBBIES:

Counselor Aid

My strong point as Counselor Aid is my experience in
Contadting people by phone and making home calls. I .

can make visits to training facilities, hospitals and
other on-the-job training agencies toilobtain up-to-dAte
information on client's progress.

Read Books, fishing, baseball, basketball, lift weights
and music.

REFERENCES:

16



RESUME

TELEPHONE:

SUMMARY OF QUALIFICATIONS:

Example # 3

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, ',oiler, OS, Utility
Programs, JCL, Multipiogramming

tm
Concepts and Teleprocessig# Concepts.

WORK EXPERIENCE:
4

1973 to present - State of California. Counselor Assistant,0
Gather data relevant to rehabilitation process of clients through
personal contacts, telephone contacts and correspondence. Make
visits to traini4 facilities, hospitals, on-the-job training agencies
and homes to obtain up to date information on clients' progress. Do
bimonthly follow-up on clients and reportfindings CO rehabilitation
counselor. Responsible for other assignments delegated by RC to
facilitate case movement.

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

1963 to 1969 - Lindo Furniture ,Company. Sales Manager. Continuously
associated in responsible capacities as.Ssleeman and Sales Manager.

. During the first 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.

0 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 training of salesmen.

EDUCATION:

College of Data Processing. Computer Operations Course. Graduated 1973.

REFERENCES:

Business and personal references available upon request.

76
7
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THE SIGNIFICANCE OF THE RECEIVING AGENCY

Receiving Agencies are usually those agencies or business entities that do not
provide direct clienteaervices. In other words their mission is directed
toward the benefit of other agencies, or the general public-rather than to
individuals. Their services are usually mechanical, administrative, technical
or maintenance in nature as opposed to social or vocational.

The emphasis for Receiving Agencies 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 will consist of three steps.
First, the appropriate staff will, contact the agency and obtain commitment of
training slots. Then the Receiving Agency with the help of the TEEM staff
will identify suitable positions defined as:

(a) Those positions that do notliave outstanding lists that
would interfere with the emp yeekchances for obtaining'
the appointment.

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

(c) Those positions that have an examine on schedule that will
allaw.an employee to compete within r onable time.

The first priority for the types of jobs being developed are in departments
or occupations that have been unsuccessful in hi njNisadvantaged workers.

No agency can guarantee a job for a TEEM employe. It 8, however, necessary
4that a Receiving Agency offer training for those assignme4ts where there is
a likelihood that a vacant position could be available to 'kTEEM employee.
All Receiving Agencies are then asked to plan.to insure that TEEM employees
who qualify, be moved into that position that has become vacs t.

The second step in the movement is a twofold approach. The TEEk staff will
provide, through counselors aid supervisors, announcements to avallable civil
service exams and examination schedules. <

The TEEM employee can also utilize Receiving Agency observation days in orderew
to get a better idea of the range of jobs and agencies available and the people
with whom they will be working. At the same time, a Receiving Agency em coyer
can observe the potential TEEM employees. He is able to review the eiplo es'
personal folder consisting of job resumes, counselor assessments, and perfo -
'trice 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 assignment. The training
time, or the approximate timethe 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 and training profess for the employee.

77
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a RECEIVING AGENCY

SUPERVISOR RESPONSIBILITIES

1. Handling TEEM employde pklems 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 forma.

4. Determine if the employee's performance is not adequate to
meet your job requirements. Ifthis 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 my.
disciplinary problems as soon as possible.

5. The supervisor must notify responsible Host Agency offices
when a TEEM employee moves into a budgeted position.

6. Prepare Performance Reports and send them to the TEEM Office.
0 This is Farm No. T300-35-636 and should be sent for the first

two months (see the example given),

7. Prepare all Civil Servant Performance Reports that go to the
Department of Rehabilitation central offife in Sacramento. It

should be remembered that these Forms No. 300-35-636 must be
turned in every four months for TEEM employees.

8. Help set up for the TEEM employee Receiving Agency observation
days (see previous section.4.

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

. 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 uus t be identi-
fied to.the Rehabilitation Coordinator at the earliest date possible in
order that counseling may be resumed or the employment terminated. No
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 nonperforming adequately.

78
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RECEIVING AGENCY OBSERVAflON DAYS

One of TEEM's important operational components 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 observing the agency operations and
depending on the length of the schedule, the employee may be assigned to
minor tasks during the observation.

` The observation days when utilized will benefit the three TEEM components

For the TEEM employee to observations will provide some knowledge and
feeling for the specific leceiving Agency work environment. It will give
him first-hand knowledge as to the job tasks that are inliolved 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 afr permanent assignments, thereby, giving the.Host Agency the advan-
tage of 1! king 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 hirg 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 Receiving Agency
to reach an agreement on the desirable number of_observation days or hours
per employee while the employee is still at the Host Agency.

7 9
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INTERAGENCY COMMUNICATION INTERACTIONS
.t

N

1. Coiacting the WIN Office where the employee is registered

When a Receiving Agency makes a commitment to provide skill graining
and a specific date is agreed upon for the TEEM employee to start
work, the Host Agency should contact the EDD office where the employee
is registered in WIN. Give the WIN counselor: .

a. Employers name and address

b. Job title

c. Date the person is to start work

d. Your name, office and agency

'2. WIN contacting parties on the 1056 distribution

When notified by another TEEM Host Agency, that a TEEM employee is
assigned to a Receiving Agency or when notified by another Host
Agency or the TEEM staff or a Receiving Agency that $n employee has
moved to a permanent position:

Obtain job title and locatiojVand date( entered into the
permanent job.

Prepare 1056 for normal distribution plus a'copy for the
TEEM staff. '

o
. . .

If picked up in the Los kingeles. County Contract please prepare
a copy to be sent to Wa

I

y Ward, Central WIN Office in Los
Angelis.

80
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REJECTIONON PROBATION FOR BOTH HOST
AND THE RECEIVING AGENCIES

The critical class requirements'of the classes in which TEEM employees
will be placed dictate that it is as important for an employee td be
able to adapt to the concept of the'class as it is to learn assigned
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 Receiving-
Agency.

When 3n agency, Host or Receiving, 'determines a ,TEEM emp/byee has 'not
reached an acceptable level of adjustment or performance and is not
likely to reach it during the Ordbationary 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.

4
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DETERMINING JOB READINESS OF T}
TEEM EMPLOYEE

t

YES NO 1. An employee is allowed only 2 dayi per month abitenteeism" The maximum 2 days per month

2

apply to all youths and may be excused or not. One month will be allotted for special
problems that require more than 2 days. Does the TEEM employee show no 'unnecessary
absences? . ,

3 ,

.

2. The TEEM employee's record shows a steady decline in the number of absen es,from month
to month to less than 2 days per month.

. 3.

.,-.

The TEEM employee has been late to work le., than three (3) times per month
,

4. The TEEM employee's record shows a steady decline in the number of times that he/she
has arrived to work late. .

. - 5. The TEEM employee shows interest and willingness to learning the b tasks.
.

.

6.

.

The TEEM employee shows ability to follow directions.

.

,7.
.

Has there been a steady decrease or absence of any transportation,Thealth, and/or baby-
sitting problem(s) which would interfere with the employee's attendance and work,performan,-

8. Has the TEEM employee established a realistic Receiving Agency goal? Has the employee
gained a better idea of what he wants to do?

.

9. Would your office hire ,thisTEEM em ee as a full - time,. regular civil servant if he/she
were considered along with your othertmployees in terms of the factors noted above? If
not, why not? , . . -

If a superviior finds that he/she has checked Irpm51 to items in the "No" column, it is important that.the
employee and the supervisor discuss the matter together an those areas that need more counseling be stressed.
If more than 4 items have been checked, there' may be a need consider termination of he TEEM employee.



Page 1 of 2
Date

0

>)-4

SUPERVISOR/COUNSELOR

AGENCY: LOCATION:

bil".VVISOR'S NAMEi PHONE: ( )

EMpLOYEE(s) 1. ,
2.

'41
a.

VO4

10 What is the TEEM participants job classification?

2. _Is this a regular "function!? Q yes' a no
. ,

30 Does the TEEM participant's, function provide or allow,regular staff to provide
additional or increased services not normally provided? Oyes Q no

. 0
oIf yesr how has participation in TEEM saved the agency time r increased out-

put?

For the nexOtito questions,' compare the TEEM participant (s) to your regular staff
using the following scaleic

, ,

a. Much lea's

b. Slightly less
c.. Comparable o,
d. Slightly mori

.e. More

4. What is the Current.wOrk output Or relative effectiveness?
. ,I. 0

.
.-

What. bas been the` average Meekly /monthly hours available
for productive work?
"(substantiate through attendance,records

What was (is) the relative time spent 'On'the follOwing%
(indicate TEEM time, as a percentage:of regular staff):

a. alientation-

b. ialning

C. -Career Counseling

o

da Counseling on work related maitertfe.g., absences,
,attitude, relationship witti other employeei (in
eluding perf. rpti discusbien)

((-1'

8 .

Otis

..
a.

b.

ct
d.

e.
a.

b.

C4

d.

e.

1 2



e. Counselilft on personal matters, e.g., family,
financial, child care, transportation, etc.

f. Estimate the total hours used per .week or month
for Items a; thru'e, for:
1) TEEM employee(s)

2) Regular employees

7. How much time was spent on the following?

a. Host Agencies - Activities Schedule Preparation

b. Receiving-Agencies - Training Plan preparation

c. Allmn. Duties: .

1) Paperwork (performance rpts., attendance,
resumes, etc.) aoye normal

eft) 2) Meeting (consortium, Staff - not including
the.employee (s), etc.)

4 "4
GENERAL QUESTIONS

1. Should the TEEM Concept' be modified? Cir yes a no
If yes, How?

Page of 2/

e $ r

".

4111/1111

2* Should TEEM participants be provided training to take Civil Service exams?a yes a no , ,

If yes, what would be the mostefficient and effective method for providing
this traixiing? ._

3, Other comments

1



EMPLOYEE

Employee's Name:

Agency:

Supervisor's Name:.

Location:

Phone: )

1. Is your job a regular job? Yes a No

If no, how would you describe your job?

a. A job made from bits and pieces of other regular jobs."

b.. Miscellaneous duties as required, i.e. a "Jack-of-all-Tradee

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

2. Have you been provided the following:

Aa.' Orientation

b. Training

c. Carier Counseling

d. Counseling on personal matters,
e.g., family, financial, etc.

3. How do you feel about the amount of time you
spent at the Host Agency? .

None, Little Adequate Too. Much

aa
4e;1

L7 L7 0
7

L7 L7 L7

D a a

4.

I

As

A

.00

Not Enough

Adequate

Too Long

a TEEM participant, were you treated differently than 'e regular employees:

a. 3t the Host.Agency: Yes z:71qo

If yea, by whom?

AgenCyi

Employ

Supervi r(s)

Manage nt

Other cify)

Was this treatment Postkive.

b. at/Ehe Receiving Agetcy? a Yes
yes, by whom?

et,
If

Agency:`-'

Other (specify) .

Was-this treatment LTPositive

86

Negattv

LTNo
Dupla ees

$Upe isor(s)

Nana ment

Negativ

a

ab



c: If yes to either a or b, how did this treatment affect:

(1) Your adjustment to the work envitronieht?.

(2) Your ability to learn the job?

Not at all

Helped

Hindered

Not at all,

Helped

Hindered

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

a Yee 4::7 No

If no, why? (explain)

.1

, .
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LOCATION: LA CI SAC ALA

UNIT: ...-

SOPER%Is?R'S NAME:

TELEPHONE NUMBER: )

'A/C
PAY

TEEM EMPLOYEES (IF MORE THAN 4, LIST ON eAcK)
,WORKING CLASSIFICATION

. .

2.

NAME '6

3.
4,

REGULAR EMPLOYEES - NUMBER or Eoui0ALENTF/T EMPLOYEES

T:

HOURS
WORK *.'AC Sirir DOCK OTHER

mo . OA YR DA YR .
ENTER DAILY HOURS USED FOR ITEMS INDICATED FOR TEEM -ND LGULAR EMPLOYEES

, '

. DESCRIPTION -

. .

M T W T W w T

TOTAL
T1mE SPENT WITH TEEM EMPLOYEES:

ORIENTATION
. _

111=11111111111TRAINING .
Ill 111

COUNSELING. III 11111111111111111111111.1.111lAM.11
I III

CAREER . III 11111111.11
(EG. Ass, ATTIT, RELATIONSHIP

. WORK RELATED w/OTHER Emp,PERFoRmANcE REpoRT) . IMMO 1111111111
(E.G. - TAmaLy, FINANCIAL,

PERSONAL CHiLocARE, TRANSPORTATION, ETC) IIII .

.

IIIII .

OTHER TIME EXPENDED FOR TEEM;

# PAFER WORK (PERFORMANCE REPORTS, ATTENDAW:E,
RESUMES. Etc) II4'

111j111

IIIII.
,

11111
(CONSORTIUM, STAFF NOT INCLUDING.

MEETINGS

TOTAL HOURS EXPENDED FOR TEEM .

I 111

. 11
4

0111
119011111=111

II.

MIN

ill

I

OM

1111111111

MI '

III

i

TIME SwLNT WITH REGULAR EMPLOYEES:
.

OPIENTATION

TRAiNING

; uNSELING .

I
III

AREER

. "WtK RELATED (E.. ASS, ATTIT. RELATIONSHIP
w/OTHER CmF, PERFoRmANcOREPoRT)

-

0tP5nNAL
(E.G: - FAmiLy, FINANCIAL,
,CHILDCARE, TRANSPORTATION, ITcl III

- MI II
OTHER TIME ExENDED FOR REGULAR-FMPLOYt ES:

PA ER WORK
(PERFORMANCE RE,poRT, ATTENDANCE,

. RESUMES, ETC)

EMI
46

1

'a,
.,

ME
111

MEM

.

111

EMMEN
III

III
MEETINGS

.

TOTAL MOORS EXPENDED FOR REGULAR EMPLOYEES

T300 -99- (11/7k)



O

T300 -99 (1 /74) Reverse

NAME W

5.
,<

"if

b.
7.

-8.

WORKING CLASS I F I CAT 10,1 WORK VAC' MK DOCK OTHER

4e.
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APPENDIX B

TABLES SHOWING THE NUMBERS OF MONtHS
PARTICIPANTS WERE PLACED IN HOST

AND RECEIVING AGENCIES.

a,
go



La

Summary Phase I

AGE iCI

Sacramento (1.="3) 79.5
Los Angeles (N=25) 177.7
Alameda ( =12) 68.9

Total NO 326.1

Mean = k

1-RECEIVIWr .1.:RMANENT
4

AGENCP POSITION

85-5
i41.1

_95.5

6.5

322.1

6.14

a

I.^

a

P. _

LUSTH Of TIME IN:
HOST AGENCY RECE AGE4

a

"Nt



SufirmarY PhasetIr

'AREA

RECEIVING
AGE.::CY AGENCY

PERMt:ENT
POSITION

LENGTH OF TIME IN:
HOST AGENCY RECEIVING AGEN

1;acriamento (N=i3)
Los Angeles (N=11)

,Alameda (N= 2)

Total N=26

Mean r.
V

11.3
39.9
8.o

66:6
1.6
5.5

73.7

2.3 2.8

C

O



Sacramento Area Phase II

PARTICIPANT CODE

Jr'

7,ENCY

01 3/04/5

02 1/06/75

03 1/06/75

.1/12/75

05 /06/75

06 1/12/75

07 1/12/75

08 1/06/75

09 .4/23/75.

10 4/23/75

11 4129/75

12 4/30/75

13 3/07/7!,

Totals -(N=13)

Mean
Median
Mode

RECZ1V:NG PERYANENT
A;ELi POSITION

LENGTH OF rivE IN:
FOST AGENCY RECEIVIN3 AGEN

Wrm. 5/04/75 2 mos,
<I

2/06/75 Bld., 11/06/7 1 mos. 9 mos.

2/06/75 Bud. 10/0/7 1 mos. 8 mos.

2/12/75. Bud. 7/12/7 1 mos. 5 mos.

2/06/75 '\ Bud. 7/06/7 1 mos. 5 mos.

2/12/75 Bud. 7/12/7 1 mos. 5 mos.

2/12/75., Bud. 7/12/7 1 moso r 5 mos.
,

2/06/75 Bud. 7/06/7 1mos. 5 mos.

5/05/75 ' Bud. 11/65/75 2 wks. Ydop.

5/05/75 Resign. 6/26/7 2 44s. 1 mos. 3 vo:

5/07/75 Resign. 7/21N 1 wks, '2 mos. 2 wks.

'5/07/75 Bud. 11/11/7 1.wks. 6 mos., 1

3/31/75 Term. 12/07/7 4 wks. 8 mos. 1 wks.

11.3
.9

1.0

66.6

5.0
5.0

92



.Los Angeles Area Phase II

PARTICIPANT CODE
HOST

AGENCY
RECEIVING
AGENCY

PERMANENT LENGTH OF TIME IN;
POSITION HOST AGENCY RECEIVING AGEN

;

.

14

15

16

17

18

19

20

...

21

22

23

24

0

.

12/26/7

12/02/74

12/02/74

12/09/74

12/02/74

12/16/74

1/13/75

1/13/75

.1/27/75

4/01/75

.

*/01/75

.

3/06/75

Sick 1 mo.

1/20/75

1/20/75
_

4/19/75

4/18/75

15Pbsieithool.

Term. 1/08/75

Term. 1/08/75

Bud. 5/0105

Term. 10/22/75

Bud. 1/20/75

Bud. 1/20/75

Resigned
5/10/75 -- return

Term. 3/06/75

Res. 7/01/75

,e---...

2 wk.

1 pos. 1 Wks.

2 mos. 1 wks.

9 mos. 2 wks.

1 mos. 3 wks.

1 mos. 1 wks.

3 mos. 1 wks.

1 mos. 3 Wks.

2 mos. 3 wks.

8 mos. I

8 mos.

4 Wks.

3 wks.

.

0

_ ' Totals (N=111) t ' .,
_ 39.9 1.6 .

Mean
R 3.3 0.1

.

.. Median , 2.1 0.8
Node - 1.3 0.8

...

.

CO

rr

.-

I

I.

. ,

.
..

'

..... ,

'

.

l

1LN

.

,

0

o

-

(.. /

V .

_

.

v." : =

..

,

.

-.

.

.

s

.

(

.



Alameda Area Phase II

PARTICIPANT CODE
HOST

AGENCY
REGEPVEY3

AGE;:CY

PERVANENT
, POSITION '

LV:GTH 9F TIE IN:
HOS-2 AGF,::G*$-F_ICIELVII; .1 ALEN'

25

26

,

12/16/74

12/02/7
-

1/16/75

7/01/75

Hosp. 1-mo.
, ,

Bud.'- 7/01/75
AL

Bad. 7/01/75
;t , ,

.

:.
1 Mos., pry

-4;01,tAi*

7 moss ' -,'-?.-

.

,

.

-

2 wks.

.

-

-7

Totals (N.2Y
,-
. , 8V0 -. ' '. --. , . (

Mean t.,..--
.

. ,,itf
-..L-,-.---

* ' k ..z , 2 :
Median .0`, i/- r",-t.
Mode . 4.0 -

.Jr-.2.8 1

.

,

.

t

.'

.

.

.

.

.
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. -

......
.
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Sacramento Area Phase I

PARTICIPANT CODE

HOST ] REC-nIVING

AGENCY KGENCY
1 PERMANENT

POSITION,
LENGTH OF TIM..; Iq:

HOST ASENCY RECEIVING AGED

ft

33

i
34 1

_
,.35

36 i -

59.

60

61

_62

64

65 . ..- ;

.. ...

73 ,, '
w.y.

74
.

75 ,

.

11/12/73

10/01/73

9/11/73

5/01/74

11/12/73

5/01/74

/01/74

5/01/74

5/01/71.4

10/01/73

'10/31/73

11/05/73

7/18/73,
.

#

2/05/74

1/14/74

7/25/74

5/01/74

9/1 6/74

7/15/74

6/17/74

6/43/74

-7/15/74 ,

6/30/74

9/01/74

11/95/73

8/01/74
.

0,

1/01/75

7/01/7.5

8/06/74.

1/01/75

4/25/75 Res.

7/07/7

. 1/01/75

11/12/74

12/31/74 -

'5/01/75

12/01/74

.

8/15/74

_-9/3O/714 Res.

'2 mos. 3 wks

3 mos. 2 wks
.

10 mos. 2 wks
I.;

0

10 mos.

14 mos. 2 wks

3 mos. 2 wks

1 mos.mos.

mos. 2 wks

9 mos.

10 mos.

0 .

.

12 mos. 2 wks
_

11 mos.

5 mos. 2 wks.

2 wks.

8 mos.

7 mos..1 wks.

11 mos. 3 wks.

6 mos. 2 wks.

5 mos. 1 wks.

5 mos. 2 wks.

10 mos.

3. MOS

9 mos. 2 wks.

2 mos.
..

...

Totals (41)3) . 7 .5 mos. t5.5 mos.
Mean=TotalOof Part. 6.1 Moss 6.6 mos.
Median 3.2 mos." 5 mos. 2 wks.
Mode . 10 mos mos... 2 wks. -

.

1

.

.

.

N 0

1

, ,
14 - ..

.

.
.

.
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tLos Angeles Area Phase I

PARTI PAN CODE A(11.
RECEIVING

AGENCY
PERMANENT
POSITION

LENGTH OF TIME IN:
HOST AGENCY RECEIVING AGEN

.

)

31

'.37

38

39

43 !

44

..

45

46

*
'` 47

48

50

51.

52

54

55

56
. s,

57

. 58

66'

67

68

69

71

72

80

,

.

..

1

,

.

tOt

..

'
, ,

\

\

.

.

.

.

-

8/31/7

9/11/7'

10/01/7'

10/09/7

9407/7'

10/15/7

10/09/7

10/09/7

8/31/7

8/31/7

9/13/7

1:49/11/7

10/10/7,

8/31/7

8/31/7

s8/31/7

8/31/7:

8/31/7:

8/31/7:

. 9/11/

8/31/

8/31/

8/31/

8/31/3

8/31/

2/21,/74

t/21/74 .

3/25/74

.

4/01/74

9/07/73

4/01/74

3/04/74

8/14/74

9/23/74.

2/08/74

3/19/74

3/19/74

8/13/74

8/31/73

3/01/74
)

8/31/73

3/01/74

8/30/74

8/20/74

i 8/13/74

4/29/74

S, None

8/26/74

None .

3 9/23/74
:

1/01/75

10/31/74

1/01/75

1/01/75

11/29/73

1/01/75

12719/74 Res..

12/31/74 Req.

1/01/75

2/64/75-

12/31/74

12/31/74

12/43/74 Res.

3/01/74,

4/30/74

11/29/73

3/19/74

.6/30/75 Ld off

12/13/74 Res.

4/28/75

8/29/74

4/01/74 Res.

9/10/74 Res.

'5)30/74 Res.

1/01/75-
.,.

5 mos. 3 wks.

5 mos. 1 wks.

5 mos. 3 Wks.

5 MOS. 3 wks.

0

5 mos. 2 wks.

5 Mbs.

10 mos. 1 wks.

12mos. 3 wks.

5 mos. 1 wks,

6 mos. 1 wks.

6 mos. 1 wks.

10 mos :

0 .

5 mos.

...

,----* 9.

6 mos.

12 mos. ,

11 mos: 3 wks.

11 mos.

8 mos.

7 mos. 1 .

11 mos. 4 wks.

9 mos.- '

12 mos. 3 wks.

9 mos. 2 wks.

8 mos. 1 wks.

9 mos, 1 wks.
.4.

9 mos.

2 mos. 3 wks.

9 mos.

.

9 mps. 2 wks.

4 mos. 2 wks.

3 mos. 1 wks.

12 mos.

9
,

mos. 2 wks.

9 mos. 2 wks.

4 mos.

6 mos.

2 mos.

3 mos.

3 wks..
, -

10 mOS:

3 mos. 3 wks.

8 mos. 2 wks.

14 mos.

0
.

2 wks.

0

3 mos: 1 wks.

Totals (r=2) 177.7 14.1 mos.
Mean= total* # of Part. 7.1 mos. ,.6 mos.
Median 6.2 M08. .5 mos.

_

Mode - . 5.4 mos. 9.3 mos.
.

. .

.

.
,



- Alameda Area Phase I ,

..

PARTICIPANT COPE
J. uosr
W.tr,NCY

RECETOING
AGENCY

PERMANENT
POSITION

LEi:OTH OF TIV.E IN:

itOST AGE;.CY RECEIVIM AGE!' '

32 1

1

40

i .
41 I.

42.

.49

53 .

.

.

63

70 .

.

76 .

77 . .

78

79
. .

.--

9/04/74

10/04/73

9/04/73

9/04/7

9/04/73

99/04/73

-10/65/73

9/04/73

9/04/73

9/04/73

9/04/73

9/04/73

10/01/74

1/14/74'

1/02/74

1/02/74

3/18/74

11/23/73

t 7/08/74

None.

4,-1,742!!,.

4/01/74

'4/17/74

4/1/74

I

, 1

12/05/74 Res.

1/01/75 ' .

1/01/75

5/23/75

7/01/74

12/31/74

12/31/74

6/30/74 Res.

1/01/75

11./29/74

6/19/75

5/01/75

1

1 mo-s.

3 mos. 1 wks.

4 mos.

4 mos. , .

5 mos. 2 wks.

2 mos. 3 elks:

9 mos.

9 mos. 4 wks.

-7 mos: 2 wks:

7 mos.

7 mos. 2 wks.

7 mos. 3 wks.

.

2 mos..

11 mos. 2 Vikio

12 mos.

' 4 mos.. 3 wks.

3 mos. 2 wks.

13, mos. 1 wks.

5 mos. 3 wks.

0.-

8 pos. 2 wks.

4 8 MOS.

14 mos.

12 mos. 2 wks.

Totals (N=12) 68%9 mope ,*5 mos.
Rean.Totaig of Par . 5.7 mos. id mos.
Median . 6%2 MOs: 8.23 mos.
'Mode '4 mos. 10.2 mos.

0

.

:

.4

6

.

.

. .

.
.

6

b

1

.

.

0

.

..

0
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p0

..

0

r

0
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97.
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0

0
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