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Introduction

The report that follows was initiated and commissioned
by the Secretary of the Maryland Department of Employment and
Training, Dr. Brent Johnson, and the Job Service Committee,
chaired by Mr. Leslie Meil, of the Maryland Governor's
Employment and Training Council. It has been financed by
a grant from the Maryland Department of Employment and
Training (DET) to the Maryland Institute for Policy Analysis
and Research (MIPAR) at the University of Maryland Baltimore
County. 1Its purpose is to serve as a beginning point as well
as a blueprint for organization self-renewal.

On the face of it, one might wonder why the DET, in only

its s

‘m‘

2cond year of operation, should be concerned at its
youthful age with organizational aelf-renewal. In fact,
however, like many newly organized agencies, the Maryland DET
was only partially new, having been created through the
combining of several pre-existing, formerly separate organi-
zations. Among the most venerable parts of the new Depart-
ment was the approximately 315 person Maryland State Employ-
ment Service (Job Service), which is the focus of this
report.

Having originated in the 1930's, the State Employment
Service is designed to serve as a critical 1link between
Mér?land‘s employment seeking citizens and its emplover
community. While it is a very substantial organization in
itself, with a fiscal 1984 budget of $11,000,000, for much of

1

(5N



its recent history it has been an organization which has
stood in the shadows of other organizations. Until two yvears
ago, and the creation of the Maryland DET, the Emplovment
Service, as well as most of the state's employment and
training activities, was located within the Maryland Depart-
ment of Human Resources (DHR), where their activities

represented only a very s and often ignored, portion of

mall

the budget and the personnel of that large state agency.
Removal of the Employment Service from the DHR and its
integration into the new DET served only partially te move it
out kfram under the shadows of a dominating and inhibiting
organizational superstructure. Even within the organization-
al framework of the new DEF, the Employment Service has
remained as the often overlooked junior partner in a partial-
ly intertwined, partially independent, dual organizational
Structure with the state's unemployment insurance system.

tc have been some benefits to these

[y

While there appears
organizational arrangements, there liave been many unfortu-
nate, unintended consegquences. Among these have been e
seeming blurring of the mission and purposes of the Employ-
ment Service, an inability to obtain needed resources and to
use extant ones most effectively. Perhaps the most harmful
consequence of these circumstances, however, has been the
_faet that the Employment Service has been so overshadowed
organizationally that it has often been overlooked by the top

leadership of the agencies of which over the vears it has

~



e’ a4 p#stt.  The result is an organization that has suffered

haitr. int@srnally and externally in its public image due to a

=
rt
0

1=k of iLeadership interest in it and its activities.

The unfortunate consequences of that absence of interest
a®i the years of neglect will be readily evident to the
reader of this report. The portrait that is painted here is
ome of a state Job Se:vicé that is in need of increased
attention and improved management as well as significant
pfcgram revitalization. None of this will come as a surprise
to the staff of the Employment Sérvig%! Indeed, it is they
whc have provided the majority of the. information that is te
be found in this report and have identified, for the research
team, the most serious of the problems that must be ad-
dressed.

Having indicated that there is much to be done, it is
very important to keep in mind that a great deal has been
accomplished in the past two years. Significant steps have
been taken to introduce new automated data prccessing

capabilities inte the everyday operations of the Job Ser-
vice. While salaries continue to lag behind those of
comparable organizations, DET's top leadership worked hard to

bring about a substantial salary increase for all emplovees

[+

uring this past year. At the direction of the Secretary of

ET, a "Job Service Revitalization Plan" has been developed.

[w}

Early drafts of this report on the Job Service were made



available to DET staff for their reﬁiew in the development of
the Revitalization Plan.

New staff training programs and the ini tiation of a
computerized job and skill matching system are among other
notable and needed recent initiatives. Indeed, when fully
implemented, these efforts should put the Maryland Job

Service well ahead of most other states in these areas of
aﬂtivityﬂ Finally, this report on the organization and
activities of the Maryland Employment Service represents vet
another step by the Department's leadership to explore ways
to build a better Jecb Service. Throughout this process, the
Job Service Committee of the Governor's Employment and
Training Council has been a source of ideas and suggestions
as well as an encouraging advocate of the Department's
efforts.

The timing of this report, and these renewal efforts in
general, are particularly fortuitous. It was 51 years ago
that the Congress approved the Wagner-Peyser Act, thus
c;eat;ng the Federally funded, state administered public
Employment Service. The purpose of the public Employment
'Service, then, as now, was to assist the nations's unemployved
in finding employment, preferably in the private sector. Two
vears after it enacted Wagner-Peyser, the Congress approved
the Social Security Act of 1935. This landmark legislation
hoth set up the nation's unemployment insurance system

(UI) and mandated that all UT recipients must register




for and seek emplovment through the Employment Service. In
the period from 1935 +to 1%80, the Federally mandated func-
tions of the Employment Service continued to expand and now,
not only are several specialized programs administered by the
Employment Service, but many participants in other Federal

Programs must register with their local Employment Service

M

offices. Thus, the roles and the activities of the Employ-
ment Service have grown substantially over time.

As the functions of the U.S. Employment Service have
expanded, the organizational, administrative, and economic
environment in which it operates has alsc changed. The
decline of the traditional smoke-stack industries, the growth

of both new high technology and established service occupa-~

tions, and the emergence in this country over the past
several decades of a growing body of hard-core disadvantaged

citizens who have great difficulty in competing in the

R

privai:e¢ economy have all affected the Employment Servig% and
its operations. Moreover, during the past three years, the
organization of the U.S. Employment Service, as it is struc-
tured by Federal legislation and policy, has changed signifi-
cantly.

Not only has the Wagner-Peyser Act been amended by the
Congress, but in addition, the Job Training Partnership Act
(JTPA), which Congress enacted in 1981, includes a number of
provisions that affect the operation of the U.S. Employment

Service. Furthermore, in keeping with the general goal of



the Reagan Administrétian to 1lessen Federal involvement in -
state and local government's activities, Federal oversight of
and technical assistance to the state agencies administering
Employment Service programs has decreased significantly. One
prominent manifestation of this is seen in the fact that the'
number of Federal employees responsible for administering the
Employment Service at the Washington office of the Department
of Labor has declined from about 300 to 50.

Within the State of Maryland, the environment in which
the Employment Service functions has been no less in flux
than has been the case nationally. The impact of both
déciining traditional heavy industry and rapidly expanding
high technology has been felt aramatically within the State.
Unemployment figures havé risen and fallen with remarkable
speed, and yet they still remain significant. Adding to this
state of flux, the Maryland General Assembly, at its 1983
sessgion, gstablisheé the Maryland Jobs Training Partnership
Act and the Governor's Employment and Training Council and
created the Maryland Department of Employment and Training.

It was within this braaﬂer context that, during the
summer of 1984, the Maryland Department of Employment and
Training and the Governor's Employment and Training Council

(GETC) of the State of Maryland entered 3into a contract

at the University of Maryland Baltimore County to undertake a

study of the organization and operations of the Maryland



State Job Service. As it was initially designed, this

study involved carrying out the following tasks:

Task I.

Task II.

Task III.

athér er states arérdaln_” w,th tﬁ
Job_Service.

Task VI. Assessing service delivery and _policy
options for the Maryland Job Service.

What follows is the f£inal report of this study of the
State Job sService by the Maryland Institute for Policy
Analysis and Research. As the reader will observe, the
material presented in Part I includes an extended discussion
of our findings with regard to Task I. This section is
based upon observations made during the course of site

o to four days in duration conducted hy one or

<
™
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more project staff members at six Employment Service offices
located around the State of Maryland. Briefer visits have
been made to several other offices. Task II, describing and

assessing coordination between the Employment Service and

m

ther related agencies is dealt with in Part TII. It is

based both on observations and interviews carried out at Job



Service offices and nine of the State s ten JTPA Service

services aﬁrrently being provided by the Job Service. We also
deal with this in more depth in Part III of this report.

Task IV was expanded from a survey of a sample of 100 to
a sample of 500 employers. The results were based con
responses received and are reported in Part IV. The reader
will find in Part V a report on the data collected in the
course of a suivey of job seeking clients' attitudes and
observations regarding the funct ioning of the Employment
Service. Part VI of this report focuses on a particular area
of concern to both the leadership of DET and

eam - the adequacy of the Jobk Service Salary structure.

r

Task V, an assessment of the way in which the Employment
Service functions in other selected Places, iz dealt with in
Part VII. Task VI, the laying out of organization and policy
options for +the Maryland State Employment Service, is found
in Part VIII of this report.

The staff of the Maryland Institute for Policy Analysis
and Research has been greatly assisted by several individuals
in the conduct of the research that is being presented in
this report. Brent Jchnsan, DET's Secretary, and Leslie Meil
and the members of the GETC Job Service Committee have been

totally supportive and have provided many valuable insights.



James Callahan, the DET's Assistant Secretary for Employment
and Training has been the model of what an effective project
officer should be - encouraging, a source of excellent ideas
and totally wunobtrusive in the conduct of the research.
George Merrill, who throughout the duration of this projeck
served as the Executive Director of the Governor's Employment
and Training Council, demonstrated a real commitment helpiag
to muke this effort possible and through his skillful
leadership has made it feasible for the research team +o
avoid maré than a few pitfalls. Stuart Douglas, the Director
of the State Employment Service, has shown both leadership as
well as commitment to the organization he heads. Aware as he
was that a study of this sort would ine evitably focus more on
the problem areas than successes, he could have impeded it;
instead, he facilitated it with his support and encourage-
ment. On a number of occasions, Gary Moore, of the GETC
staff, has provided the research staff with delightfully good
humored assistance.

Most of all, the research team is indebted to the staff
of the Employment Service. They are a dedicated and hard-
working group of individuals. They are very aware of their
organizational strengths as well as of the roklems that have
been created as a consequence of more than a few Yéafs of

organizational neglect, benign and otherwise. If this report

]

serves as a vehicle to call official attention to the long

frustration and the plight of the organization within which



they struggle to work effectively

its purpose.
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Part I
Review and

Assessment of Job Service Activities

The primary purpose of the Maryland State Employment
Service (Job Service) 1is to provide employment placement
activities for both individual clients who have registered
with the Job Service and those employers who have listed job
vacancies with the Service. The Job Service is administered

by the Maryland Department of Employment and Training through

a system of 27 1local offices located in cities and towns

throughout the State. These local offices are organized into
five separate regional divisions. Each region is headed by a
regional administrator whose responsibilities include the
facilitation of communication between the Department's
central office staff, and the managers at each local office.
Job Service performance is measured at the local level
through an accounting of new applications for employment and
renewals, job openings received from employers and the
Placement of clients in jobs or training. Local Employment

cb

[

Service offices provide the following services to

obs, employment counseling,

[

applicants: referral to
testing, referral to various Support services including
training, eligibility review for Targeted Job Tax Credit

(TJTC), special services to veterans and other special

populations, inter- and intrastate clearance, job search
workshop sessions, and other activities. For employers

11
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utilizing the Job Service, local offices provide the follow-

ing services: receipt and posting of job openings (job

orders), provision of special testing when and where re-
quested by employers (such as for clerical skills or motor
coordination), conducting on-site Placement activities for
employers, encouragement of employment use and input via the
local Job Service Employer Committee, and coordinating

certain other related activities as requested by given

emplovers.

Physical Facilities and Environment

The Job Service in Maryland, as in other states,; is all
too frequently perceived as an agency of last resort by both
employers and job seekers. One significant reason for that
is to be found in the physical appearance of many of its
facilities. During the past two years increased attention
has been paid to the physical appearance of the offices.
Nevertheless, some offices, especially those in the larger
metropolitan areas, range in appearance from unattractive to
dismally depressing. Equally disturbing is the sheer size of
some of the Job Service offices. In major metropolitan
areas, these offices are guite large and made to appear even
more so because they are, as is the case throughout the
state, co-located with the Unemployment Insurance offices.
Th2 result is the image of 1large, impersonal waiting rooms,
long lines, even 1longer waits for service, and, whether
accurate or not, a cold and unresponsive bureaucracy.

12



No one is more aware of this, sensitive to it, or more
profoundly affected by it than the staff and the clients of
the Employment Service. The location and physical appearance
es are frequently mentioned concerns

offices. Local office

o

i
of the managers and staff of thes

location sites vary from isolated buildings locaed on the
fringe of a downtown area to modern facilities that in some
cases are co-located with other government offices or found

near or within a shopping center. Offices located in mor

modern buildings tend to have a more streamlined and newer
appearance. In those cases, the furniture mostly matches,
the cubicles or walls are mostly neat and uniform, the carpet
on the floor and the walls are reasonably clean, and the
lighted space provides a desired open lock. In contrast, the
clutter of some job services offices, particularly those in
large population areas, combined with the hodge-podge of
furniture and makeshift walls and cubicles, suggests an
atmosphere of gloom and lack of organization that is counter-—
productive to effective functioning - both for applicants and
employers, as well as for the employees of these offices
themselves. At least one office manager commented to an
interviewer that they did not wish to bring emplovers into
the office because of its obvious lack of professional
atmosphere.

Not all Job Service offices have adequate facilities to

provide 'separate rooms where job search workshops, Job



Service testing oof applicants, and office-site recruitment
can occur. Additiconally, there is a significant need for
more space in scome offices to maintain job information
microfiche readers or job informaticn boards. It is not
obvious in some offf the more cramped and jumbled offices that
these important fsscilities exist and are available and, in
fact, they may not be. The appearance of Job Service offices
is obviously an in=oortant consideration in the upgrading of
the image of the Joob Service. If it is to be perceived as an
agency equipped to handle professionally run labor market
exchange activitiess and not just as an afterthought, ad-hoc
extension of the ln-semployment Insurance Office (with which,

is co-located), then

I‘.m

in all but one inst.zahce, the Job Service

significant upgradizng and changing of facilities, particular-

ly in the more popul.lous areas of the state, will be required.

Each office nsaintains an organizational chart detailing
the primary duties cxf its staff. The size of the staff, and
as a consequence tthe complexity of the organization, wvaries
dramatically fromccommunity to community, with, 4in general,

larger offices Difing located in more densely populated
areas. Most office=s contain one or more persons in an
applicant services unit and one or more persons in an
employer services ummi®. Additionally, at least one staff
person is designateed as either the Local Veterans Emplovee
Representative (LVIR=) or Disabled Veterans QOQutreach Represen-

14
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tative (DVOPS) and is responsibile only for the veteran
population that registers with the Job Service. Organiza-
tional variation among the offices surveyed is attributable
to the management style of the office manager, the size and
workload of the offices, the designated categories of
workers, and the staff vacancies (which in some instances
were significant) within each office.

In almost all offices surveyed, most staff have a

ven though each person may

i

variety of duties to perform,

or one specific task. For

rh

have primary responsibility
example, an applicant interviewer may alsc have responsibili-
ty for doing clerical data entry of information, rectifying
of data printouts returned from central office, answering the
phone and taking job orders from employers, assisting with
eligibility determinations for Targeted Jobs Tax Credit
(TJTC), and providing counseling assistance. One office
surveyed was primarily organized according to tasks performed
rather than by area of responsibility. This same office,
however, was overburdened with ES trainees and has few higher
rated interviewers. Another office, in contrast, has clearly
delineated applicant service, employer service, and counsel-
ing units. The employees are responsible for spending the
majority of their time in primary tasks and only do other
tasks when and if there is time. Yet a third office visited
was large enough to need three persons at the Ssupervisory

level, each one with primary, but not exclusive, responsi-

15



bility for job order searches within specified DOT codes.
Clearly, there is much variation in the organization of local
Job Service offices. While this is quite necessary under the
circumstances, it does contribute ° the difficulty which
senior management has traditionally had in ensuring an
adequate and uniform quality of services.

One organizational problem upon which all offices agree
is that the very extensive record keeping tasks have produced
a need for increased levels of clerical and similar Support
staff. The data entry tasks are continuous and at times
overwhelming. In at least one office, an interviewer
functions in a secretarial capacity and in another there is
no secretary for even the office manager. 1In vet another
office, an office supervisor spends several hours a week
keeping current the justification of computer-generated
information with office records and correcting clerical
errors. In several instances it appeared that the combina-
tion of major data collection and record keeping requirements
and a lack of clerical staff significantly affected the
overall organizational and work pattern of the offices.

Each of the offices is headed by a manager who oversees
both Employment Service and UI activities. Several of the
larger offices alse have a supervisor for unemployment
insurance personnel and one for job service personnel.
Smaller offices may have "lead workers" who function in a

similar capacity to the supervisory personnel in the larger

1ie



offices. In the mid-size offices, the lead worker would be
in charge of a particular unit such as the employer services
unit or the applicant services unit. In some offices, the
lead worker would be responsible for the supervision of
several other persons, but the ey may ncot be designated as
responsible for a single wunit within the office. In addi-
tion, each of the offices may have personnel designated as

ES-Is through ES-IVs, ES trainees, counselors (ranked I or

II), Veterans representatives, and Employer Service Represen
tatives (ESRs). The staffing patterns vary considerably from
office to office. Some offices have no counselor, designated
or not. Some are lacking a désignated ESR. Thgse gaps in

staffing are seen by the staff themselves as detrimental to

the effective functioning of the Job Service and produce
frustration among current séaff since each office is held
accountable for providing these services.

Many of the staff in the 1local offices have been with
the Job Service for a long time. In each office surveyed,
the manager was a long-time employee of DET, although not all
had been exclusively with the Job Service. Many staff
members had come up the ladder through other agencies within
the Maryland State Government system, or other units with
DET. Thus, some were more aware of and dedicated to Job
Service activities than others. Managerial style appeared to

be an important component to the successful funct tioning of

the offices. Where the management style seemed more profes-

17



sional, the office appeared to fun on more efficiently.
The presence of a more casual management style appeared to
lead some employees to complain about the lack of direction
and firmness of purpose within the office.

Organizational performance and staffin ng is also affected
by the necessity to fulfill obligations that are not routine
Job Service functions. For example, at certain times of the
vear there is a need for additional staff te accommodate the
demands of agricultural employers and employees. This need
arises due to the Federal government regulations regarding
hiring practices related to this special pPopulation. At one
affected office several, albeit temporary, staff had been
hired in order to handle increased workload in this area,
causing resentment on the part of staff that felt routinely
Qverlaadeé; Another example of such staffing strain can be
seen in the push to implement the Emergency Veterans Jab

Training Act (EVJTA). 1In several offices, veterans' person-

nel were pulled out of local offices in order to facilitate
the central office operations directing the effort to comply

with the EVJTA. Such staffing changes, often required on
short notice, would, in some cases, have little impact. 1In
this situation it can have the impact of making demoralized
staff even more so. Additionally, 4in the past, staff has
often been pulled from office duties for training or other

administrative concerns, and there has been no machanism to

18
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provide a replacement person so that steady work could
continue.

our further observations related to the staffing o

o
Hh

Hh

offices need to be noted. Both managerial and employee staff
have voiced frustration and dismay over what thay view as the
lack of mobility within the career structure of the Job
Service. They see little room for advancement, and what
there is appears to them to take an inordinate amount of time

an evident lack of adequate

n

to achieve. sSecond, there i
opportunity for professional training to facilitate not only
career movement, but the adequate performance of routine
responsibilities. Third, people are sometimes performing
staff functions without the appropriate title or recompense.
Fourth, managers report frustration with their inabiiity to
do their own hiring and firing. They feel this process is

out of their hands and weakens their control over their

Job_Service

New Applications and Renewals

The Jjob applications process is handled by the EsS
interviewers. Veterans are handled by specially designated
staff persons, who are themselves veterans. There are no
special gqualifications to become an interviewer, and thus
anvone who can fulfill minimum employment eligibility
requirements can become an interviewer. Obviocusly, some
become better at the process than others. Wwhen applicants

19



come to the Job Service office, they can be seen by anvone
who is free. Currently, no offices are run by appointment.
Many persons were observed performing the interviewing
Process and very great variation in interest, capability, and
approach among them was noted by the research staff.

After registering with a central desk, an applicant will

wait for varving riods of time, sometimes a half hour or

L)
]

more, depending on the degree to which the taff -is occu-
pied. The applicant fills out a form detailing certain
catalcg information about his/her previous job experiences.
When called (and in some offices this is by number rather
than name, adding to the coldness), the applicant then meets
with an individual interviewer. At this point, the inter-
viewer assesses the employment aréé (DOT code) in which the
applicant should be placed in terms of their previous job
experience and/or expressed wishes. Ironically, those who
have recently received training in a new skill or job area
may not be assigned DOT codes for the new area because such
codes may not yet exist. One other significant problem is
that there is no way for the job service interviewer actually
to verify the accuracy of the nformation given to them by
the candidate for employment, in part because the interviewar

circumstances frequently

m\
]

cannot check references. These

tion for both client and potential

I"h
W

result in much

employer.

20
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Once the interview process is completed, the interviewer
may make several determinations. The applicant can be listed
for employment, can be referred to training programs through
the JTPA, or referred for some testing or vocational counsel-
ing to determine job readiness. Another additional service
that an interviewer might offer an applicant is participation
in a job search workshop. Applicants may not ' be compelled,
however, to use any of these services.

An interviewer may do a preliminary search for suitable
jobs for the applicant while they are at the desk or may just
take the information necessary to record a registration and
Place the individual into the active file for futuire job
considerations. Which activity takes Place often appears to
depend solely upanithe energy level of the interviewer and
the assertiveness and/or job-ready skills of the applicant.
The applicant can be encouraged to avail themselves of the
opportunity to use the microfiche readers to look for
possible appropriate jobs. Most applicants never do.

To be an effective interviewer requires the ability to
sort out accurately the abilities of the individual appli-
cant. Each case may be different. There is a definite lack
of coordinated training for individuals who become inter-
viewers, a lack they themselves are very aware of and cite
freely. Moreover, the current system does not encourage the
interviewer really to focus on the individual and his or her

employment needs.
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New applications and renewals is one of the three key
categories of reporting information that are used for
appraisal of the performance of the local Job Service

offices. Consequently, interviewers have a major responsi-

o

ility for record keeping. This produces many problems.

reat amounts of staff time 4is consumed by these tasks.

[n]

Inter=- and intraoffice animosity is created as rumors are

H

prassed that some offices have been unwilling to report new
applications and/or renewals unless it is shown to result

in a placement.

ployer Services

Employer services involve two basic activities: the
taking and £illing out of job orders telephoned inte the Job
Service offices and employer service representative out-
reach. Each activity is expected to lead to the learning
about and f£illing of vacant positions with qualified appli-
cants. 1In _this sense, the employer is certainly the key to
the placement activities of the Job Service offices. Without
adequate 1evelsu of employer use of the Job Service through
the listing of vacant positions, it is difficult teo imagine
that successful functioning c¢an occcur.

The basic process is relatively simple. An emplaover
wishing to utilize the Job Service merely places a call to
any office. An employer 1is not restricted to any one Job
Service office or any one locality. The employer gives the
vacancy announcement to either the person who has answered
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the telephone, which can be any interviewer at the Job
Service office, or may 1list the job with that person who is
designated as the employer service representative or the Jeb
Service office "account executive." The advantage of the
latter approach is that it is useful to have the person
taking the job order as familiar as possible with the
emplover in order to expedite the process. The order taker
completes a job order form, listing the DOT code most
appropriate for the job listing, the necessary qualifications
for the job and the salary for the position.

Depending upon the office, the lead worker then does one
of several things with the job order. It can be rosted on a
listing board so that a potential applicant can view a job
listing and then ask an interviewer about the position. In
some offices, publicizing the job order is delayed from 24 to
48 hours in order to give preference to veterans. As a
consequence, veterans possibly will have their names given to

employers before <the job is released +to most interviewers.

In several offices there was a widely held belief, with some

basis in fact, that some veterans' personnel held back on
releasing the most readily fillable jobs in order that they

might subsequently fill those jobs and obtain credit for the

H\

placement of a person in that job. Veterans' Personnel feel
that same way about regular office perssnnel. In contrast,

inappropriate and nctiréadlly—flllablé jobs will be released

guickly to other staff and clients. This situation has, at
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t—=imes, mused muoxch resentment among officese staff because —=Ff
—eal o:imagined g pressures which they feel © regarding the nee=d
=0 meet various g placement guls even thoughH-h office personpe=1
amppear t be worki-ing towards a similar o goal; there is a
dZefini+t lack of it interest.

Onxa jobh corder is released, the a@piicant files are=e
t-=hen seuched in &san attempt w find a gyoumm of apropriatel—y
g-ualifid applicasmnts for the employey tHto interview. A=
p--resent)ycarried out, this sa time-consw-iming and extreme—
l=—v tedzus task. It requins several evemnts to have accur—
attely tiken place: = both the applicant anrmd job order DO=T
cc=ndes i to haesmve been crrectly chose=n, both applicant—
irmformation and . job order information hmad to have baer—m
errectll entered B into the files, and, . £inally, that the=
irmtervieger has haomd time +to do an accuri—ate search. The=
imtroduction of ¢ the data-bsed job seate—ch capability nows”
being derloped anoxd tested at two local ofz"fices will defi—
niZtely smplify s and improwe this procese:s. In addition,
hoeowever , increased . clerical hickup will props-ably be necessary—
too insue that tthe informtion from beotrth employers and _
apoplicanm has begmn entered quickly. Moreqveser, the accuracy -
of T DOT (iing is esessential tothis process ==and requires that
the_e inteniewers ammd job orde takers be t:k::mrt:uéhly trained
in _ doingthis task. ..

Whena 1list @f potentiil employees has=s been completed,

it is th job ofFE an intemlewer to comrmtact either +he
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fompoyer ox applic—ants, to supply them with the pertinent
imirmation and te mmake arrangements for interviews. Should
ary of the potept—ial applicants be hired, it becomes the
repnsibility of thme employer to notify the Job Service
Ofilce tha®t a hir—e has occurred for Placement record pur-
Pows. The process - can and éégés break down when neither the

éjiyer nor the app.eslicant notify the Job Service office that
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a llre has been made - and
amndthe <lfent from . the files. The employer contact person
thiihas to contact —listing emplovyers on a regular basi=zs to
detunine whether a hire has taken place, another clerical
tasithat demands timr=ne from professional emplovees.

The second funct#:ion of employer service Personnel is the
eMiyer owtreach =activities. Only designated ESR persons
aIwillowed to perfor—m job development activities, although
magy interviewers a=lso informally perform this function,
esSprially for preofessional, veteran, or domestic job
applicants. This pasmrticular part of the job requires that
ally selling Job

la]

ESR persons go out— to employers, lite
Séerite actiwities to o new employers in the area and reminding
oldmployers that . Job Service activities are available,
frey to them. Th.-is activity is felt to be essential in
malimining Job Servie ce viability within the community. The
EfTwphasizes that #the Job Service is capable of offering
=mipljers a referral =system, the testing of applicants when

reQusted, and a pcool of qualified applicants without the
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employer having to ¢ the necess=sary time-consuming tasks of
screening applicatig, Almost unanimously, ESRs report that

here is a need to ¢bhoth more and better promotion of the

rt

2rvices of the Jo} Service t— the State's employers. They

[/}

[

lso view the job dwlopment ==ctivities of other agencies,
such as the SDA's, is competirmrg with them in the same basic
market. Another frguently expressed concern is that
employer use of the Job Service=e is most often relegated to
the listing of miniup wage, e=ntry-level positions. It is
widely felt by Jo Service =taff that this use of their

service activities ki created an image of the Employment

n

Service that is detaziental to i ts successful functioning and
does not reflect an mwurate pic—ture of its activities.

A third serviceuxtivity in which employers are involved
is the Job Service mloyers Cor—mmittee (JSEC). This commit-
tee is composed of il intereste=d employers in an area who
are interested in J¢ Service &=ctivities and are helping to
bromote it to other fiployers. The ESR is the Job Service
liaison to this w~mittee. =En some areas, the committee
meets regularly to &lwuss Job SService operations, to offer
assistance and suggations to t—=he Job Service office and to
provide a forum for dliscussion of labor market information
that is useful to themplover. In some offices the JSEC is
not very active. In gher local _ities, the JSEC is highly
involved in the opextions of th=e local office. This can be

el

e

pful or detrimentaldepending upon the strength of the
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office manager in maintaining c—ontrol of Job Service opera-
tions. Withoutdoubt, however, t—his group can be, and is, of
valuable assistince to the imacye and functioning of the Job

Service,

A 1983 reprt by the Uniteed Stiates General Accounting
foice (GAO) . "moblems Affecting the Aceﬁzaey and Timeliness
of Employment Service Reportin< Systems," loocked at a
representative sample of the 50 States, excluding Maryland,
and found great problems in Eenployent Service reporting
systems. Among these were: del=y of information transmis-
sion; lack of caputer capability z need to maintain bulky and
duplicative paper records; de_lavs in error correction;
inaccurate or discrepant figur—es reported for various
activities; and a geéneral neec® to reformulate reported
information to mike it effective For other uses. Two years
ago these problens were of sewere proportion in Maryland.
Today, despite the fact that there are still problems
associated with the gathering, reperting and analyzing of

data, Maryland his made very imposrtant gains in eliminating

report.

The Maryland Job Service, like other comparable organi-
zations, has masive data colle==ction, data entry and data
analysis tasks which it must regu_larly perform if it is to
serve effectively both those se=eking employment and the
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State'=s employers. As a consequence, the data entry process
is e that requires much attention, especlilly to maintain
accurate and current listings of both applicats and availa-
ble jobs. The Job Service has made very sighificant progress
over thhe past year in its attempts to automateind streamline
itsvarious data reporting systems. There arenany pieces of
information, some complex, others less s0, iich are col-
lected éVEL’YV day by Job Service staff. Curren practice now
calls for the majority of this information to be entered
daily into a computer data bank maintaind at a central
locatiorn in Ealﬁim@ré. This daily entry includs information
drawn £Exrom EhéSll form (employee information data), the 516
form (job bank and other services) and the 4 form (job
orders) . In addition to being I‘IEEE;SS:EI‘Y for dally Job Service
operitions, all of this information is currently required by
the I.S. Federal Government for the éampilat;icn of the ENDS
(Employment National Data System) report.

local offices Process, record and forward ihWformation on
a myrilad number of activities and services to tlients, based
upon several categories of individuals. This hformation is
kept current so that it may be used quickly. ‘e information
collected is also used to set Placement and wtivity goals
for each local office. Presently, daily data status reports
and error lists are sent to local Job Service offices so that
any errors in job listings may be corrected. Mditionally,

once 2 week the central offices sends to each luwal office a

31



sunmary report thasat reviews each office's activity. F

it the end of eacEx: month, the total activity of each office
is summarized b==r local office and by station and desk.
fonthly and cumulative year-to-date information is reported
each month to cermtral DET staff and quarterly to the Federal
government. The= basic data provided in these reports
includes number of individuals placed, placement transac-
tlons, individua¥ s counseled, UI claimants placed, job
cpenings received,.. as well as other information.

During the pPast year, senior DET and Job Service
sfficials have mowed quickly to respond to local office needs
to streamline thme data reporting system. Day-to=-day data
etry problems of= limited staff resources and machine down
tine continue to exist 4s they no doubt always will. Never-

axist
theless, the Maryl _and Job Service has been moving effectively
t0 improve its - employees' abili LY to complete these tasks
wre efficiently i—m several ways. One way has been to
inrease the numbes=r of computer terminals within each local
office, a process ~+that is still ongoing. Another has been
b increase the e—fficiency of the tie-lines to the central
dita repository. The Department is hopeful of beginning
iplementation of ==an ODDS (on-line data entry display systém)
inthe Fall of 19535. This will allow easier movement for
oerators within t—he system, increase the ease and accuracy

of data input and apdate, include WIN activity reporting (now
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separate from the ESARs), provide greater job match capacity,
as well as enhancing other data capabilities.

Two additional forthceming changes to Maryland's data
reporting system are of particular note. The first involves
changes in the data base fields which will enable an easier
and more accurate tie in to the National Job Bank, housed in
Albany, New York. Currently, it is a cumbersome process to
tie into this system and often the job opportunity informa-=
tion obtained is out of date by the time it becomes availa-
ble. The new system will allow easier information entry and
retrieval. Second, is the development of the Job Match
pProgram. Pilot tested in two local offices during 1984,
this system will expand to all offices as soon as the
-availabiiity of equipment makes it practicable to do so.
‘Ercviding that the data entry has been done accurately, this
unique program will allow Job Service Personnel to provide
an empleoyer with a list of appropriately qualified persons
on the day following the listing of the job. Matching can be
done based on applicant skills, education level and other job
requirements as specified by the emplover. This system is
intended to and should eliminate the need for the many
tedious paper searches for candidates that is now a regular

and time-consuming part of Job Service gperations.

Other Job Service Activities

ng. Counseling activities in the Job Service

=t
[

Counse

offices are carried out by either designated counselors, or
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other staff who have been asked to fill that job role.
Counseling acti ities may include testing as requested by
employers, GATB or SATB testing for applicants concerned
about job choice or direction, job search workshops, or
referral to other agencies if it has been determined that a
specific need exists. Counselors, therefore, should be
trained in counseling techniques and knowledgeable about
testing techniques and interpretation. Not all offices have
such persons. In at least one office, there was no desig-
nated counselor on the staff. In several others, the
individuals functioning as counselors were untrained in
relevant skills. This task is too important to be omitted
from 1local office practice in rart because interviewers
rarely have time to adequately counsel applicants.

Testing. Testing cdnducted by Job Service offices is of
two types: vocational testing of relevant job skills, such
as typing or shorthand, or motor skills and ccgr&inaticﬁ

which might be requested by an employer; and, vocational

aptitude testing with the GATB and/or SATB. Testing occurs

Py

in individual or group sessions. Results become a part of
the applicant £file and can be reported to the potential em-
pPloyer. Such testing can save the employer valuable time and
resources and provides a level of assistance that is consis-
tent with that which a private agency _might offer. vVoca=-
tional aptitude testing also can be included in the applicant

profile and is most often used in conjunction with job search
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workshops to assist applicants with job decisions. These
results may or may not be discussed with the applicants,
depending upon the skill of the test administrator and time
constraints.

Job_Search Workshops. Job search workshops are designed

to assist applicants with developing those characteristics
necessary for successful job hunting. These activities may
take the form of three-day workshops or may be spread out
over a longer period of time, depending upon staff and
applicant desires and interest. Job search workshops include
information on such activities as resume writing, interview-
ing and dress, and personal contact skills that have been
determined to be necessary in successfully finding employ-
ment. -Attendance at these workshops is voluntary and may
take place at the Job Service office site or at some other
location, such as a local community college or high school.
In some cases, these activities are very impsrtant steps in
the process of helping applicants become job ready.

Referral to Training. Referral to training takes place

when it is determined both that an applicant desires it
and/or the applicant might qualify for a specific training
program offered through a local community college, business,
or training school. By far, the largest number of training
referrals for both veterans and non-veterans is to Job
Training and Partnership ACT (JTPA) agencies. Some JTPA

training activities are specifically designed for special
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populations meeting employment and financial eriteria.
or

lo
Veterans' programs provide fo referrals for training with
agencies other than JTPA. Once an applicant has been
referred for training, the Job Service office may or may not
be advised of a placement into training by the referral
agencies. Unless the applicant voluntarily returns to the
Job Service office after training, the Job Service may not he
involved in the placement of this individual into employ-
ment. The training agency may place its trainees through its
tension between such agencies and some Job Service staff.

Targeted Jobs Tax Credit. This program is designed to

allow employers to obtain a tax credit for their business
when they hire certain eligible employees. It is most often
used by fast food and other similar service industries and
facilitates the hiring of youth, or others who gqualify under
its need guidelines. Jcbt Service personnel are responsible
for the certification of TJTC eligible persons, a task which
must be done before the individual has been hired.

Stamps __Program. Job Service personnel =zlso

Food

function to certify the eligibility of food stamp recipients

search efforts

\M\

who are required to be involved in active job |
for this service. This activity is usually performed by a
half-time person located in the Job Service office. Place-

ments of food stamp persons are reflected in the placement

activity of a specifically coded office rather than the loeal



office where it is carried out. Thus, these activities,
which take time from interviewers who are still responsible
for helping meet office placement goals, are often regarded

as counter-productive to effective interviewer functioning.

Other Services. Other service activities include

monitoring of migrant and seasonal farm workers employment
and practices, alien labor certification, interstate listiag
and clearance, relocation assistance, on-site recruitment
days, certification of certain social service clients, WIN
assistance, a mammoth complaint system, and Placement in

summer youth programs. The migrant and seasgonal farm

workers' program is primarily active during peak growing
seasons in certain localities, at which time it is responsi-
ble for a majority of office activity. This program has
received much adverse publicity in the media to the apparent

detriment of concerned Job Service staff performing what is

essgntiélly a monitoring task required by federal regula
Youth coordinators assist high school and college age
youth during the summer as well as during the school year.

In the larger offices, this activity occupies one individual

full time, while in other offices, it is a part-time activity

in addition to other interviewer activities.
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of Job Service Activity

Managerial staff, as well as other professional staff,
at the several offices surveved all express similar frustra-
tions: difficulty in filling support positions at various
levels; the need for clerical and other support staff o
decrease the number of non-professional, and especially
record keeping, tasks that professional staff were asked to
perform; the lack of adequate ESR support in order to provide
more ccmplete _services to Fhey employer community; the

increased data reporting procedures; computer "down time" so

that accurate record Kkeeping is often stymied; lack of
adequate and up-to-date equipment to assist applicants in
completing their own job search through JIS; sometimes very
poor physical facilities; the managers lack of ability to
hire and fire local staff; the inability to carry out high
visibility public relations and advertising for Job Service
activities; the paucity of qualified and job-ready applicants
for employment; the inability to require job search workshops
for some job seekers who clearly need them; and, sometimes,
personal frustrations with their seeming inability to have
any significant input into the agency's decision-making
process. All managers cited the constant shifting of
personnel and the ever-changing nature of 'pressing priori-
ties" to which they need to respond imme ediately as other

ongoing problems.
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Despite these frustrations, the managers were supportive
=of their staff, and, generally, felt that the Job Service had
=an important service to offer to ployers and to qualified
=xpplicants if only they could be enticed to use it. They, as
wwell as their staff, voiced the opinion that the Job Service
=>ffered the public a large number of valuable services,
—entralized recruiting procedures, generally knowledgeable

Fob development personnel, testing of applicants when
—equested, a JSEC committee for emplovyer networking, and the
Eossibility for enhanced job matching capability through the
—omputerized match system currently being developed.

There appears to be a need, in the view of many of the
employees, for a way in which to assess better the capability
<=f applicants as job ready, to have a better ability to send
=nly qualified applicants to interviews for positions, and to
I»>e able to check adequately the references and job history of
applicants. In this way, they feel they can better serve the
egnployer community. Additionally, it was felt by some that
m=«ore of the esponsibility for obtaining employment should
r-=st with the applicant. It was thought that this might be
a<=complished through the establishment of an appointment

s=rstem for applicants after an initiail registration. It was
also felt that applicants should ba required to attend job
se=arch workshops if it is determined that they are not
job-ready individuals. The enhanced counseling of clients is

vZ ewed as a must. The expanded use and development of the



individualized jcb information system would also be very

oncern about the lack
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helpful. There was also i ficant
of professional status of Job Service workers. This lack of
professionalism is fostered by what some view as a low salary
and a stunted career ladder.

It was apparent that the Job Service has a considerable
need to improve and publicize its activities and image. All
interviewees cited a lack of general awareness by the public
and by employers about the activities that the Job Service
does provide. Many felt that this poor .image resulted from
the co-location and close identification of the Job Service
and Unemployment Insurance offices. Others felt co-location
resulted in at least some applicants being referred to the
Job Service by Unemployment Insurance personnel, and,
additionally, that some employers favored continued co-
location for various reasons. Other often~-expressed needs
were for the centralization of certain services and for the
return of some services to agencies better equipped to handle
them; alien labor certification, social services and food
sStamp certification activities, and migrant and seasonal farm
workers programs and monitoring were the most frequently
cited activities. Doing so would, it was felt, facilitate
additional interview time to perform more adequately crucial

servigces.
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Part II

Review and Assessment

of Coordination Activities

Coordination is a much sought after goal in the provis=-
ion of public service in the United States. That this should

be so is not very surprising. One of the most brilliant and

V)]

durable social inventions of the American founding fathers

was the notion of fragmenting government as a means of
helping to preserve 1local control and individual liberty.
Inevitably, however, a ﬁ;vefnmenﬁ that is fragmented, whether
by level, branch, or function, is going to require coordina-
tion. This will especially be the case when financial
resources are in short supply and the demand for a service
comes from many individuals at many times and in many places
Consequently, it is not surprising that questions are
frequently raised about the extent to which employment and
training activities, as well as social services in general,
are effectively coordinated. In a fragmented system reform
advocates will always see greater coordination as a means to
greater efficiency and economy. 1In general, such a belief is
probably an accurate one. Whether that is always the case,
however, is by no meéﬁs clear. Not only de efforts to
coordinate the wark of two or more agencies or governmental
units reguire the expenditure of limited resources, but they
also serve to lessen the likelihood that alternative service
7§glivery ;Qp;:tunit;es wi;l be available for those who may,

38

41



for a variety of legitimate reasons, require them. Thus, the

absence of totally satisfactory coordination of public

services may, in at least some instances, not necessarily be
a bad thing.

In part for this reason, and in part because this is an
area in which relationships have begun to change rapidly, it
is especially difficult to draw the kind of clear-cut
conclusions about the status of coordination that one would
like. This is made even more difficult because the research
staff is aware that over the past two years the ilmprovement
of cc@rdinatién between the Job Service and the other .
deliverers of employment and training services within the
State has been a major priority for the leadership of the new

Department of Employment and Training. Evidence of this is

administration were placed under the same Assistant Secretary
when the new Department was created.

The wisdom of the decision by DET's senior administra-
tors to devote attention to the improvement of coordinaticn
between the Job Service and the JTPA program is readily
evident. Despite considerable improv..ient over the past
year, in some parts of the State of Ma ' land, the level of
effective coordination between the Job Service and related
agencigs, such as the Service Delivery Areas, still ranges
from very limited to wvirtually non-existent. There are

certainily some significant exceptions to this general
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situation that have emerged during the past two years and
these will be noted in the following discussion. That the
general problem remains, however, should not be altogether
surprising. Whether accurate or not, the Job sService is
often perceived by those organizations with whom coordination

efforts should be undertaken as an insulated and not very

responsive organization.

Compounding this problem is the fact that, for a variety
of reasons, many Job Service employees appear still to hold
to a highly negative view that emerged during the CETA years
- about working with JTPA Service Delivery Areas. For example,
it is their perception that JTPA, urlike Job Service, has few
problems with understaffing. Given that the cutbacks in
staff that have occurred at the local level during the past
four years are even greater than those that have taken pPlace
in the Job Service, it is unlikely that this is an accurate
perception.

Job Service staff also believe that JTPA workers receive
higher pay for performing functions similar in nature to
those that they perform. This view has caused obvious
resentment toward JTPA programs on the part of some Job
Service employees, especially in those offices where JTPA
intake personnel are placed. Some Job Service workers feel
that, in order to maintain high success rates, JTPA programs
are unwilling to work with welfare recipients or long-term

unemployed persons. This, it is alleged, makes the JTPA
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placement job easier because they work with the easier-to-
Place, better qualified applicants. This, in turn, it is

suggested, further fosters the image of the Job Service as

working with only the less educated, less gqualified job
seekers.

Additionally, both Job Service and JTPA personnel view
some JTPA activities as duplicating the services already
offered by the Employment Service. This overlap in services
is perceived in some instances as directly advesarial and in
other instances as complimentary. Many Job Service staff say
they would like to see JTPA responsible only for training
activities and have the 'Jcb Service be responsible for all
job development and placement activities.

In the course of this research other grievances, real or
alleged, were expressed by Job Service staff. Among them
were the following: clauses written into Industrial Revenue
Bonds (IRBs) used by some SDAs seem to exclude Job Service
Placement activity and insure that JTPA rganizations have

JTPA agencies were given

L

2asy active placement activities:

to on-the-job training programs; veterans were

placed more quickly into training program slots; and, that in

some localities, JTPA training activity was too highly
specialized and not effective.

The coordination of PIC/JTPA organizations with the Job

Service is mandated by the JTPA legislation. In light of the

kinds of comments made by Job Service employees, it was
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obviously necessary to attempt to assess the perceptions of
SDA/JTPA personnel with regard to both coordination znd the
functioning of the Job Service in Maryland. Nine of the ten
PIC/SDA groups were visited by the research staff. The
degree of cooperation found to exist ranged from, in one
instance, quite good to, in several instances, guarded but
slowly improving teo, in a few cases, very limited.

Frederick County seems to represent the State's preem
nent success story in this regard. The Frederick JTPA
organization JTA (Job Training Agency) appears to have a
very good working relationship with the Frederick Job Service
Office. This is in spite of ﬁhe fact that under the old CETA
program, relations between the two agencies were poor.
Currently, things have improved to the point that the Job
Service manager serves on the local PIC.

In general, there is a clear division of labor with the
JTA viewed as the county's training arm and Job Service as
the placement component in providing services to applicants.
Several examples of coordination were observed. Dislocated
workers are certified eligible by the JTA and with the Job
Service verifying the determination. OJT contracts are
listed with the Job Service, but the contracting and market-
ing of 'OJT is administered through JTA. The same person does
marketing of clients for both organizations. Aall job search
workshops for the Job Service are conducted by JTa. All

applicants who complete vocational training enter jab'searéh



workshops and register with the Job Service, whose staff

perform the needed job development functions. This coordina-

1]

tion seems to be continuing to increase in that the JTA 1

in

currently seeking to find ways in which the efforts of all
county agencies could be more effectively coordinat=4d B
individuals seeking work or retraining.

It has been suggested that the JTPA organizations have
taken over many of the labor exchange functions that are
already in place in the Job Service. Visits to other SDA
facilities have led to the conclusion that, to some extent,
this perception is well founded. For example, in one SDA
several Job Service personnel were co-located at SDA cen-
ters. These Job Service staff were perceived as unwilling to
participate in certain phases of the office's operation in a
way that was counter-productive to its successful funetion-~
ing. In fact, this difficulty appears to have been the
result of overly strict attention by staff to Job Service job
description guidelines. Although the latter Problem appears
to be rectified, some SDA staff still express the belief that
the Employment Service has not brought any substantial skills
to the collaborative efforts of the two organizations.
Rather, the Job Service staff is perceived as enveloped in a
proliferation of forms and procedures and unable to provide
employers with the customized package of services that the
SDA is able to offer. Not surprisingly, SDA staff readily

admit to the duplication of certain activities because af, as
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they put it, a belief that the Job Service is not fulfilling
the needs of the local employer community.

In another instance, SDA cooperation was characterized
as ranging from ‘'very good to abysmal, depending upon the
personalities and the workload." On the positive side, there
is cooperation in the verification process for dislocated
workers and access to UI data and job bank information. On
the negative side, PIC staff report that they believe that
WIN population never gets from Job Service to JTPA because of
inadeguate referral mechanisms, and that greater cooperation
was needed in the area of OJT contracts and job orders. 1In
addition, ic was felt thatAssme clear duplication of services
was necessary because the Job Service was not equipped to
deal with individuals who had completed high technology
training and were seeking placement.

One SDA location, in which two Job Service offices are
located, reported on a positive relationship with one office

and a negative one with the staff at the other. The SD:

tHh

staffs' perception was that the job placenent processes o
the Job Service could be much more streamlined. More

effective directed placement of job-ready individuals in the

n

right job would occur if the Job Service had the ability, a
the SDA does, to check references and assure the employer of
good potential workers. Another problem appégréd to be
that some Job Service staff had no interest in working to

place individuals placed in training by the SDA. The reason
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for this was that very few of these individuals resulted in
Placement credit for Job Service staffers since the possi-
bility of partial placement credit does not exist. (This
lack of partial placement credit was mentioned as a problem
by other SDAs.) The Job Service was also viewed as lacking
the expertise and funding necessary for the successful
marketing of services to the emplover community.

The Director of one SDA expressed the feeling that
dealing with Job Service was sometimes difficult and that he
was unable to deal directly with the Job Service personnel
for which the SDA was paying and who were responsible to it
for their performance. He indicated that the Job Service
needed more aggressive recruitment practices for staff
hiring, and, additionally, felt that staff rotation through
various tasks in the Jcb Service could be a very important
means to upgrade the skills and commitment of Job Sérviee
staff that had become very "settled and blase.
bility of the Job Service to offer well-marketed OJT con-
tracts also hurt their efforts to appeal to the employer
community.

One large SDA facility that was visited viewed its

cooperative efforts with the local Job Service office as
generally good, . but felt that there were several Problems
that resulted from too highly centralized State control of
some Jlocal office programs. Cooperation between the local

office and the SDA occurred in several ways: cooperative
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intake is performed by both groups, with SDA staff at the Jab
Service office one day per week; JTPA has funded TJTC staff
persons at the Job Service operation during peak work times;
Job Search workshops are conducted jointly at the sSDA
facility; dislocated worker certifications are handled by Job
Service staff; special projects are often jointly developed

and funded; and, sometimes joint marketing takes place for
programs or training. Despite this, however, there are
several problems. First, the 1local Job Service is very

inaccessible to a majority of the area's population due to

i
P\-
n

public transportation problems. Moreover, this offic
overcrowded, often seems unruly and is ugly; all making it
especially unappealing for prospective employers.
The SDA felt that marketing decisions were made too
often at the State level, with littie regard for local

involvement and concerns, and that the State did not delegate
the authority to its local offices which was needed in order
for flexibility to be built inte the system. It was feit
that the Job Service should have more autonomous and smaller
outreach offices that were closer to the population needs.
It was also felt that Job Service salaries were inadequate to
attract younger, well qualified ESRs who both suffered from
.low pay and had to compete with better paid job developers

from other grganizaticns. Because of this, the Job Service

was not in a po on to offer the consistent marketing of
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services to business that is essential to successful func-

In summary, there was a consistency to Perceptions at
the SDA levels that relationships with the Job Service could
be significantly improved. Likewise, there was a widespread
belief that they were already much improved f:om‘pranTA
days. It was apparent that there were some SDAs that desired
increased cooperation and coordination. Most SDAzg, however,
felt justified in providing services that the Job Service
dlso provides. This was due, in part, to the nature of the

erformance-based agreements that form the basis of their OJ7T

"’U

and vendor contracts, and, in part, because of a belief,
sometimes seemingly well founded, that some local emplovers
would rather deal with their organization than the Job
Service. In general, SDA employees did not agree with Job
Service employees that they were better paid, although in
some localities that was certainly true. The SDAs also
believed that one large barrier to effective coordination was
the Job Service's definition of placements and the way in
which credit is granted for placement a activity. Until that
definition can be modified, there is a strong belief it will
continue to create a barrier to the establishment of positive
working relationships between the two organizations.

There can be no doubt that there is some duplication and
overlap in the services provided by the Job Service and the

JTPA programs. uch a situation may not necessarily be a
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negative one, however, for any of several reasons. It is
likely in some cases that there is a large enough demand for
certain services as to justify the need for both organiza-
tions to provide similar efforts. Second, it is likely that
competition strengthens both organizations. Third, it may be
that one or the other group is not doing ~n adequate job and
thus, alternative options are useful. Fourth, in some cases
each group serves a different clientele.

In some instances, however, there does appear to be
unwarranted duplication of services. In the course of this
research we have seen cases of service duplication that fall

nto each of the categories noted above. It is not altogeth-

-

er clear from our investigation as to which type is the most
frequent occurrence. What is evident, however, is that the
clearly negative perceptions of each other held by some Job
Service staff and SDA personnel certainly decreases the
likelihood that positive interaction will take place. The
initiation of steps to improve communications and understand-

ing between the Job Service and related organizations such as

the SDAs should continue to be a matter of high priority for

all those involved in these matters. Certainly, significant
progress has been made, especially during the past yvear, but
there still remains much room for a good deal more improve-

ment. -
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Part III ~

Influence of Federal Legal Framework

rations

on Job Service

Many factors shape the manner in which the Job Service
carries out its various functions. Among these are public
attitudes, state laws and regulations, organizational struct-
ure, economic canditians in the sState and Maryland's person-
nel policies. One of the factors influencing the Job Service
about which considerable concern has been exprassed is the
impact of Federal statutory provisions and other directives
which help to define those activities which the Job Service
must perform and those over which it Hhas discretionary
powers.

Three basic missions have been ascribed to Job Service
at various times. These include: 1) to provide labor
exchange services; 2) to provide special employment services

to UI recipients; and 3) to provide special employment

ot

ervices to the disadvantaged and long-term unemplaoved.

oy
[
'y

While the Wagner-Peyser Act does not delineate a specific
purpose for the Job Service, Section 7(a) of the Act sets out
activities which are te be carried out by the Federal grant

are important to note:

)]
m

to the States. Two among thes

1l)...job search and placement services to
job seeKkers including counseling,
testing, occupational and labor market
information, assessment, and referral to
employers; [and] :
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2)...appropriate recruitment services and
special technical services for employers.

This language would not seem to target any special group
among the gehéral job-seeking population. While it might
appsar that UI recipients have been singled out, the law
would appear to require that all services are to be provided
to the general public as well as to the disadvantaged. The
legal requirement for coordination between Job Service and
JTPA organizations would seem to place an important emphasis
upon special services to the disadvantaged population, but it
is not to be interpreted as a mutually exclusive service from
other Job Service labor exchange activities. Rather, the law
does provide for special emphasis upon services to UI
recipients and the disadvantaged within the context of the
overall function as a labor exchange mechanism for the
general population. Thus, it would appear that the agency
mission should be to provide the variety of labor exchange
activities to the general population of 3job seekers and
employers, with special emphasis on the employment needs of
the State's unemployed and disadvantaged workers.

A recently completed draft report prepared by the
National Alliance of Businesses (NAB) (1985) for the Employ-
ment and Training Administration of the U.S. Department of
Labor (DOL), suggests that Federal directives fall into five
basiec categories:

1) Labor exchange activities;
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2) Regulations governing the application of the "work
test';

3) Provision of services to specifically targeted
groups of individuals;

4) Labor law enforcement; and,

5) Provision of 1labor market information and special
labor certification.

It is apparent from a review of this document that,
while there do not appear to be an overwhelmingly large

umber of limitations imposed by Federal regulations, those

s

that do exist are significant in their imposition of tasks on

vices

Job Service staff. 1In some cases they may duplicate se
tF

hat are or could be provided by other Federal or state

J41]

agencies, and, in many cases, they do not provide funding
sources for the increased work activities. On the other
hand, it must also be kept in mind that the same Federal
government that imposes these tasks does bear the entire
cost of funding the Maryland Job Service. What follows is a
brief review of those activities mandated by law and regula-
tion, indicating those that require substantial staff time

and energv.

Labor Exchange Function

The Maryland Job Service, as the State's agent, must,
under Wagner-Peyser regulations, assist job seekers and
employers in £illing jobs through some form of matching
process, participate in interstate job matching, and provide

application of the work test as required by Unemployment



Insurance laws and/or other state or federnl laws regquiring
the application of work tests. Any other sevices related to
these basic mandated functions are consideed discretionary
unless deemed as required by the appropriae state officer.
The Full Employment and Balanced Growth Actof 1978 and the
Disaster Relief Act of 1974 further extend the provision of
basic 1labor exchange services. The Disister Relief Act
guarantees full employment services to thos unemploved due
to a major disaster. While it does not etend the list of
services already provided through Wagner-feyser, the NAB
study suggests that expanded public awarness can have a
significant effect on the workload of a local office without

provision of aéditiana; funding for staffiny to cover such

emergency situations.

Work Test Application

State employment offices are required t take applica-
tion for work from any individual filing aclaim for Unem-
ployment Insurance benefits under Title IIXl of the Social
Security Act, and subsequent legislation which might govern

extended benefits regulations, as well as the provision of

assistance to former Federal employees, e-servicemen and
women, disaster relief recipients, and those applying for
Federal supplemental béémpensatiani In adition, other
Federal legislation requires that services e provided for
WIN program registrants, Food Stamp proguam registrants,
individuals applying for benefits under the Ilrade Readijust-
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mecat At o©f 1974 and the Railroad Retirement Insurance Act.
In these instances, the Job Service is required to "expose"
cl=imts to "suitable" work.

Incarrying out its labor exchange activities, the Job
Ser—vice also exercises police powers in assessing whether a
par—ticlar claimant is considered able and available for work
an@& , conseguently, must be actively seeking employment in
or&@er to receive UI payments. The law does provide, however,
the t ccm;penséticn may not be denied to any eligible individu-
al if they refuse to work under the condition of a labor

oin a union,

)

dis pute, refraining from or being required to
or, most: significantly, when the applicant is being asked to
tak-= or apply for a "substandard" job. It also provides that
the indlvidual, under certain circumstances, must be notified
of —+he job in writing before the process for d;anial of
bene=fits can begin.

The application of work tests relies heavily upon State
intearpretation worked out through the mutual agreement of the
varZ ous agencies involved, rather than spaecifically mandated
Fedezral rules and regulations, and, as such, implementation
is sonmehat ambiguous. Obviously, applying work tests under
thesse conditions can become confusing and time consuming.
Ther—e can be no doubt that the administering of the work
test—s smetimes requires duplicative activity. Often this is
exacerbited because of a widely held perception that the

primary function of the work test is not to locate a match
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between a job seeker and an employer, but merely to police
applicants for monies under social service Programs.

In addition to the frustrations created by the lack of
specific regulations, frequent complaints are heard about the
cost involved in administering work tests. The funding of

such activities is varied; in some instances direct funding

p-

is available through DOL, DHR, or DHHS. The NAB report notes
that the Department of Agriculture, Food and Nutrition
Service regulations include repeated references to assign-
ments of duties to Job Service personnel as regards applica-
tion of the work test for food stamps but that no funding is
available. ©On the other hand, it is important to keep in
mind that the Maryland Job Service is entirely federally
funded and thus, it is not accurate to suggest that the
Federal government is imposing program activity and not

providing any funding.

Gro

Target

L

Federal law requires that certain specified populations
be targeted for special attention by the Job Service. Chief
among these groups are veterans and persons determined to be
eligible for special assistance by virtue of their relation=
ship to a veteran. Certain Federal funds are ear-marked to
state employment services to hire staff pPersonnel whose sole
function is to service veterans. There are two major areas

£f services to these

Q

of ambiguity regarding the provision
individuals. One has to do with the reguirement that these
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pPersons be given first preference over non-veterans for
available jobs. Contrary to routine practice, no specific
time requirement for exclusive preference actually exists,
although the language of the law and regulations does, where
there are limited job resources, require some form of
preference. The second area of confusion between legal
requirements and actual practice involves the responsibility
of the staff who must provide these services. While State
practice is that designated veterans' service staff cannot
carry out non-veterans' services, the NAB report does not
indicate any legislation that would not allow such personnel
to assist with other Job Service office duties as are
necessary.

In addition to servicing veterans and other related
individuals, Job Service personnel are required to provide
cooperative activities for the coordinated delivery of
employment services with State JTPA organizations, serve as
recruitment and screening agency for the Job Corps, and
bprovide assistance to other special Populations such as AFDC
recipients, the handicapped, Migrant Seasonal Farm Workers
(MSFW) persons, WIN clients, and others. The NAB report

indicates that because of the absence of additional funding,

local Job Service offices may be hard pressed to provide an

adequate array of Wagner-Payser services to JTPA sponsors or

\|,..||

service deliverers. As a consequence, in some localities in
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Maryland, the JTPA or PIC does provide salary funding for Jobh
Service staff to provide service to JTPA clients.
Additionally, the State employment offices must make
determinations of Targeted Job Tax Credit (TJTC) eligible
persons. Although not spelled out in the Federal regula=
tions, TJTC eligible persons are supposed to register with
the 1local Job Service office prior to seeking a job. 1In
actuality, individuals often find a job and then are tcli by
their prospective emplover to go register at the Job Service
office and receive eligibility for TJTC and then return to be
"hired" by the employer. This process obviously creates some
additional paper work for the Job se:?icé office but alsc
helps them meet placement quotas. JTPA organizations also
provide TJTC determinations for Prospective emplovers.
! Service to the handicapped is similarly governed by
Federal law and regulation. State employment services are
required to have designated staff for serving the handicapped
population. This §§ not an exclusive staff assignment, but
implementing the regulations does reguire periodic review of
the employment status of handicapped individuals in rehabilij-
tation facilities. This requirement does appear somewhat

duplicative of the activities of other agencies which service

the handicapped population.

Under several acts regarding Migrant and Seasonal Farm
Workers (MSFW), employment services are reguired to maintain
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a sabstantia 1 c;cmplair@:é and refigml system=. Thelob Service
has <the resp-onsiility~= for maingiing a re--cord of complaints
invelving th _is pmulat—ion £rom lpd employe--@s aznlemplovers.
Addi tionally- ., te Joob ServiCyl respons_ ible fur recording
and referrihe<y n.arjop service rylited compleaaints ihich allege
viol ations 0o=—Ff «ploym-ment relatydlaws to o—ther agncies such
as ©OSHa. =The Jobh < Service |{salso ressponsille for the
inspection =of igran—_t housing kfore Pros=riding recruitment
services to an gploYecer listilgyricultumsal 3jos with the
Job Service wwwhemuotheser competeglagency csannot povide such
inspection =Hp 1 timesaly fashign AdditEonally, the Jaob
Service is r—espmsible= for the flling of certifications of
regisstrationss for agrFicultural wik by nor—-U.S. jrkers and
transsferring sah ape=olications t the a;':‘:;prcjpriate agency.
Such activiti es (the ccost of wpiglire chargeged to litle IX of
the Social Se=curity Act—, the DoL,x OSHA), obviouly require
large commitrmentsof tifme by somglcal offi_ce stffs during
peak growindg andhrvessting seaSys

Job Serv—ice officees are Aalvrequired - to aceept manda~-
" tory listing—s, wlici_t Jjob owmis, and make available
information o—m wntrac=tor compliice and a- £firmative action
for those con—tra«irs wvho have entred into a cortract with
the Federal —egovement = of $10,00 (or more. This requirement
does not ca=x=ry vith it enforuent povwesmrs amr is time
consurning but Netcost . effectivein local=—ities uith "First

Source" agreermendsfor “IRBs or «le«t the con®tractor is forced



to list job openings, but has no obvious intention of= hiring

personnel through the Job Service.

Labor Market information

Under several regulations, the Job Service mair=tains a
substantial Labor Market Information system, both fcor state
reporting of information and for providing informat—ion and
technical assistance to local SDAs and other pelanning
agencies. While time consuming and samétimes compl._icated,

these activities are necessary for successful Jab Service

functioning and any sericus planning efforts.
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Part IV

oloyer Perceptions of the

State Job Service

Historically, State Employment Services have suffered
frm the problems of negative images held by both citizens
an jobb seekers. Nowhere has this problem seemed to be more
Sewre than in the case af private sector employers - many of
whin are alleged to hold a highly negative image of the state
Job Service, not only in Maryland but all across the coun-
tzy. Consequently, one particularly important element of
this study of the Maryland State Employment Service has
inwlved obtaining an accurate pPicture of the attitudes and
Pe:ce;‘l;igns held by the State's employer community about its
Job Service. Scome understanding of these attitudes and
Peweptions can and have been obtained through the visits
made byr study staff to individual State Employment Service
Offlces . Such observations, however, are, of necessity,
highly impressionistic. Consequently, a survey of a selected
Samle of the State's employers was undertaken for the
Puipse of generating additional data about the Job Service.

A computer program was developed that would draw a

]
b

random sample of employsrs from the State of Maryland's

Unemloyment Insurance rells. While this proved more

techically difficult than initially anticipated, the effort -

was newvertheless successful and the sample drawn. It was

subsequently expanded slightly by adding to the sample the
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State's twenty largest firms in terms of number of en—oloyees,
as well as the State's twenty largest firms with reesgard to
total annual sales. A mail-survey questionnaire was de-
veloped and sent to the seleected representitive sz=mple of
slightly over 500 employers from throughout the =tate of
Maryland during November, 1984. Subsequently, fe=llow-up
reminders were senﬁ to all employers in the sample who had
not responded to the first mailing.

One hwundred and eighty-six fully or partially ccompleted
questionnaires were returned, a return rate of 37~%, con-

sidered good for a mail questionnaire and adedi=mate for

m

statistical analysis. Frequency of response to each gzuestion
was tabulated and comparisons were made betweem= those
employers who had utilized the Job Service within t—he last
two years and those who had not. Responses to sign_ificant
guestions were also examined with regard to size and +type of
emplovyers.

Table 1 provides the response frequency distr Sbution
for each item for the sample of 186 employer responden—ts. It
should be noted at the outset that not all respeondents
answered every applicable gquestion, and, thus, —nissing
responses were not counted in the totals for each quiestion
nor in the tabulation of percentages. Similarly .. when
cross-tabulations of results were run, missing dat—a were

eliminated from the statistical analyses.
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The employer sample 45 composecd of 186 fi_rms from
throughout the State of Marylmd. The E argest porticen of the
sample (29%) reported being lwolved i n the services indus-
try, with 23% in retail or witlesale tr-ades, 13% manwifactur-
ing, 9% construction trades 8% in government o xr public
administration, and 13% being distributed among the ‘éthers-
The average length of time thit the sample of emplo—rers had
dorte business in Maryland is Jyears, with 43% repor—iing ten
or fewer years at their premt location. The size= of the
vorkforce variéd from nine £im which reported only = single
employee to 18 firms reportlly a work=force of 1000 or more
employees. The average workfoate size feor the gample of 184
employers responding was 189 eaployees. Twenty-three percent
of the firms surveyed  reporte being = part of = larger
rarent organization.

Two additional items «f descriptive importarzce are
worthy of note. First, aboat 20% of the firms surveyed
reported that their compazy had eXprerienced eit—her an
increase or decrease in staff Wring the past yvear— and a
similar number anticipated cdanges during the comirr<g vyear.
The construction industry rePotted changes most oftem. during
the prior vyear, followed by th manufacturing industr—~r. The
construction trades were the sutor of thre economy th.-=t most
often anticipated a change in tke number of employees =For the

pcoming vear. It was followl in the latter reegard by
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governme=nt and public administration, 'and manufacturing and
wholesal _e-~retail trade.

A s=second area of interest involves the use of unskilled
workers = since this is a category of workers who are frequant-
ly serves=d by state employment services. Fifty percent of the
firms re:=sponding said that they en:gplayed unskilled workers,
but 68% o of those with unskilled 1labor force classifications
reported . that such workers represented less than 25% of their
work forfoce. Of the total sample of employers responding, 89%
(163/1837 ) reported that from less than 25% to none of their
workers &fell into this classification. only 28% (52/184) of
the firms= reportad that their workforce was composed of 50%
or more &=mploye ees classified as professional, technical or
manageris=l. Nine percent reported 50% or more clerical
staffind,. 13% had staffs primarily composed of skilled
workers, and 7% reported a high percentage of semi-skilled
workers.

For the purposes of this study, the three most important
issues wee=re, first, whether or not employers had used the Job
Service Wwithin the last two years; second, whether this use
of Job : Service activity was an important factor in deter-
mining paz:rticipation in and awareness of other employment and
training programs; and third, the perceptions of employees
regarding - the Job Service, its services and related Programs.

Perhsaps the single most significant finding of this

survey h=ad to do with the lack of reeent use of the Job

an
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Se =rvice by many of the State's emplovers. Quite clearly,
ma_zny of the State's employershavee= had very little axperience
wi-_th, and probably knowledge of, t—=he Job Service. Of the 186
eMzzployers responding to the qizestionnaire, 66, or 35.5%,
rfg-ported having used the Job Ser—vice within the last two
¥8s ars, while 59.73% responded necratively, and nine, or 4.8%,
dlod not know whether their comany= had vtilized its services.
USse of the Job Service was everzly distributed among small,
mocderate, and large size firms., EEowever, of those firms not
us&ing Job Service, 84 of 109, or 7 5%, were firms reporting 50
or fewer emplovees. Two=-thirds, or 137 of the employvers
réssponding, did not know Or coul < not remember the name and
loc=ation of the local Job Service office that their company
wo1ld use if it wanted to do so. Importantly, 91% of those
WHE> had not used the Job Service also did not know which
off=ice they would use.

It is often said that emlo~rers only list lower-level
jobos with the state employment =service. This data would
apb-oear to confirm this belief, “The largest number of firms
lis-zting jobs with the Job Sectv=Zce, 47%, listed cleriecal
PoS.zitions. Surprisingly, however. 21% of the firms listing
PoSz:itions had listed professimal,. technical and managerial
boSz itions. Services, machine tr—ades and materials-handler
PoS: itions were 1listed with eqal f£regquency. Interestingly,
of &the firms reporting a highper—centage of clerical staff,

onlyv 25% had used Job Service, wt 58% of those with large,
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semi~—skilled labor forces reported having used job Service to
fill vacancies and 42% with large, wunskilled labor for——es
repox—ted using Job Service. The manufacturing indussry
Util¥= zed the Job Service most frequently (61%), with t&=he
const=ruction (33%) and services (34%) industries next mc—ost
f'reqt;entlyi The lowest use of the Job Service was report—ed
bY gcovernment organizations.

The notion that emplovers use the Job Service =or
listi_ng lower-level jobs was further confirmed by the data on
the s=alary levels of the jobs that emplovers reported havi_ng
listee—qg. Fourteen percent of jobs 1listed were at minir=zum
vage. Over 50% of the jobs 1listed Pai& between $3.50 z=nd
$5.50 per hour. However, 10% of the jobs listed paid betwe=en
§8.00 and $10.00 per hour. Thus, the data suggest tha_+,
yhile the Job Service doesn't receive only low paying job .s,
the a==yerage listed wage is still in the low range.

“Those firms who list openings with the Job fervice te=md
most WErequently to list only once per yéar, although 4-2%
report=—ed 1listing from two to ten times per vear. TEhe
listirmags occur sporadically with no particular time pattermn,
vth’us renaking it difficult to anticipate overload periods feor
Job Se=rvice workers except in those localities which registes=r
and monitor Migrant Seasonal Farm Workers. Most employer—s
felt t=nhat their orders were taken promptly, but commentesd
that L_t would be useful for Job Service persomel to talee

mre dEetailed job descriptions in order that better referralz s
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could be made. It was felt that referrals should be made
based not only on DOT classifications, but also, and, more
importantly, on a good match of skill qualifications.

One of the surprising findings of this survey, given
that common wisdom seems to hold that employers are not happy
with the Job Service, is that most employsrs who use the Job
Service are quite pleased with many of the services that they
receive. sigtyithrag percent of the users reported that the
Job Service was helpful in f£illing their vacancies, many
enthusiastically so. Several employers reported, however,
that the job Service had sent poor quality, too many, or
unqualifiéd referrals éa them. The employers felt strongly
that better job matching was necessary and that the Job
Service should work to build its capacity in that area. 1In
particular, it should do more detailed work history and
reference checks on those candidates it refers for employ-
ment.

The Job Service pcliéy of moving towards the goal of
having a single staff member working regularly with a
darticular emplover is widely endorsed by emplovers.
Fartyﬁéight percent of the employers reported being able to
speak with the same Job Service representative when placing a
job order, but 80% of them felt that it would be very
beneficial to their company's needs if it were possible to
speak with the same person each time they called. sSeveral

employers emphasized this need for consistency in their
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dealings with the Job Service and additionally recommended
that Job Service personnel visit employers' operations in
order to gain a better knowledge of their firm's needs and
working environment.

All employers were asked to respond to a series of
questions regarding their knowledge and/or use of Job Serviece
activities and the effectiveness of the services provided.
Gngé again, the most striking result is that knowledge about
and awareness of Job Service activities is relatively limited
among the Stat%'s employers. The two services most frequent-
ly known about and usei were the placement activities and the
TJTIC programs. Of the other programs, while some respondents

do report knowing about them, not many report using them.

the Job Service and its programs did not permit them to
respond to this question, and the data strongly suggest that
this absence of awareness was one of the most important
failingé in Job Service operations. Many stated that Job
Service had a definite need to publicize its programs more
extensively, especially to new businesses coming into the

State and one employer commented that he had not se<:: any

update or information regarding Job Service's prograr:g in

last three years (with the 'excéptian of the
programs which are being highly publicized in an effor:i oy

market the EVJTA).
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Job Service was rated as very effective to adequate
by 38 of 186 employers. While this seems gquite low, it is
important to note that fully 61% of the employers either did
not know how they would rate the Job Service (this rating was
evenly distributed across all industry types) or had no
opinion at all. Of interest was the fact that of those who
had rated the Job Service, 44% rated it adequate, 43% rated
if effective or very effective, and only 13% rated it
inadequate. Small and moderate size firms were more likely
to rate the Job Service as adequate (52% of each), while
large firms (55%) were more likely to rate it as effective or
very effective.

Thirty-six percent (68 of 186) of the employers surveved
would recommend the use of Job Service to other employers and
10% would recommend use of the Job Service with someé reserva-
tions. Only 7% would not recommend the use of +the Job
Service. Significantly, 47% of the employers surveved either
didn't know if they would recommend Job Service or had no
opinion. There appeared to be few variations when comparing
the results of these two questions. The majority of those
responding positively about the effectivéness of the Job
Service also responded positively regarding their recommenda-
tion of the Job Service.

At the conclusion of this questionnaire, employers were
asked to provide their opinion about employment and training

activities beyond simply the services provided by the Jeb

67

70



Service. Once again, what stands out is the very limited

knowledge of employers about these activities. This suggests

it is not only the Job Service, but, additionally, ali
aspects of employment and training services about which
employywr 5 have very limited knowledge. only 9% of the
employers surveyed were members of a JSEC committee, 10% were
members of their local PIC. Fourteen bPercent reported that
their company was involved in JTPA training programs. Of
those employers who had used the Job Service, 41% reported
not being members of a JSEC committee and 57% had never heard
of it. PIC membership was reported at 75% among those who
had used Job Servics.

There was also a significant relationship between the
use of Job Service and use of JTPA Programs. Twenty-seven
percent of those employers who had used Job Service also had
been involved in JTPA training, while only 6% of those that
had not used the Job Service reported similar involvement.
It is interesting to note that, among all employers, 21%

reported in favor of expanding public sector training

activities, but 51% did not express any opinion at all on
this 'questicn. However, when choosing employment and
training activities that employers wished to see expanded,
respondents chose public-funded training activities over all
others (52%).

It was especially enlightening, given the fact that one

frequently hears much criticism in the media of the "poor"
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Maryland business climate, that while only five respondents
rated the sState's business climate "poor," six respondents
rated it "excellent," 79 thought it "good," and 57 found it
"fajr." Quite clearly, the data suggest that the State's
employers feel much more favorably about the Maryland
business climate than popular wisdom suggests. This would
certainly seem to suggest that while the State still has some
work to do in this area, that may involve image building
as much as it does significant policy change.

Finally, it is intergsting to note the responses +to the
item that deals with employers' opinions toward the ca-loca-
tion of Unemployment Insurance and Employment Service

. Once again,. the data seem both to contradict

i

office

popular belief and to illustrate further the reality that
many employers are either not well informed about Job Service
activities or alternatively lack strong feelings about them.
Eighteen percent of the respondents indicated ﬁhat they
favored physical separation of the two offices while only 12%
opposed it. Perhaps, most significantly, however, 69% either
didn't know or had no opinion about the issue.

In summary, what stands out very clearly from this data
is the apparent lack of awareness by Maryland emplovers of
the services offered by the Job Service. This general
conclusion of the existence of an information or awareness
gap with regard to the Job Service and its activities on the

part of Maryland employers certainly complements the impres-
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sions that were obtained through site visits. Numerous Job
Service staff in several different offices indicated their
personal frustration about the lack of awareness by many of
the employers who they hope to serve and extend the services
of the Job Service. The survey data certainly confirmed

the accuracy of these expressed frustrations.



TABLE 1
' Response Frequency Distributiem
of Employer Perspective of

Job Service
Nz Nz
Total Respondents - = Size of Workforce at Facilitw o
Sample - 186 0-30 100 55
51-100 14 2
101-150Q 16 5
151-200 7 4
Company Part of Larger 201-250 4 2
Organizarcion 251-300 2 1
' 42 23 301-400 5 1
142 79 401-500 4 2
501+ 20 15
1dustry : Variable 4 2
Services ] 53 29
Rarail Trade 30 17 d as:
Manufacturing 23 13
Governmenc, Public 16 9
Administracion
Construction 15 8 27 wu/a
Wholasale Trade 12 7 67 nl/a
Finance, Insurance, 10 6 3g n/a
Real Estate ‘23 n/a
Agriculture, Fishing, 8 1 2g n/a
Foreacry B
TIransportation, Communica- 8 1 Clerical/Service
tionsa, Utilicy oz 44 nfa
Mining 2 1 1-25 93 =n/a
Non-Profit 2 1 26-30 30 ©n/a
Other 3 2 51-75 g u/a
76=100 7 nun/a
Length of Time at Location
0=10 Years - 74 43 Skilled
11-20 Years 3 20 . oz g2 n/a
21-40 Yaars 20 12 1-25 45 n/a
31-40 Years g 5 26=30 22 afa
41-50 Years 10 6 51=75 14 a/a
50=100 Years 17 10 76=100 10 ©/a
100 + a 5
o - Semi-Skilled
Agﬁizipa:a Change in Emplovees 0% g5 a/a
Number \Ie ct Year 1-25 54 n/a
Yas 38 21 25-50 22 n/a
No 119 Gé 5175 10 a/a
Don't Fnow . 28 15 76=100 o] a/a
Emlovee Number Changed Unskilled 7
. Lasc ‘fear ) 0% ) 121 n/a
Yas 36 26 1-25 L2 a/a
No 149 fofs) 26-30 o n/a
51=75 6 n/a
76-100 6 n/a
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N z
Percentage of Workers - T Most Common Salary Level
" Elassified as: minimum wage
$3.50 - $4.00
Other $4.50 = §5.50
0z 176 n/a 56,00 = $8.00
1-25 5 n/fa $8.00 = $10.00
26=50 1 n/a $10.00 and above
51=75 0 n/a Den't Kuow
76=100 1 n/a
a How thaﬂ TUsed Job Service
Job_Service Office Likely cnce a year
“Choice 2-10 tiﬁesfyf.
Eastpoint 3 2 At least once/month
Eutaw Sc. 10 6 More frequently than once
Saliasbury 3 2 a month
College Park 1 1
Wheaton 4 2 Company's Use of Job Service
Towson 3 2 Sporadic with mo particular
Anmapolis 5 3 pattarn
Glen Buraie 1 1 Seasonally determined
Easton 3 2 Evenly spaced throughout
Fraderick 1 1 the year
Westminstar 1 1 Determined by s:anr:ra;t:usl
Ocean City 1 1 agreements
Chestertown 1 1
Crisfield 2 1 Job _Order Placed Promptly by
Snow Hill 1 1 Service
Leonardtown 1 1 Yes
Don't Know 137 77 No
Don't Know
Ugeful if Job Service
Office l:lasar Talked with Same Service
Yes 16 9 Represencative )
No . 110 60 Yes
Don't Know 57 31 -Bo .
-Don't Know -
Listed Tai:h Jab Service
in past 2 yeafs Helpful if Same Representa-—
Yes 66 36 tive Available — -
No 111 60 Yes )
Don't Know 9 5 No
’ Don't Know
Job Types Listed
Clerical i 31 47
Professional, etc. 14 21 Job Service Helpful in
Other Service 13 20 Filling Vacancies
Marerial Haodler 13 20 Yes 0
Machine Trades 11 17 No
Sales 7 11 Don't Kaow
Domastic 3 12
Othar s 12
Struetural Werk 5 s Job Service was Advised of
Transportation 5 3 Applicanc's Hiring
Benchwotk 3 5 Yes
Farm, Forastcry 1 2 gia o
Processing 2 3 Don't Know

22
15

[
By b b

[RTN]
0o o

35

53

10

31
14
20

= um
Ol

[l
W T et

|
N Ly i"‘

LN AW, s R RN

el
[ ]

[ra gt n]

[

63
23
14

ERIC

Aruitoxt provided by Eic:



O

ERIC

Aruitoxt provided by Eic:

Planning to Use Job -
Service Again )
Yes ) ) . 33
Ho 2
Don't Knew 33
Why Used Job Servica

Needed employees 17
Other variocus reasons 17
Add’'1l recruitment 11
Convenient 13
Cost zavings 7
Fed. contract obligacien 8
Bast source availabla 10
Only source known 4
Temporary help i
Occupations Company Will

List ) S ]
Clerical 30
Other service 23
Other 23
Professionmal 8
Domestic 6
Sales 6
Iransportation 3
Materials Handler 4
Benchwork 1
Processing 2
Struetural Worker 1
Non-exempc Status 1

[

o £
WO

n/a
n/a
n/a
n/a
n/a
n/a
n/a
a/a
n/a

a/a
n/a
n/a
a/a
n/a
a/a
n/a
n/a
nla
a/a
n/a
n/a

Q;:u;aziaﬁs Not Willing to

Iist

Professional

Other
Sales

Machine Trades
Other Service

Eﬁa;avﬂan575§:vices; Kﬁaﬁigggg of and Use

Placemant Activities Caly
Testing (Vocational Aptitude)
Job Development

On-sire Placemant

Job Service Office Placemant
Job Find Club

Targeted Jobs Tax Credit (TJTC)
On-~The-Job Training
Emergency Veterans Training
Other Training

JS5EC Committee

Counseling

Have

Have

Knowledge _ ﬁs;&

Are
_Effective

|
!m
I

5 n/a
4 n/a
3 n/a
1l n/a
2 a/a

Are not
Effective

50
46
35
35
29
19
45
38
29
21
16
24

50
10

22
11

B I L
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Véfy Effective
Effective
Adequate
Inadequate
Don't Know

No Opinion

Plusses {in Job Seﬁice
Convenient

QOther

Good relationship with
local offica

Quick rasponse to needs

Helps job seeksrs

Groundwork already done

Don't Know

No added fees

Disaa’ﬂintménts with Jeb
Service o

Poor screening before
referral

Unable to preform job
Lack of knowledge

Too large

People don't show for
interviaws

Poor training programs
Policy changes too ..
frequently

Qther .

Tufnaréund time problem

uggestions to Jah Serviue

Nb suggestions

Promote services berter
" Bcreen raferrals more
effeccivaly

Upgrade eriteria for
applicancs/more skilled
applicancs

Get better details from
emplovers

Batter turnaround rime
neaded

Train better

Provide worker transperc-
acion

Other

Wl

WO e

Fe

s
I R )

n/a
n/a
n/a

n/a
n/a
n/a
n/a
n/a

n/a
n/a
n/a
n/a
a/a
n/a
n/a

/
n/a

n/a
n/a
n/a

n/a

n/a
a/a

n/a

Physically Separate Job

Service Office from
Unemplovment Office
Favor separacion
Oppose separation
Don't Koow

No Opiniem

Company Member of Job
Service Emplover
Committee (JSEC)

Yes

Mo

Don't Kaow

Haver Geard of ir

Company Member of Private

Induscrv Caun:;l

YTesx
No

. Den'e Know

Never heard of it

Company Invalved in JTPA
“Traiain g Ef4§§_7

Yes

No

Don't Konow

Nevar heard of ie

34
23
97
32

15
57
27
63

16
71
25
49

23
96
23
26

18
1z
52
17

10
44
16
30

14
57
14
le
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Ef*eﬂzivgness RBat ingof Training Ac:ivi:ies

: Very

Poor Ade- Effec~ Effec- Don't Missing
—_ — — —— o gquare tive tive  FKoow Info

Irianing through Job Training Partnersaip Act 0 8 6 2 109 el
VYocational Educatien in Public Schooils 7 13 14 6 83 63
Government Funding of On-The-Job 5 12 5 3 96 65

Training of New Employeas

Communizy College Training (other than JTPA) 3 10 14 5 90 64
Training Under Former CETA Activities 12 13 4 1 92 63
Private Training Schools 2 9 12 0 84 67
Training Provided by Your Own Company 5 13 25 16 61 66

for Currenc Employees

Other (Please Specify) 0] 2 2 0 67 115

N Z N r

Expand Public Sector Training - Recommend Job Service N

Activities ) . FRecommend Without Reservaciom 21 11
Yeas : 3? 21 Bg:amend 47 2 5
No 27 15 Recommend With Reservacion 19 10
Maybe 25 13 Would Not Recommend . 12 7
Don't Koow 54 29 No Qpinian - 86 46

Harvlaﬂd Bu.sigess Climate

Iraining Activities Emplover £1 -

Wishes to See Expand ] 5 3
Training Accivities through JTPA 6 10 , 79 43
Vocacional Education in Public 22 36 Fair 57 31
Schools . Paor 5 3
Government Funding of On-The-Job 5 7 Don't Kaow 12 7
Training of New Employeas No Opinion 27 15

Private Training Schools

Training provided by own company
Projected % ficiaries From
E;aaﬂdad E“ub &) C Sector

'Era;gtjg Acﬁiﬂ:;es o

&
Other 27 4%

1

2

Youch 83 n/a
Dizadvantaged Populacions 8l n/a
Laid Off Employaes From Other -
Companies (Uarslated Iadustry) 29 n/a
Laid Off Employees From Other
Companies (Ralated Indusery) 35 n/a
Laid Off Emplovees From Your )
Company 45 n/a
New Emplovess of Your Company 42 uw/a
Current Emplovees of Your
Company 32 n/a
75




Part v

Applicant Perceptions cf the

Maryland State Job Service

A second important element of this study of the Maryland
State Job Service involved a survey of individuals seeking
employment through Job Service offices. A random sample of
approximately 330 active applicants and about 1000 inactive
applicants was ultimately chosen by a computerized random
search and sele:tiaﬁ Process. This sample was drawn with the
assistance of DET staff from the complete applicant pool
listed with the Job Service. A sample was chosen for
each local office in a stratified random fashion, selecting
males and females, and for ethnic code in proportion to that
office's proportion of the total State listings.

Telephone interviews were conducted by the research
staff over the Summer and during the early Fall, 1984.
Attempts were made to reach all 1330 persons on the sampié
listing. The telephone interviewers were able to complete
only 100 interviews from this total sample, and then only
after repeated attempts to reach many of the individuals.
Most of the 1000 individuals listed as inactive could not be
reached at all. There were several reasons that account for
this: applicant did not have a telephone; applicant had
moved; telephone had been disconnected; inaccurate phone
numbers were 1listed with the Job Service; applicants claimed
that the wrong person was listed on the sample rolls.
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Table 2 presents a frequency distribution of the
responses of the respondents to each of items on the ques-
tionnaire (which is presented in Appendix 1II). Forty-three
males and fifty-seven females were interviewed. More than
one-half of the applicants interviewed were between 17 and 30
Years old, reflecting the fact that unemployment is higher
among younger workers. Eighty-four of the applicants were
high school graduates, had had some college, or were college
graduates. Of this sample, 45 were employed when inter-
_viewed; 55 reported still being unemploved at the time of the
interview. Of the 45 who were employed, eight had located
their job through the aid of the Job Service.

A large proportion of the Sample (44) had visited
Unemployment Insurance offices. While 39 of these persons
had heard about Job Service activities from Unemployment
Insurance personnel, only 13 reported having actually
registered with Job Service because it had been required of
them by unemployment insurance regulations. In response to
the series of questions about their use of the Job Service,
it would appear that at least 75% of the applicants had not
been told about many of the Job Service activities available
to them. In addition, an even larger percentage of the
applicants had not used the services, even when they knew of
- their existence. The one service that appears most frequent-

ly utilized 4is the self-service microfiche listings. This
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finding suggests that increasing the self-service facilities
for job seekers would be a worthwhile effort.

Most applicants expressed the feeling that the Job
Service staff were professional and helpful, although fewer
felt that the staff seemed personally interested in them.
Seventy of the 100 applicants reported that they would
recommend Job Service, although, when they had first regis-=
tered, only 35 had thought initially that the Job Service
would be able to help them locate a job. As noted above,
only eight of the 45 reporting that they were employed had
actually located their pPresent position through Jeb Service
efforts. Of those still unemployed at the time of the
interview, 42 of the 55 reported that they would continue to
use the Job Service, even though 50% of them felt that there
were other, more effective, sources for locating employment.

Employed respondents reported that they had been
registered with the Job Service for about two to four months
before locating a job. At least one-third indicated that
they had taken a different type of Jjob or had received
on-the~job training. One-fourth of employed respondents
reported having taken a cut in pay in their new job.

Qver one-half of the still employed respondents reported
having been listed with Job Service over twelve months. They
were, for the most part, still wiling to enter training, join
a job search workshop, take a different type of job, or take

a cut in pay. These results suggest that it might be
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worthwhile to consider a call-back system for applicants who
listed a significantly long period of time with Job Service
in order to assess their job~ready status and offer addi-
tional services.

These results detail an important picture of applicant
use of and needs from the Job Service. Significantly, almost
one-half of the respondents cited lack of training and a lack
of job skills as important barriers to reemployment.
One-third reported that a lack of appropriate education, the

need for increased job finding skills, former wages that were

=)
F
fa]

too high, and age as additional significant barriers.
comparing these responses to the small number of persons who
had been appraised of job search workshops, vocational
counseling, and training pregrams, it would appear that the
Job Sér?ice has a definite need to increase public awareness
of its activities; a need that was voiced by the employees of
the Job Service, and alluded to in the results of the
employer guestionnaire.

Analyses were conducted comparing the experiences of
those who are employed and those unemployed, as well as
determining service to applicants based on other factors.
These results did not iﬁdiéaﬁé any significant differences in
perception of Job Service activity, in attitude towards the
Job Service, or in the use applicants made of the Job Service
services offered to them. However, when combined with the

information obtained from the survey of the employver communi-
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ty, the results do fuirther enhance our understanding of the
Job Service and its ac+tivities as perceived by its users. 1In
this regard they certaminly serve to reinforce the conclusien
that significant Step>s must be taken to enhance publie

awareness of and understanding of Job Service activities.
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TABLE 2

Erequency Distribution of 7
Employment Service Client Quesfiounaire Responses

Number of Respondents: 100

terans
Yes
No

Sex
43 Male
57 Female

) <
WO ]

Race 7 Educational Level
63 White 4 Eighth grade or less
36 Black 12 Ninth to eleventh grade
L Other 60 High school graduate
18 Some college
6 College graduate

41 17-25
22 26=30 Persons ia -Household
12 31-35 27 1-2 -
10 36-40 49 3-4
6 41=45 12 5=6
8 46 and over 1 7-8
1 9-10
1 10 or more

Age

Now Emploved

45  Yes B

55 No Own home
63 No

Located present job through Service
8 Yes o
33 No

owned

one week — six months
six months - one year
cne - three years

four - six years

six - ten years

ten - fifteen years
fifteen - twenty years
twenty or more years

e
Q
g
o
[+
=
e

Size of Job Service office visited
20 Snallest - )

15 Small

22 Medium

17 Large

25 Largest

1 Unknown

B3 L km Py pa kol
[
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Renting

14

P

House
Apartment
Room

Hnw lo ng rgnt;qg
51x months or less

years
two or more years

L;ve w;th

32 Spouse and children
32 Other immediate family
6 Friend
5 another family
2 Other family members
Assistance used
44 Unemployment Insurance
17 Food stamps
11 Fuel assistance
il Medicaid
10 Welfare
5 Aid to Families with

Dependent Children
Emergency shelter
Other

I R
"

What barriers £o employment

46 Lack of training
éé Lack knowledge - job skills
§4 The economy
;3 Lack of education
33 Transportation
30 Lack job-finding skills
27 Former wages too high
23 Age
22 Too much experience
;? Personal appearance
L5 Expect call-=-back from layoff
12 Office politics
6 Other

ERIC

Aruitoxt provided by Eic:

Whv registaered with Job Service

13 Requirad by Unemployment Lasurance
3z Recommended by someone

7 It was free

1 Wife or husband recommended

1 Re:ammEﬁdEd by last employer
42 Other

Haw heard about Ehg Emplayménﬁ Service

14 Erléﬁds

39 Unemployment Insurance per
Family members

Employer

Knew about it
Advertisements

Didn't know

Other

W g 0o U b Qo

How long unemployed before registériﬁ’

24 orne = two wesks
three~ four weeks
five = six wesks
six - eight weeks
over eight weeks
three - four months
four - six months
over six months
don't know/unsure

ot
o WP W p

Faall v

Seen promptly at Job Service aff

69 Yes

o
L1

286 No
How lang had €o waic
10  20-3- minuctes
11 30 - 60 minuctes
5 1 - 2 hours”

7 over two hours
5 don't remember
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43 Yes 53 Yes
46 No 17 No
5 Don't remember

Many pegpleiwaitiggrcaﬂseé ;ntgfviewe:gr Would liked to have had job

JQE seemed appropriate
How many there, the first time 49 Tes
45 0-10 ’ ' 17 No
20 11-20 2 Unsure
10 21-30
5 31‘4‘@ _ - L] L * R -
0 41-50 %pgﬂ@gny interviews did you go to
6 50 or more l; g - ;
4 6 - 10

often went to Serviece in
the last nine months — - ] . s
- =25 _OInS Wontns How many of these held at Service office
23 once = : — —
= . 64 0-2
15 twice -
A "L 1 3 =4
21 3-4 times . e el mEo
" . . ) . 1 more than five
18 five or more times
11 unsire

Type of job looking for
:Lf didn't go, called about jobs 7 prafess}gg§;§ technical,
323 Yes ménagarlal
66 No clerical
1 Don't remember 5?;§5 .
domestic
other service worker
processing
machine trades
benchwork
structural worker
motor, freight, transp.
package/materials handler
other
any
unsure

= b
o

Ll anlll * LR RO T R T Y

How often called

~ once
twice
3=4 times
over 4 times
unsure
Not Applicable

)

u
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ggs Job looking for same as job

No — P T e
before unemploved

61 Yes -

28 No

3 Both

3 o
~Jd 1O

Times sent on interviews by

Job Service in last vear

35 ance

18 twice

13 3=4 times

7 5=6 times

3 over six times
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sales

domestic

other serviée worker
farm

processing

machine trades
structural worker
other

varied

N/A

fret

L P T R R P

Had training to perform different job

15 Yes
13 No

Did register for jobs other than
£irst choice

34 Yes

60 No

What were other job choice es
clerical )
sales

domestic
service

farm

benchwork
struetural
package handler
other

any

N/A

hﬁm%ﬂiﬂkﬂk‘HlﬂhJW%m

Have hadigyain1ng for these

19 Yes
12 No

]
o
o

Service offered

mostly clerical
mostly gales

mosfly domestic

mostly service worker

mostly processing

mostly machine trades

mostly structural worker

mostly motor freight

mostly package/materials handler
mostly other types

shown only what I asked for

=

O W1 WO Lo 00 - P e iy O

T

What were salaries like for above jobs
45 Minimum wage

27 around $4 to $5 per hour

5 around $6 to $8 per hour

1 more than $8 per hour

13 don't know

4 wvaried

5 ©N/A = no jobs offered

Was this wage acceptable
50 Yes
31 No

Why respondent believes emplovers 11st

jobs with the Service

Only minimum wage jobs

Only when they must by law

Only when there is no other way

Only when company doesn't have
its own personnel offica

1 Only when non-union jobs open

14 Only with low=level, entry jobs

60  Unsure

12

[l BN N

Former emplgygr uzed Job Service

17 Yes

49 No
25 Don't know
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Heritold of othe=T services
— - = —

voeiinal counse ling........ec.... 15
voeiimal Eestin _g....iieisnrenen...13
Ergling Programs ........ieeeeeesn..32
Jolp finders Club. . ..uivivevnsnsnes... 10
joly beation assi-stance,.............9
relation assisteance.,,.............9
vetens program, .......... A
Natiml Job Bank_ ./ 1ntarstate. eses...13
job service llstzlmgs (microfiche) _, 39
emp lyer recruitmesnt days,,,.........5

Have wed other Se==rvices of Job Service
T - = = -

USED
vocatimal counsel—ing....cvoveunensesd
voeatinmal testings.....vvvinenencns.b
trafig programi. _ ........iieieneens.B
Job fiders Club.. _ .........000000002.2
job lration assis=tance..............3
relontion assSistE=nece. . o sreesns.2
velems Programs. ..........e00000:043
Natzoul Job Baunk/ ~“interstate........ 3
Job fuvice 115;1&_gslmlcfnflche ..... 24
emPLoer recruitme nt days............0

Char-ateristics of people at Job Service office
L= i —

YES
frienly 91
angry S
help fil a4
cold 14
inte mted in you a8
borad 26
able banswer que=stions 89
well-umered 92

Inﬂe,i:rvlewe:;s appedr— to be professional
63 Yes

9 No
25 Some yes, ==ome no
2 No opinion
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How do_you rate fhe Jo~ _b _Service Kind of work performed now

17 1 (lowest) A professional
15 2 8 clerical
34 3 5 sales
20 4 1 domestie
11 5 (highest) 13 service
8 machine trades
2 structural worker
How helpful did you beE= ieve 2 motor transport
Job Service would be=e 2 package handler
17 Not very 1 other
20 Very little
27 Unsure
16 Somewhat helpfu _1 How many hours/week work
19 Very helpful ' 8  10=25
6 26-39
27 40-5¢
Would you refer someone  to the Service 5 over 50
62 Yes ) -
28 No
8 With reservatior—s Kind of work performed in last job
& "professional
7  elerical
QUESTIONS FOR CURRENTLY  EMPLOYED 4 sales
- RESPONDENTS - Q domestic
How long worked at thia jab 11 service
13 1 week - 2 nmontl==gs 7 machine trade
10 2 - 4 months 2 structural worker
9 4 = &6 months 1 motor transport
5 6 = 12 months 1 other
9 longer than 12 mwwonths 6 N/a
Kind of industry How many hours worked then
2 government/publie= utilities 2 10-25
1 agri:ultureffafe=§stry/flsh;ng 4 26=39
3 construction 27 40-5~-
10 manufacturing 4 50 or more
2 transportation, <—ommunication, 1 6 hrs/day (part=time)
utilities 1 8 hrs/day (parc-time)
1 wholesale trade
8 ratail trade
3 finance What was fat;,,f pay
15 services - mini e

Re




Belonged to_swunion
8 Yes B
3 No

Hud

How long lis®Ted with Service before
finding  job )

1 week = 1 month

2 - 4 w=months

4 - 6 m=months

6 - 12 months

more tlkraan tweive months

Lo FUR - Y IO

Employed Resr—oondent willing to: Previously Did

Relocate 17
Enter a traim=ing program 37
Work part-timme 31
Join a job fi-_nd club 34
take a differ.-ent type of job 40
take on-the-j- ob training 42
take a cut in . pay 17
take any avai. lable job 22

T
w0 0 \r

el
WA b L

[ I
L

Would registexr again with Job Service
39 Yes - - '
5 No

Job Service is=s an effective source of jobs
34 Yes
9 No

Know of other sources of jobs
33 Yes ) -
12 No

ways of finding jobs
family -
friends

self

ads = TV— = pnews
other

ler
w:‘
e

oW P OO

&7
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QUESTIONS FOR CURRENTLY UNEMPLOYED RESPONDENTS

Employer Industry

1 government/public utilicies

4 agriculture, forestry, fishing=
4 mining

2 construction

11 manufacturing

1 wholesale trade

lo retail trade

1 finance, insurance, real estat —e
18 services

Type of work - last employer
~ professional, techiical, mangfeerial
sales

machine trades

cleriecal

processing

benchwork

motor freight, tramportation
package/materials handler
domestic

other service work

other

iR ol Ll NN R VTR S

irs work = last employer

Pay rate - last employer
13 minimum wage

10 3.50 - 4,00

13 4.01 = 6.00
6

3

1

6.01 - 8.00
8.01 - 10.00
Over 10.00

Belonged to union

7 Yes
40 No

Time With Job Service
16  Over 12 months
12 6 =12 months
10 2 - 4 months
6 4 =6 monchs
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Previougly Now

Willing Willing

(

|

BB R W

Unemployed Respondent Willing to: Yes EE Unsure
Relocate o - 18 35 -
enter training program 49 4
work part time 38 15
join job find club 40 12
take different type job 48 .5
take on-the-job training 52 1
take a cut in pay 29 20
take any job available 28 25

B L o
I

R
i
L0

M\l"f
La

Will continue to use Job Service
42 Yes ) ) - )
10 No

Other sources considered more effective than Job Sevice
26 Yes i R l =
10 . No

3 Unsure
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Part VI

Job Service Salaries

It goes without saying that salary is a major factor in
attracting and keeping talented emploveeas. One factor said
to contribute to Job Service morale and motivation problems,
as well as serving as a deterrent to recruiting more highly
skilled staff, is the salary structure for Job Service
employees. In order to assess the accuracy of that belief an
attempt has been made to compare the newly revised DET salary
Schedule with pay plans for similarly qualified employees in
other government jurisdictions, and with the Pay scales of
teachers and principals.

It should be emphasized at the outset that top level
DET officials have been very aware of and extremely concerned
about the salary lag of their employees. Recognizing this,
DET officials proposed to the Legislature and received from
it a substantial program of salary increases and the upgrad-
ing of Job Servigé employees across the board. The exten-

~=iveness of these increases can be seen by comparing the
—Figures found in the third and fourth columns of Table 3.
—The salary levels discussed in the text of this section do
m—eflect the new (FY 1986) base salaries for each DET position
iscussed. For illustrative Purposes, we have looked closely
=t one major suburban county within the state. Where
F—>ossible, we matched minimum qualifications, the inclusion of
SSupervisory duties where appropriate, the length of time to

20
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reach maximum base salary within a particular category as
well as promotional issues and Pay raises due to cost of
living indexing. Table 3 provides a brief tabular Presenta-
tion of the results of this investigation, which in turn, is

discussed in more detail in the narrative that follows.

W

The lowest level entry position into Job Service i
classified as an "Employment Security Specialist Trainee."
The minimum qualifications for this position are either a
B.A. degree or a high school diploma or equivalent with one
Year's experience as an Employment Service (ES) Associate II.

The ES trainee level may be considered a bParaprofessional or
Preprofessional level position. Base starting salary for
1985-86 is $14,022. Salary after five years is $17,982. An
equivalent position in county government in terms of minimum
qualifications and job description is orie %ntitléd "Personnel
Assistant." In a typical suburban government jurisdiction,
the starting salary for this job is about $15,700 with an

ncrease to $19,483 after a five-year period. These two

-

positions, therefore, maintain the same relative salary pace
over time, but with the county position paying about £1,500

more. Private employment agency salaries obviously vary.
One private agency contacted, hawgver, reported that its
entry level position required a BA with no experience and the
starting salary was between $16,000-%18,000, depending upon

individual qualifications. This agency suggested that such
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salaries are considered fairly standard throughout the
industry for entry level positions.

The second level of Job Service emplovee is the Employ-
ment Security Specialist I (ES I). At present, the minimum
qualifications for this position are one year's experience as
an ES trainee or equivalent work in the employment Security
administration. This, too, is considered an entry level

position and similar to that of 4 county government's Person-
nel Analyst I (for which a BA is required). The base salary
range for an ES I is $15,041 rising to $19,316 after five
years. The Personnel Analyst I position begins at $18,612.50
rising to $23,526.04 during the same time period.

DET's Counselor I position is similar in salary struc-
ture to the ES I position. For this position, a Ba plus
three graduate credits in aﬁpragriaté course work and
relevant experience or an MA in an appropriate field is
required. The pay scale is similar to the ES I level,
$15,000 to $19,000 after five years. 1In the public schools,
a beginning teacher may start at $16,000 rising to £19,000
after five years. A trained counselor, however, usually with
an M.A. similar te that required for the Counselor I posi-
tion, starts (assuming ne prior teaching experience) at
$17,219.25 and rises to $21,264.17 after the same five=-year
period, but this is for a 10-month appointment. Private
employment agencies report that an entry level equivalent

position to the ES I pPosition would require a B.A. + two
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Years appropriate exprienc—e, and that salaries would begin

at around $20,000.

The next two higler Jeob service pésiticn classifications
are the Employment Securiti=- Specialist II (ES II) and TIT
(ES III). ~Approximtely t—he same bay scale is also assigned
to Employment Service Repres~sentatives I and II (ESR I and
ESR II). Minimum qalifi cations for the ES II position are
one year as an ES I or equi—ralent; for an ES III, one yvear as
an ES II or equivalent. Thee ESR T must have one year as a ES
I or a B.A. and two yers e—xperience in the field; ESR II's
must have one year a an ESRI or a B.A. and three years
relevant experience. Start=Sng salaries for these positions
are: ES II and ESR I.-$1l6,= 68 to $21,206 after six years; ES
III and ESR II - $17,{04 to $22,842 after six years.

Eersénnei Analyst II, Eersonnel Technician II, or Per-
sonnel Specialist II are comparable positions in local
Maryland jurisdictionsto thee ES II, ES ITII, ESR I, and ESR
IT positions. Salaries (ba_sed on 1985 figures for similarly
qualified persons) vary sign_ificantly from a starting salary
of $19,837 rising to{23,73.8 after three years to a starting
salary of $25,976 rising to $29,256 after six years. Some
government jurjsdictims remport even higher salaries after
Six years service. The sign=i ficance of this variance is even
greater than it first appessars since, for a majority of Job

Service employees, this classsification level is the ohe in
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which they are likely to remain for the longest period of
time in their career in the Job Service.

Supervisory positions obviously provide far fewer job
openings in the Job Service than the Previous non-supervisory

job classifications that have been discussed. Nevertheless,

ey

they are ecritical to the effective functioning of the Job
Service. The lowest supervisory position, an ES IV, has a
base salary of $18,736 rising to $24,602 after six vears.
Minimum qualifications for this position include one year as
a ES II or III or as an ESR I. Considered "lead workers,"
individuals in these positions often may supervise a section

of officer workers. A comparable county-level position, a

-B.A. plus four years of relevant exXperience. The starting
- salary for this position was $27,200 rising to $33,952 after
five vears. A department chairperson in a school system, a
position with similar supervisory duties with a B.A. plus

encea

‘m

for example, would begin at about

b

four years exper
$20,000 and after five years, to'up to a minimum of $25,000
for a 10-month contract.

The initial formally designated Job Service supervisory

positions are classified as E.S. Supervisor I and 1II.

‘m

Minimum qualifications include a B.A. and four years manage-
ment experience or an M.A. and three years experience.
Salary levels begin at $20,179 (Es Supervisor I) and $21,732

(ES Supervisor II) and rise to $26,502 and $28,552, respec=
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tively, after six vears. Private agency salaries for indivi-
duals with comparable responsibilities are reported to be
higher, but no specific figures were available.

Top managerial levsl positions are somewhat more
difficult to compare and assess. DET has designated their
office manager classification as Office Manager (OM) I, 1T
and III. Classification of these is determined by the size,
workforce, and workicad of the local office. OM I's manage
the smaller Job Service offices. The base salary level for
an OM I is $21,732 and rises to $28,552 after six years.
Minimum qualifications include five years experience above
trainee and at least one year of supervisory experience. The

Office Manager IIT position has a base salary of $25,227 that

rises to $33,135 after six vears. A similar position in

terms of minimum qualificaticns and duties in a 1loeal
jurisdiction in that of Personal Analyst IV. The base salary
for this job is $31,057 and it rises to $38,777 after five
Years. Public school salaries obviously vary greatly, but in
one suburban school district, an assistant Principal of a
high school (M.A. + 10 Years experience, for example) begins
at $30,000. Principals in a small school would also start at
$30,000 while pincipals in large schools might start at
$33,000, $8,000 higher +than the beginning saiarY of the
manager of a Job Service office who would be responsible for

overseeing a comparable number of professionals.
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In sum, the leadership of DET is deserving of much
praise for its recognition of a major gap in the earnings of
Job Service personnel and its success 1in taking a very

gnificant first step in closing this gap during the
past year. Nevertheless, it seems evident that still more
needs to be done. While the new basé salaries of lower level

Job Service employees have been improved, and are now more

zonsistent with similarly qualified employees in other areas,
as staff move up the grade and salary scale and into mana-
gerial positions, they do begin %c lose ground to employvees
who hold comparable positions in other kinds of organiza-

tions.



SELECTED BASE SALARIES OF SELECTED EMPLOWENT .SERVICE POSITIONS

Table 3

AND COMPARABLE REPRESENTATIVE JOTBS

JOB TITLE

1984
MIN

MINIMUM QUALIFICATIONS BVITN

1

985-1986 -
MAX

YRS

TO
MAX

- E.8. Trainee

 Eé:sanne1
Assistant

14 ,022

B.A. or H.S. + lyr 12,651
as E.S. Assoc. :

H.5. + 2 yrs. e¢lerical na 15 o 702
or technical work

17,982

19,843

5

-~ Private
Agency

. Beginning
. Teacher

15 - 041

B.A. or H.S5. + lyr.
as E.S. trainee

B.A. = no experience na 16 — 000

B.A. na 15, 989

(10 month salary)

19,316

- 18,000 start

19,038

5

~DET

cCounselor I

-Private
.'Agency

‘Personnel
" Analyst I

A. 3 credits/ 13,482 15, 041
YI; as E:S- Tri

eXxp. OR M.A.

Q00

+ 2 yrs. exp. na 20,

(+ exXperience) na 18, m512

19,316

23,526

5

23,000 start

E.S II &

] ESR I
E;si III
ESR II
Téa:her

:Eersannel
" Analyst II

14,462

B.A. + 2 yrs. exp.

1 yr. E.S5.II 15,546

B.A. + 3
B.A. + 2 yrs. na 17,540
2

B.A. + Vrs. exp. na 23,5=26
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21,206

22,842
ir

22,071

29,678
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. Personnel Technician II (gov't) na . 19,837 23,738

u:Anne Arundel gov't equiv. na 24,082 31,599
 Howard gov't equiv. na 21,731 28,501
Montgomery gov't equiv. na ‘ 25,976 29,623

(Supervisory positions)

E.s5. IV 1 yr. ESII/III or 16,734 18,736 24,602

ESR T
fEersannel ° B.A. + 4 yrs. exp. na 27,200 33,952
Analyst III
(gov't)

- E.S. Supv. B.A. + 4 yrs. manag. 18,015 20,179 26,502
T OR
M.A. + 3 yrs. manag.

: II 19,402 21,732 28,552

" Private agency 8,000 — 35,000 start
, (Managerial positions)
~Personnel B.A. + 6 yrs. exp. na 31,057 38,777

~Analyst III (inel. 2 yrs. supvr.)

i@ffieé Manager

]
—~1n

S. above trainee .
", Supervisory) 19,402 21,732 28,552

5 yrs. above trainee ,
(1 yr. supervisory) 20,896 23,413 30,751

=
[
o
Lot
H
0

S III 6 yrs. prof. exp.
(2 yrs. supervisory) 22,512 25,227 33,135

Prinéipal and Assistant Principals - see Salary descriptive narrative




Part VII

Job Service Activities ia

Other Selected ILocalitie

One of the several goals of this research effort was to
explore to =some modest degree Job Service reform activities
going on 4in other states. The proximity of the research
staff to the Washington, D.C. office of the U.S. Department
of Labor sueggested that it would be a relatively easy task to
obtain such infc::fziaticiz from Federal officials. In fact,
that was neot the case as the combination of reorganization,
decéntralisati@ﬁ of authority to the states, severe reduc-
tions in forece and the like had gone a long way to decrease
Federal offf cials' awarness of the msot current policies
being pursue=d by the various states.

As a consequence, brief visits were made to four
states. One of the four states, Florida, stood out from the
others in that it appeared to be engaged in the most compre-
hensive of e f£forts at reforming its Job Service. Thus, in
this part o= this report, we shall briefly describe various
of the actiwities under way in that state. We shall then
turn to a baief examination of the British Job Service which
has undergone= a major restructuring and revitalization during
the past si=c years. While in Britain on other business, cne
of the two se=nior authors of this study was able to spend
several days examining the impact of those reform efforts and

that is repor—ted on in +he second half of this seétian_

W
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FLORIDA JOB SERVICE

Historically, the Florida State Employment Sfrvice was
not regarded as an especially progressive one, The past
decade has witnessed some major efforts to bring ahut change
in the overall image of the State's employment Service. This
effort appears to be largely the result of twfactors.
First, while Florida has historically been a stat:that has
experienced considerable growth, the past ten to twnty wvears

have been a period of very rapid growth, population expansion
and economic development. Second, the current qwernor of
Florida, Bob Graham, has, during the course ofthe seven
years in which he has held that office, placed muchemphasis
upon encouraging the Employment Service to embhisize both
coordination with other related organizations aniexpanded
outreach.

In order to obtain a clearer understanding of the manner
in which these goals of enhanced coordination and improved
outreach had been carried out and implemented atthe local
level, a series of visits were made to various locil Empley-
ment Service offices in the metropolitan Tampa ara. ‘That
city was chosen both because it is roughly comparable to the

size and also bwause its

(2]

metropolitan Baltimore area i
economic base is among the more diversified of citie of +that
size in the state of Florida with a substantial woring— and

middle-class population involved in industrial tivity.

What follows is a description of the most notable dwracter-



‘isticsof the Florida Jeob Service operation observed in the
course of visiting off=fices and meeting with staff and a
discussion of the mor—e unique coordination and outreach

activities that take pla=mce.

The Job Service inm Florida is one of several operating
divisims of the State's = Department of Employment, Training,
and Laho. Because of the state's size, both in terms of
geograpy and p@pulétic;n =, the Employment Service is organized
into i number of reg:Tions. Each region is headed by a
regionil administrator az_nd it is to this individual that the
heads o the major offics:es within the region report. Each of
the mamgers of the four - major employment service offices in
the for county Tampa- -St. Petersburg region report to the
Region IV manager. In turn, each managetr of the major
officesis likely to haveme the heads of two or three satellite
officesteporting to hima_/her.

Innost instances, &=individual employment service offices
functio independently of other agency offices. This is a
relativwly new developmer=1t, in that, until about five or six
Years #o, most emplossment service offices were co-located
with Unmployment Insurar—ice offices. The movement away from
co-locatlon was -actualBlly initiated by the Unemployment
Insurane division of the= department and was done for two
reasons: firstly, to facilitate the centralization of UI
operatin i'ﬂtf;; a single aoffice for ease of operations in each
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metropolitan area; and, secondly, in order to eliminate the

task of finding increasingly larger office space for the

co-located UI and Employment Service offices. In such

offices as continued to be co-located, however, the two were
maintained as distinct entities, often in separate office

space that was located next door to each other.

The local emplovment service offices that were visited
were, in each instance, found to be located in fairly new and
spacious facilities. The flaarsi were carpeted, with the
quality ranging from acceptable to good. There was enough
space between desks to give individuals sééking assistance a
sense of at least a modest degree éf privacy. The general
ambience was far from luxurious, and much of the office
furniture showed considerable wear and tear; nevertheless,
there was a general aura of neatness, openness, and lightness
that made the physical experience of visiting the office an
acceptably pleasant activity.

One significant factor contributing to the general
pPleasantness of the ambiance of these offices was the level
of autamatian which has been implemented in the Florida
Employment Service offices. While these offices are not,
despite their characterization as such by the office mana-
gers, paperless, most pape records have been eliminated.
Consequently, one does not see the 1ar§e number of file
cabinets and other makeshift record-holding facilities that

one frequently sees in Marvland State Employment Service
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offices. The  absence of such equipment seems toc Faave a more
significant effect than one might expet in mak=ing for an

in the office.

rr

attractive environmen

The computerized record-keeping system that i=s responsi-
ble for this absence of file cases has been in effect in
Florida Employment Service offices for the lasst eighteen
months. The data taken from clients seeking emp . oyment and
employers wishing to list jobs is still taken or=x a printed
form which is fiiled out by an employment ser—vice st'a'ff
member. On the same day that it is taken, however, this data‘
is entered into a statéfwi;ie computer system that i== housed in
the state capital, Tallahassee. 1In order to ensure the
accuracy of the data entry process, the paper fF£orms which
have been completed are kept on file for one weel=, and then
they are discarded. Each night, the dita that is entered
into the system is analyzed at the central ccomputer in
:’I‘allahassee, and the next morning lical offices receive
printouts which match and rank individual cand_idates for
available jobs.

The information in the printout includes sev-e=ral items
of data about the company and the positim that it _4s seeking

£ill, as well as training and work experience records for

o
0

which the compter has ma=tched with
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he job. Staff members then review the informatiom provided

n the

-

printout, double checking in som cases to =nsure the

accuracy of the matching which has occurred. They then seek
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ta contact the indiﬁidgals whose names have been suggested.
In the large majority of cases, the individuals who have been
suggested are not readily reachable by telephone and are
consequently sent a form letter the same day indicating the
availability of the position, and inviting them to contact
the local employment service office to obtain more detailed

information. This letter alse contains the name of the

employer.

Extended Cutreach
A number of initiatives have been undertaker. in the last
several years to expand the outreach of the Florida Job

Service. Many of these involve activities developed as a

consequence of enhanced coordination with other organiza-

tions, and, consequently, will be described in the section
that follows. Among the most notable of these outreach
aetivities has been the opening of a number of small satel-
lite. offices which are operated under the jurisdiction of
each of the major local offices. Qther activities have
involved the undertaking of significant public relations
initiatives designed to call greater public attention to the
operation of the Job Service.

Certainly, the most significant effort that expanded
outreach for the Job Service in Florida has involved is the
policy of opening small, neighborhood-based satellite
offices. Thus, for example, the mid-town Tampa office of the
Job Service, which is roughly equivalent for that citg to the
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Eutaw Street office of the Maryland State Employment Service,
has three satellite offices, with plans underway £for a

fourth. These satellite offices have from three to ten

individuals staffing them. The largest is almast entirely

sponsored by the local service delivery area (SDA). Space 1is
provided by the local PIC and the staff members who operate

it are funded through a subcontract with the local SDA.
Another of the satellite offices operates out of space which
has been provided to the Employment Service by local govern=
ment.

Other forms of outreach have been develnped in addition
to the satellite offices. For example, each of the city's
two large vocational training institutions have had an
employment service staff member outposted to them on a
permanent basis to provide various Job Service activities
Mechanized outreach, in the form of a client-operated

computer terminal, provides both general career information,

as well as access to non-employer identified job listings and

have been set up in the 1local niversity and community
college.

The two primary public relations activities that have
been enéaged in by the Job Service involved Employment Week
and the Professional Placement Network. Employment Week is
an annual event which is sponsored jointly by the Job
Service, the Chamber of Commerce, and the PIC. Employment

Week invelves the carrying out of a concentrated set of
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activities during one single week of the summer designed to
attract attention to the Job Service and the services that it

provides to individuals. It involves activities ranging
from the issuance of a proclamation by the mayor to the
carrying out of job fairs, the presentation of rublic
interest television spots, and the provision in the media of
public interest stories. The Professional Placement Network

is an experimental program in which local job service offices
have begun to collect the resumes of professionals seeking
employment. Each month a newsletter is sent to 2,000 local
businesses which includes condensed sample resumes of these
professionals who hav. registered with the Job Service.
These employers are also sent a monthly bulletin which is

produced jointly by the Emgléyment Service and the local

service delivery area which talks about major developments

involving the area, employer needs, and Job Service activi-
ties.

A final outreach activity being carried out by the Job
Service involved the development of the "account executive"
system - a regular employment service staff person who has

been given the special task working only on the needs of a

specifically designated group of employers who are heavy

‘H\

users of the local Job Service fie These "account

executives" become familiar with each of the companies for
whom they have responsibility and, as a résﬁlt, are better

able to assist these companies in finding employment service
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clients to meet exactly the specifie skill needs of the

company in question.

oordination Activities

Each of the Job Service offices visited engaged in
fairly extensive networking of coordinated activities with
other local public and private organizations. These activi-
ties resulted 1in joint program efforts with the State
Corrections Department, local governments, local aging
agency, and the American Association of Retired People. The
primary focus of the coordination activities carried out by
these employment service offices, however, was the local
service delivery area and PIC. These efforts took a variety
of forms ranging from collaborative planning efforts and
regular meetings, to formal contractual arrangements.
Planning activitiés focused primarily around the development
of the annual plan that is produced by each 1@;aL;JGb Service
office. While the plan is an internally developed document,

considerable consultation with PIC members and SDA staff

occurs in its preparation. 1In addition, it is required that,
before the plan is submitted by the local office to the
regional administrator, it must be signed off by the major of
the city as well as several PIC members. One page of the
plan is specifically designated as a rlace where the com-
ments, suggestions, and criticisms of the individuals who
have signed off are to be included as the plan is sent
f;rward to the regional and state administrators. In
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additicn to that, coordination takes place throughout the
planning process, and there 4is, at a minimum, a monthly
meeting between the heads of the regions' SDAs and the
employment service regional administrator.

Each local Job Service office seems to be involved in a
number of coordinative activities which have resulted in
their having on site additional staff who are funded by other
organizations. In a Job Service office in an area where
there is a high concentration of senior citizens, for
example, there is one half-time staff member funded by the
American Association of Retired Persons, and another half-
time staff member funded by the County Aging Office who are
specialists in the employment needs of senior citizens. As
has been noted above, the largest satellite office of Tampa
Employment Service office is co-located in the offices of the
Tampa PIC in downtown Tampa, and is staffed by ten individu-
als who are funded out of a contract between the PIC and the
Employment Service. In addition to providing local employ-
ment service activities in that particular office, these
individuals also have the responsibility for developing
all the on-the-job training activities that are undertaken by
the Tampa SDA. Other staff in local ¢government service
offices are funded through the WIN program to provide
services to AFDC recipients and by the state correction

agency to provide services to parolees.
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GREAT BRITAIN
The services that are provided for jointly by the

U.S. Department of Labor and individual state employment and

training agencies in cooperation with local service delivery

i1

areas are, in Great Britain, administered by the Manpower
Services Commission (MSC). The MSC was created in Great
Britain about eight years ago as part of an effort to reform
the administration of the nation's employment and labor
services by lessening somewhat Civil Service control and
bringing a greater degree of private sector involvement into
the shaping of policy £for these services. This was accom-
plished by transferring responsibility for the agencyv that
provides and manages such services from a cabinet secretary

to a commission composed of high ranking, private sector

ment program administered by government emplovees, the MSC
provided a vehicle for having a high degree of private sector
involvement in the shaping of the broad policies which the
government pursued in areas of employment, training, unem-
pPloyment insurance, and the like.

The employment service, as it operated in great Britain
prior to the establishment of the MSC, looked remarkably like
the employment service as it currently operates in the State

of Maryland. This was especially +true in terms of the

physical appearance of the employment service. Most employ

ment service offices in the United Kingdom were co-located
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with the Unemployment Insurance offices, most often being
housed in old and dreary locking facilities. Moreover, the
employment service function was frequently dominated by the

Unemployment Insurance activity. Consegquently, many Britons

looked upon the country's employment service as simply an
organization with which vyou had to deal while Yyou were
receiving your unemployment checks.

In order to improve the image of the employment service,
the MSC undertook a number of actions. The first of these
was physically to separate the unemployvment insurance offices
from the employment service offices. As this was being
‘carried out, the unemployment insurance offices were being
centralized so that even large cities would generally have
only a single unemployment insurance office. At the same
time, the employment service offices were being greatly
decentralized. Thus, for example, in the case of +the
nation's largest city, London, where there had been a half
dozen employment service offices, the number of offices was

t

expanded to nearly 40. At the same time that the number of

officas were being expanded significantly, the actual
fucntions to be carried out in these individual offices were,
in fact, reduced. Two major areas in which the activities of
the local employment service offices were reduced involved
first the function of taking 3job orders and second, the

distribution of information to clients about new job orders.

The latter was dealt with by structuring the employment
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service functions in such a way that all job orders would be

Placed at one of two central locations within the city of

London.

In so far as 1its Job Service activities, the Manpower

Services Commission followed two complimentary Strategies.
First, it decided to move to the simplest form of labor
exchange services, and second, it committed itself to
upgrading dramatically the number and gquality of offices
available to potential c¢lients. The former was done by
eliminating the prior requirement that information about
clients be recorded and kept on file for subseguent matching
of individuals and jobs. As conceived and implemented by the
individuals who were seeking jobs came to find out informa-
tion about those jobs. No 1longer would the staff at the
Employment Service seek out individuals to £ill jobs.

The second policy change involved the vast expansion of
the number of Job Service offices along with the coinci-
dent sigﬁificant reduction in the size of the staff sta-
tioned at these offices and the equally significant upgrading
of the quality of the facilities. A lively, uniform color
scheme was adopted for all offices, modern furniture ac-

quired, and central main street office locations were chosen.



Part, VIII

Organization and Policy Recommendations

for the Maryland State Job Service

Writing the recommendatinns section for a report of this
sort is, in a sense, a very pleasant experience for external
consultants. Unlike agency administrators, external consul-
tants are not bound by State personnel systems, extant

leases, and tight budgets. Rather, external consultants can

(1]

be guided by their own personal vision of what represents th

n

best of all possible arrangements. Nevertheless,; regardles

m

of how good the recommendations, the Maryland Job Servic
cannot be taken apart and gut back together again in such a
way as to make everything possible all at once.

The result of this is that some of the recommendations
made here are much more likely to be rapidly implemented than
others. In part, this is because some recommendations
involve program changes that everyone agrees are needed
immediately. 1In other cases, recommendations will reqguire a
long time and much effort to implement, In some instances,
events over which agency heads and program managers have no
control will either make change iﬁevitablé or preclude rapid

ovement in one or another direction.

=]

m

The difficulty and complexity of implementing th

recommendations of a study of this type are readily evident

by looking at the results of a similar effort that took place
almost twenty years ago at the Federal level. 1In 1966, the
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current Secretary of State George C. Schultz, then the Dean
of the Graduate School of Business &t the University of
Chicago, chaired a U.S. Department of Labor Advisory Panel
on the future of the Employment Service. The first two
recommendations of this study represent quite different and,

in a sense, almost typical cases in point insofar as success

in implementation. The £first recommendation has been
partially implemented through various means. The second
Schultz recommendation was not implemented in Maryland and
certainly bears a striking resemblance to the first recommen-
dation of this report. The two recommendations were:
Recommendation 1. The mission of the Service
should be clarified by revision of the Wagner-
Peyser Act to emphasize its role as a comprehensive
manpower service agency rather than just a labor
exchange.
Recommendation 2. parate the Emplovment Service

Se
from the Unemployment Insurance Service at all
of

levels as a means strengthening administration;

remove the stigma of "the unemployment office;" and

establish the Service as an agency with a positive

mission.

We are aware that some of the recommendations which
follow may be a bit controversial; others less so. In each
case, however, they represent the best judgment of the
research staff. We are also aware that the LCepartment of

Employment and Training has already begun to implement
several of the recommendations that follow. In certain
instances, the Department had begun to do so simultaneously
with the commissioning of this study. In others, the need
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to take action became evident as the study progressed. we
vigorously applaud the Department for the actions that it has
already taken, and encourage them to consider the implementa-

tion of all of the proposals which follow.

1. Separate the Job Service from UI Operations. In order

to give the Job Service greater visibility and a more
positive image in the eyes of employers, the agency should be
administered separately from the Unemployment Insurance
Program. This separation should be both physical {separate

offices) and organizational (separate line of command) .

2. Break up large centralized offices. As rapidly as

possible, the 1large offices, especially those found in the
Baltimore metropolitan area, should be replaced by several
smaller, more conveniently located and more per=sconalized
offices. These offices should be located where they are more
easily accessible to employers and job seekers alike. The
optimal locations will be in the heart of the community that
the office is designed to serve, in a highly visible loca-

and readily accessible to both walk-in and drive-in

lent and

-

modern office furniture (especially in areas of c

employer contact), regularly painting offices in non-institu-

1]

tional colors, and the carrying out of any other step



necessary to make offices more attractive to employers and

applicants.

4. Prioritize agency missions and align staffing according-

ly. The missions of the Job Service should be stated clearly
and in priority order, with the labor exchange function as
the top priority. Staffing should correspond to this priori=

tization.

5. Develop improved and upgraded career ladders, with

Salaries commens urate with other state jobs. The Job Service

loses many able employees who begin their careers in State

ment within it are not readily evident.

6. Continue to upgrade training. This should be an

especially high priority for interviewers and counselors.
Require all new interviewers and counselors to attend
training within six months of being hired, with regularly-

scheduled retraining required in subsequent vears.

cific industries

Train Employer Representatives in marketing

techniques and have them learn in depth the skill needs of

the employers to whom they are assigned.

_that originates at the




9. Provide more clerical support with automated fur

10. Run offices by appointment. Handle "walk-ins" to the

extent that it is feasible to do so with immediate assessment

of job-ready status and assign to a subsequent appointment

time.

clients to see. An

11.

attractive job board can serve as a useful focus of interest
and attention for job seekers as well as providing an
important scurce of information and learning about job

opportunities.

to clients. Use

12. Take steps to personalize service

names, not numbers, or hoth but never numbers alone.

jobs to be posted in job bank within two

hours of recei

14. Continue to implement and expand automated Job Search.

in DOT coding _for those

15,

required to use it.

16. Follow-up on placements one month later to determine

whether client is working out. Record and analyze results of

follow-ups to provide information on where improvements are
needed. This follow-up could be made the responsibility of

thg Employment Reps.

l1ie
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17. Applicants not placed should

to determine their status. Those who have found jobs should

be removed from the applicant rolls.

18. Divide the caselocad of

than have each staff per

_as the minimum

educational requirement for the position of E.S. Interviewer.

20. Develop a more uniform and lively color scheme for Job

Service office decor.

2l. Develop a series of brochures that are visually lively

and simpl written that

describe the services provided by the Job Service. A

separate series should be developed for applicants and

emplovers.

This would mean +that all aff would be versed in some

minimal vocational counseling techniques.

_that Job Service check work histories and

licants before recommending them for




24. Allow State offices tc

—

staff members. This might be accomplished by mandating a
specified period of time for use of prior merit listings,
after which jobs become '"public domain" and available for

referral through Job Service.

ment and Training sends quarterly mailings to each of the

Stace's employers to notify them of their Unemployment
Insurance tax bill. Such mailings could serve as a very
useful vehicle for the dissemination of information about the

Job Service.

26. Increase the level of professional training for all

individuals holding counselor positions. Currently, there

appears to be much variation in the level of background and
professional training possessed by individuals who hold
counselor-type positions in the Employment S e. Numerous
people in these positions have moved up through experience
gained at lower level positions. In a number of cases it

appears that these individuals had never received formal

training in areas like test administration, interpretation,
vocational counseling and the like. The Department should
make a special effort to provide both an in-service training

program for individuals currently in these positions and to
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ensure that staff who subsequently moved into these positions

ad the appropriate prior professional training.

e
a
<
o
fa g

tricter standards of selection should be enforced in

I
~J
U

people to the position of Employment Service

Currently, it appears that virtually all
individuals who have served as Employment Service Trainees

for up to three years are automatically promoted to the
position of Employment Service Specialist. Effective
interviewing requires interpersonal skills, which not all
People may possess. An effective interviewer can facilitate
working with a client in the same way that an effective one

can greatly complicate the process of meeting the clients'

report compilation should be rewritten in such a fashion as

to make them less complex al

be greatly improved by providing both more detail and

baj
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Presenting the informatio

29. Steps need to be taken to increase the clarity of

communication about Job Service activity. There are many

highly specialized, and sometimes quite - obscure, terms,
concepts and acronyms that are used by various of the staff
of the Job Service. This can make it very difficult for both

mployers and job seekers as well as new staff members at the

M
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Job Service. Thea developm=ent of a lexicon of Job Service
terminlogy, as wwell as a I brief descriptive overview of its

activities would be a usez ful step in dealing with this

problen.

curr—ent efforte=s <. improve the salaries of Job

__those in managerial level

has taken a significant step in

this direction wit h its most recent pay raises, but there is
still improvement. needed Ein order to make Job Service
salaries competit ive with those of comparable 3jobs with
comparable regpons.ibilities. This is especially true in the

area of managerial level posiZ tions.
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Use of Private Employment Agencies

by AFDC/WIN Programs
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Use of Private Employment Agencies
By AFDC/WIN Programs
The 1983 amendments to the Wagner-Peyser specifically
removed the prohibition on the use of private employment

agencies for the placement of registrants at public employ-

ment services. As of yet, no state has entered into a formal
arrangement with private employment agencies to provide
assistance in the placement of employment service regi-
strants. Maryland is currently considering entering into
such an arrangement and, as a conseqguence, research staff
undertook brief efforts to determine if there were any extant
programs that might provide analagous information about the

way in which such an arrangement might work.

Presently, two states, Pennsylvania and Texas, are usinc
pPrivate employment agencies to some extent to find amployment
opportunities for welfare recipients. Both of these efforts
are WIN demonstrations operated by the State Welfare depart-
ments. These 'prcgrams are generally similar, with the most
significant similarity being that both programs use a voucher
system to pay for persons placed in employment.

Pennsylvania

In Pennsylvania, payment is made to either private

gencies (by voucher) or to the state employment agency (by

1]

contract for a fixed amount) for the placement of welfare

recipients in jobs. The Pennsylvania Department of Public



Welfare's program of paying private emplyment dc=encies to
Place welfare recipients in paid emplowymet begar=~ in 1979,
and now 1is funded annuallyat the level o $1 mill _ion. The
program, called the "Private EmplovIment Agency— Voucher
Program," 1is somewhat controversial, ardl there appe=ars to be
some significant administrative problems in the= program
management. The program began initi=lly as a w—ay to get
General Assistance (GA) recipients; off the welfare rolls and
into paid employment, and the $1 millionwas all f rom State
funds. It is now all or prtially comssidered a W "IN demon-
stration project, so some of the fundss, pssibly —up to 90%
are now Federal. The progam, while initially —for state
General Assistance recipiets, now L= also for AFDC re-
¢cipients.

Welfare applicants, at the time of applica®=ion, are
immediately referred +to thestate emplo<rment service= (Office
of Employment Security, OES), wvhich is gi-<enl5 dayss to find
the person employment. If OES does notplace tbEme person
within 15 days, the personis referred bak to the welfare
department for either directplacement, or given a vcoucher to
use at a private employment agency. OESsSny, at the same
time, continue to seek employment for this peirsan, but they
no longer have the sole rights to secure a placement. .

The voucher to the privite agency i s god for 30 days.

The limit 1is necessary asthe Departmernths limit—ed funds

lg,lj



(i.e., $1 million statewide) for thisprog—am and cannot have
unlimited vouchers outstanding. The preogram, while state-
wide, makes the greatest number of pliemer—ts in Philadelphia
and Allegheny counties. At the Iginni_ng of the program,
there was a placement success rate of 56%. The success rate
has risen to 67% for the PEP program Suc=cess is defined as
a job lasting at least 10 consecutiveweks=z. The Federal GAO
is rpresently conducting an audit of the - program in Pitts-

s reputed

burgh. It has been unofficially reboted t__hat it
to have found that about 70% to 80% of the ~private employment
agency placements are not in the plactment —pool of the state
job serwvice. This is seen by +the Derpartment of Public
Welfare as a significant finding whith shesows that there is
not duplication of effort in using thepriv==ate agencies.
There were approximately 2000 place=ments through the
private employment agencies in Penngjlvani== in FY '85. The
payment to the private agencies is mde —on a case by case
basis and the job must be for 30 o more= hours per week.
There is some debate now within the twelfare department on how

to set the fee schedule for the printe agencies. It is

ul}

currently at a flat rate, although only a ——ercentage is paid
if the person works less than 10 conswutiv=e weeks. Only a
small percentage of the employment agercies in the state make
10 or more placements in a year. The perce=ntage now is 10%

of gross actually earned to date if the per—son quits in less



than 10 weeks. If the person works 10 consecutive weeks, the
private agemcy receives $1000. State welfare administrators
feel that there has been some abuse by private agencies and
the rules have been changed to guard against them. One
program adsministrator with experience with the program
conmented thiat it does have a legitimate role in the place-
ment of welEare clients, but that it needs to be closely
mnitored amd administered.

The Texzas program is smaller than than in Pennsylvania.
Unlike Pennsylvania, clients are not sent first to the State
Erployment  Service and applicants do not have concurrent
listings with more than one placement source. Applicants are
listed either with tihe welfare department, a private employ-

ment agency, or ith the State Employment Service. The

anunt of the voucher, as in Pennsylvania, is dependent upon
how long the placement lasts, but the amount is computed in a
different fashion. Private agencies receive $100 for the
plicement, and $4.50 each day that the person remains
employed, up to 90 days or a maximum of $550.

Program Constraints

There are two constraints which limit the activities of
these programs. First, both the Texas and Pennsylvania
programs operate with fixed sums of money, which limits the

number of placements that can be made. Second, there is the



issue of who will pay— for the placement. The kinds of
pPlacements that are likel—¥ to be made through these programs

n

11

are those called APF (Ap—Dlicant Pays Fee). Most jobs ar
the category EPF (Emplo—ver Pays Fee),. According to the
amendments to the Wagne=r-Peyser Act, priwvate employment

agencies can by reimbuz—rsed for placement of eclients by

government funds only if *=he client is not ch&rged a fee.



Appendix B

Sample of Employer Questionnaire
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CODE #_ _

Date . —
EMPLOYER QUESTIONNAIRE

1. Istils company part of = 3 larger organizatien? _ YES . ]

Iiys, what organizapic_an and where is its heme office loecaced?

— ~ —— - _— —_— - — -

2. Plesse (CIRCLE BELOW) tEf he industry type which besc idencifias your company's Dylury

busiess incereses:
AGRIILTURE, FISHING, FCSORESTRY WHOLESALE TRADE

MINING : RETAIL TRADE

CONSTRUCTION FINANCE, INSURANCE, REAL e
MANIRCTURING SERVICES

TRAVPORTATION, COMMUNICT—ATIONS, GOVERNMENT/PUBLIC AEHIN‘I§EEATIQN
UTNITIES

3. Appuximately how long hemmas your gémpany been at this location?

— — — N . : e e

4, What {s the approximate = aize of the total workforee (including managers, admyrguiters,

ete,) located at this fio-c Ev?
te,) located a his fim-eilicy — B e PN

5. What s the approximate Ex Percentage of employees who are classified as
0% 0-25 25-50 50-75 75-100

PROFSSTONALS
TECHICAL, =——e y - _ -
MANAGERIAL - - -
CLERIMAL B _
SKILUR T , - - o )
SEMI-$ILLED ' ) i ) —
UNSKIULED ] i - ] _ )

OTHER (SPECIFY) — _ — —

&, Do ywanticipace that yoweur company will be changing its number of employees gt £

sitediring the next ymgzr--—7
s No ____DON'T ®ow

7. Has th numbar of emplayemsas ¢ your company changed significantly within che Laag pr?
1Es NO _____DON'T xyow

L+

If theanswer to questlofimes 6 or 7 was ves, please indicate briefly the regsans =

extentof, and 1likely duraz=acion of the changes .

ERIC
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9. Whicn Job Service office would your company be mst likely t. o use to list vacanclss?
/Don't Knew

(CIRCLE DON'T KNOW IF APPROPRIAIE)

1q. Would you find it usaful if there vas a job semice offica le—ocated claser to your wompuy!
__YEs ____No _E=DO0N'T KNoW

11, Has your company listed vancancies with the Maryland State E=—aployment Service
(Job Service/Job Bank) within the last two (2) jears?

_YES _____No DOOoN'T Know
If NO: Why mot? _ — — — —— _— — — S
7,,, e - - N R
— - . o e _ _

A. Please indicate the approximate noumbsr of the following § ob types that you have

lisced with the State Employment Service (Job Service/Job-» Bank) during the past
two vears:

PROFESSIONAL, EIC, o PROCESSIN=G -
CLERICAL o MACHINE T—=ADES j

SALES - ) BENCHWORK - _

DOMESTIC STRUCTURATT. WORKER

OTHER SEHRVICE TRANSPORT e ATION o

FARM, FORESTRY ) MATERIALS HANDLER

OTHER (SPECIFY) ____ i} . . — —

B. Of those vancancies that your company listed with the jab service, what salary
level would you say was most common?

MINIMUM WAGE i $6.00 - $&3.00 _
$3.50 - $4.00 $8.00 - $EZ.0.00
§4.50 - $5.50 §10.00 & ®SBOVE = __

DON'T KNOW=

C. How often would you say that your company has used the Job=ms Service to help f£ill
vacant positiona?

) ONCE A YEAR _ AT L_EAST ONCE A MONTH
—_ 2 - 10 TIMES A YEAR _____ MORE— FREQUENTLY THaN ONCE

A MEZONTH

D. 1Is your companv's use of the Job Sarvice:
EVENLY SPACED THROUGHOUT THE YEAR
SPORADIC WITH NO PARTICULAR PATTERN
SEASONALLY DETERMINED -
DETERMINED BY CONTRACTUAL AGREEMENTS

|

E. When your company repreaentative contracted the Job Setvites= offics, was he/ghe dble
to place the job order promocly!
__YEs HO ____Dod T TT ENOW

132
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F. When Ye=suT wmany called the Job Serviee of=—Fice, was your representative

| —

ERIC

Aruitoxt provided by Eic:

to ape===ak wilhthe same individual each tige—2

____NOo __DON'T Kooy

. Would I=Z¢ bellpful to you if YOUTr company wras able to speak tothe same

dividisss 1 wuhtime?
. YE—3 NO DON'T KNV

. Wy d4d_. youuwe the Job Service to list vaca=ncies in your compary? ___

able

in-

e e T — = = = = - —_— = — ——

b Tl T W SU—

. ¥s o Joplrvice office able to help you €111 your vacancies!

o YE_S _No DON'T KNOH

Nd youz—e commy adivise the Job Service of TExires from referrals from the
Job SeTw=mzicem ffica?

YEs= NO _____DON'T KN

ire you plamiig to use the Job Service adgaic= within the next year?
. ~ NO B DOR'T KNov
IFNO: Fhy m! __

local

R i ST — ——— - s — - = - i —

e e — — = = — = — —

Mich o¢ cupating would your company be mosf -~rilling to list with the Job
tffice?

Service

e e — - — e — i — —

fhieh oee=—tupatims would your company absoluce 3y not be willing to list wit¥x the

Ib ServisE ca Z

e i —— — - - I _

Wy

e —— s —— = - — —
e g — - — — —
e . - —— - —

bk
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12,

PLACEMENT ACTIVITIES ONLY ;

The Maryland State Employment Service provides a variety of services designed to assisc the

empleyer, Please indicate on the following list: a) thos activities you know aboue ;
b) those activities you have actually used or requestsd; c) those yowrT company has fcxund
useful and effective for your purposes; and d) those your company has not found to be
effeccive.

a) HAVE b) HAVE ¢) ARE d) NoT
KNOWLEDGE USED EFFECTIVE EFFECTIVE

TESTING (VOCATIONAL APTITUDE) - i _ _
JOB DEVELOPMENT _ .
ON-SITE PLACEMENT . _ . -
JOB OFFICE PLACEMENT I . —_ I
JOB FIND CLUB - _ , _ —
TARGETED JOBS TAX CREDIT (TJIC) o i _ i -
TRAINING

ON-THE=JOB (0JT) — - —— I

EMERGENCY VETIERANS (EVJTA) R - _ _

OTHER TRAINING _ .
JSEC COMMITTEE _ o _
COUNSELING _ .

OTHER (SPECIFY)_ , . —_—

14,

16.

17.

18,

19.

O

ERIC

Aruitoxt provided by Eic:

In general, would you rate the Maryland Stace Employment Service as being (Circle One ) :

VERY EFFECTIVE EFFECTIVE ADEQUATE INADEQUATE DON'T KZoW

Please indicate what your cempany considers disappointing in its use of the State Esp loyment Servi

Please indicate what your company considers plusses in itsuse of the State Employment Service,

What suggestions would your ceompany make to the State Employment Servfce that would memke it
more attractive for employers to utilize its serviea? _ .

Do you think It would be advisable to physically separats the Job Ser=—ice office from the
Unemployment Insurance office? ____ ¥ES o L DON'T ENOW

Is your company a member of the local Job Serwviece Employer Committee L JSEC)T
_YES __No _NEVER HEARD OF IT _____ DON'T KNOW

Is your company & member of the area Private Industry Council (P1C)?
YES ____No NEVER HEARD OF 1T DON' KNOW
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20. Has your company been invelved in any Ctraining programs initiated under the Job Training
Parenership Act (JTPA) programs?
YES __NO ___NEVER HEARD OF IT ) _DON'T KNow

21. VUsaing the follewing acale, please rate the following training aeccivities as to their
effectiveness based on your company’s experience.

1. DON'T KNOW

. POOR

. ADEQUATE

. EFFECTIVE

s VERY EFFECTIVE

LTI - N

TRAINING ACTIVITIES THROUGH JOB TRAINING PARTNERSHIP ACT (JTPA)

VOCATIONAL EDUCATION IN THE PUBLIC SCHOOLS

__GOVERNMENT FUNDING OF ON-THE-JOB TRAINING OF NEW EMPLOYEES
_COMMUNITY COLLEGE TRAINING (OTHER THAN THROUGH JIPA)

_TRAINING UNDER FORMER CETA ACTIVITIES
_PRIVATE TRAINING SCHOOLS

|

__TRAINING PROVIDED BY YOUR OWN COMPANY FOR CURRENT EMPLOYEES
OTHER ( PLEASE SPECIFY )__ —

23. Do you feel there iz a need for expanded public sector training activitias?
___YES NO ) MAYBE DON'T KNOW

24. Which, 1f any, of the training activities listed in question 22 would you like to see expanded
and why? _ B _ _ B _ _

25. Which of the following groups do yeu believe can benefit frem expanded public sector traiaing
activities? (CHECK ALL APPLICABLE CATEGORIES)
CURRENT EMPLOYEES OF YOUR COMPANY
NEW EMPLOYEES OF YOUR COMPANY
LAID OFF EMPLOYEES FROM YOUR OWN COMPANY
LAID OFF EMPLOYEES FROM OTHER COMPANTES (RELATED INDOSTRY)

__LAID OFF EMPLOYEES FROM OTHER COMPANIES (UNRELATED INDUSTRY)
__DISADVANTAGED FOPULATIONS
YOUTH

26. What would you recommend to other employers about uging the Maryland State Employment Service?

—___RECOMMEND WITHOUT RESERVATION
____RECOMMEND

RECOMMEND WITH RESERVATION
_WOULD NOT RECOMMEND

Please explain your choice: - — . _ - -

[
(o1 ]

ERIC

Aruitoxt provided by Eic:



Da you have any additional comments or suggestions concerning things that can be done to improve
the aervices that the Marvland State Emplovment Servics provides to employers and job seekers?

the business climate in the State of Maryland? (Circle One)
FAIR POOR DON'T EKNow

How would you rate
EXCELLENT GooD

Do you have any additional comments concerning things that the Department of Employment and Train
might do to improve the business elimate in the State of Maryland?

Do you have any additional comments concerming things that the State of Maryland might do te
improve the business climate in this state?

Thank you for yvour assiscance.

The following information is optional.

Ticle or Position of person answering the questionnalre: __ ] - e

Name of Company . ;
Company Address _ _ . _ - —

Please Return to:

Please

ERIC

Aruitoxt provided by Eic:

Dr. Allen Rosenbaum

HMIPAR

University of Maryland Baltimore
Catonsville, MD 21228

County

check here 1f you wish a copy of the final report.

[
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O

ERIC

Aruitoxt provided by Eic:

CLIENT IDENTIFICATION NO.____
TIME BEGUN:____ _ . DATF_____

How did you hear about ine Stace Employment Service or the Job Service?

Was

it from (may sav "ves"” to more than 1 choice):
friends

unemployment insurance péfssnne}

family members

knew about it

advertisements

didn't know

did you register with the Job Serviece? Was it because (READ CHOICES)
it was required by unemplovment insurance personnel

it was recommended by someone

it was free

you wanted to use a special program of the Job Service such as
counseling, veterans placement, or testing

your wife or husband teld you to go there

it was recommended by your last emplover

other (specify)

don't know/can't remember

1-2 weeks 6. 3=4 months

3-4 weeks 7. 4-6 months

5-6 weeks 8. over 6 months

6~8 weeks 9. don't know/not sure

over 8 wegks 10. don't remember
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4, Did you register before your unemployment imsurance benefits ram out?
l. vyes
2. no

3. don't know

4. mnot applicable

5. How long have you been registerad with the Job Service?
2. 4-6 weeks
3. 6-8 weeks
4, 2-4 months
5. 4-=6 months
6. over 6 months

7. don't know/not sure

We are interested in how you were treated at the Job Service office you went

to, and the way you were able to make use of the services of the Employmernt
L4
office.

7. Were you seen promptly when vou went to the Job Service office?

1. yes (IF YES: GO TO #9 )
2. no (IF NOT:. CONTINUE)

3. don't remember

8. How long did you have to wait?

1. 20-30 minutes

4, over 2 hours

5. don't remember
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9. Were therez a lot of people waiting to see interviewers at the Job Service
office when you went?
l. vyes
2. no

3. don't remember
10. About how meny would you say there wers~-at least the first time?

1l. How often did you go to the Job Service office in the last 9 months?
1. once 5. not sure/don't remember

2. twice

3. 3=4 times

4. 5 or more times

12. 1If you didn't go in again after the first time, did you call the office
to ask about jobs after you had registered?
1. vyes (IF YES: CONTINUE) 3. don't remember

2. no (IF NO: GO TO #14)

13. About how often do you remember calling?

1. once (IF ANSWER TO 13 IS "ONCE" OR "TWICE" THEN CONTINUE)
2. twice
«3. 3=4 times (IF ANSWER TO 13 IS OTHFR THAN "3" OR "2 THEN GO TO 15)

4. over 4 times
5. don't know

6. not applicable (G0 TO 15)
7. no answer (GO TO 15)
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l4. Why didn't you go in again or call again?

15. Were vou given referrals by the Job Service to go for intarviews or to
come to the Job Service office for intervievs? (fi1l cut applications)
l. yes (IF YES CONTINUE)

2. no {IF NO: SKIP TO # 21 )

16. How many times did the Job Service send you on interviews during the last year?
1. once 6. Don't remember

2. rwice 7. skip

3. 3-4 times

17. Were these interviews for jobs you would have liked to have had? Explain.
1. yes 3. don't remember

2. no 4. skip

18. Were these interviews for jobs which seemed appropriate for you? Explain.

1. vyes 3. don't remember
- b
2. mo 4. skip
19. How many of these interview referrals did you acrually go tco? -

(IF ANSWER IS DON'T KNOW USE THE # 99)

20. PHov many of these interviews were held at the Job Service office i{itself”

(IF THE ANSWER IS DON'T KNOW USE THE #99)
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21. What type of jeb were you looking for when you registered with the Job Service?

I am going to read a list of job types. Tell me which of these it is. (READ TITLF)

1. professional, technical, managerial B8. machine trades

2. eclerical 9. benchwork

3. sales 10. structural =2fke:

4. domestic 11. motor, freiz~. sransportation
5. other EEfT;:e worker 12. vpackage, mzrzerials handler

6. farm, forestry, fishery 13. other (specify if ean)

7. processin 14. any

[

s the job you had before

1}

22. Was the job you were looking for the same type
vou became unemploved?

1. vyes (IF YES: GO TO # 26)

2. no (IF NO: CONTINUE)

3. both (CLIFNT COULD WANT BOTH NEW TYPE OR OLD TYPE JOB - CONTINUF)

23. WYhat was the last job you had before coming te the Job Service? (READ LIST FROM #21)

24. Why did you register for a different type of job?___ = rﬂ,,

25. Had you had any specific training that will help you perform this different

(REMEMBER TRAINING PROGRAM OUESTIONS AT END OF OUESTIONNAIRE)

ny types of jobs in addition to the one you had had

L
m
|
[y
o
'
W

26. Did you regis

before, or other than vour first choice?

0
(IF NO: GO TO #29)

*
a

O
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27. What were your other job choices? (RFAD LIST FROM #21)

28. Had you had any training in any of these other jeb types?
1l. yes (IF YES: GO TO # AND THFEN RETURN TO #29)

2. mno

29, VWhen vou talked with an interviewer at the Job Service office, what kinds

of jobs did the Service have to offer to you? Did they seem to be:

1. mostly professional and managerial 8. mostly machine trades

2. mostlv elerieal 9. mostly benchwork

3. mostly sales : 10. mostly structural worker

4. mostly domestic 1l. mostly moter, freight, transportation
5. mostly service worker 12. moscly package, materials handler

6. mostly farm, forestry or fishery 13. mostly other types (specify if cam)
7. mostly processing . 14. shown only what I asked for

30. What were the salaries like for the jobs that the Serviee had or offered to you?

Were they:

1. minimum wage jobs (3.65/hr) 5. don't know
2. around S84 to 55/hour 6. varied
3. around $6 to 58/hour 7. not applicable/no jobs offered

4. more than $8/hour

31. Was this vage, _________ (USE ABOVE ANSVFR IN BLANK) acceptable to vou?
l. vyes
2. no
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3z.

33.

34.

=7-

Why do you think that employers list Jobs with the Job Service:

(IF THE RESPONSE IS"DON'T KNOW" TFEN ASK:)

Do you ;hink that employers list jobs with the Job Service
1. Only when they are minimm wage jobs

2. Only when they must berause of the law

3. Only when they can't find anybody any other wvay

4. Only when the company doesn't have a personnel office
5. Only when the company has a nom-union job te offer

6. Only when it is a low level, entry job

7- Other (specify)

How do yeu think that the Job Service could get employvers to list more

jobs with the Job Service? (open ended response)__ - . _

Did the people at the Job Service office tell you about other services that
‘they had to help you locate a job? I am going to read you a list of
different services that the Job Service has and I want vou to tell me if

they were mencioned to you.



1.

( IF YFS TO "C" THMEN ASK

36. PHave

ERIC

Aruitoxt provided by Eic:

vocational counseling
vocational testing

training programs #*

Job Finders Cluk

veterans prooram

National Job Bank/interstate

job service listings (microfiche) _

employver recruitment davs

you used the Job Servics for
Placement? I will read vou s
u and would like for you tn tell me if.

if you used it, was ir a haloful service

relocation assistance
Veterans programs

National Job Rank/interstate

Job Servicze listings/microfich

employer recruitment days

USFD

OUFSTIONS ABOUT TRAINING PRORPAME AT

FND OF

you used them, did not use them,

OUESTIONNAIRE)

anv services other than to register

list of the services that they ean give



]~

37. I would 1ile to read you a list of personal characteriscics t

o
]
'
]
1]
o]
r
fd

describe people. T would like to know if the people you talked

used to
with at the Job Service office did eor did not have these characteristics,
7 nin DID NOT

1. friendlv — _ -

2. angry —_— _—

3. helpful —_— —_——

4. eold — —

5. interestad in you — ——

6. bored — —

7. able to answer quastions —_— _—

8. well-mannered —_— —_—

38. Did the People you talked with appear to be what you would call a

"competent professional™, someone who knew his job and did it well?

l. ves
2. no
3. soume yes, some no

4. no opinion

39. Fow would you rate the Job Service in its ability to find you a job?
(ON A SCALE FROM 1 TO 5 WITF 5 AS WIGH ARILITY) __ _ _ )

40. When you firse went to (were referred to) the Job Service, how likelv did

you think it was thatr they would help you find a job?

5 4 3 2 1
very sort of not at all sure probably very
n= opinion unlikely unlikelv
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41.

42.

4a.

45.

47.

=10=

Would you refer someone with your employment background, or with your

kind of education and skills to the Job Service?

1. vyes
2. no

3. with reservations

Are you now employed?
1. yes (IF'YES: CONTINUE)

2. no (IF NO: SKIP TO #61 )

(EMPLOYED SECTIOK)

How long have you worked at this job? ____ W, .

Where do you wvork? § _ _ o ____ (name of employer)

What kind of business or industry is this empleyer involved in? (I mean,

what do thev make or do there) — . . _

1. agriculture, forestry, fishing 7. rTetail trade

2. miniag 8. finance, insurance, real estate
3. construction 9. services

4. manufacturing 10. government/public administration

5. transportation, communications, utilities

:6; wholesale trade

What kind of work do you do there? _ - ) -

(CLASSIFY ACCORDING TO CATEGORIFS LISTFD IN #21)

How many hours do you work there normally?__ Is this per week, month?

[
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48. What type of work did you do in your last job?___ -

(CODE AS IN OQUESTION 21-ASK FOR CLARIFICATION OF NOT SURE)

43. Who was your previous emplover? o e

50. How many hours did you work normally then? ___ per day/week/month(CIPCLE)

51. What was your rate of pay?__ __per hour/day/week/biweekly (CIRCLE)

52. Did you belong to a union then?

1. yes

53. Did you locate your present job through the Job Service?

l. vyes

54, Héﬁ long would you say you had been listed with the Job Service before

you found a job?____ . e

55. When you first registerad with the Job Service, were you willing to:
YES NO

i_ relocate your home

2. enter a training program

3. work part=time -

4. join a job find elub i .

5. take a different type of job

6. take on~the=job craining

7. take a cut in pay
8. take any available job -
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56. ©Did ¥ou, in faet, 4ip order to take the job you mow have

YES RO
1. relocare Your home —_— ——
2. enter a training program —_ —_—
3. work part-time i —_ —_—
4. join a job find elub —_— —_—
5. take s different type of job —_— —
6. take an—thg;jab training —_— —_—
7. take a cut in pay —_— —_—
8. take any available job - —_

57. 1If ¥ou were to fipg Yourself unemployved again, would you register with

the Job Service 4gain? Why or why not? ] — _ —
l. vyas - _ —
2. no — ) —

58. 1Is the Job Service ap effective source of job Possibilities?

1; yes
2. no

39. Are there other sources You know about for finding new jobs?
l. vyes
2. ne

60. What are these other Places for finding new jobs?
(SKIP TO # ;. 10 CONTINUE)

Q
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61@

62.

64.

65.

=]
o
.

-13-

(NOT EMPLOYED SECTION)

Who was your previous employer? - e

What kind ef business or industry was this emplover involved in? (I mean

what do they make or do there?) I -~
1. agriculture, forestry, fishing 7. retail trade

2. mining " 8. finance, insurance, real estate
3. éanstructiéﬁ 9. services

4. manufacturing 10. government/public utilities

5. transportation, communications, utilities

6. vwholesale trade

What kind of work did you do there? I

(CODE AS IN OUESTION 21--ASK FOR CLARIFICATION IF NOT SURE)

How many hours did you work nmermally? per week/month (CIRCLE)
What was your rate of pay?_____ per hour/day/week/biweekly (CIRCLE)
Did you belong to a union?

1. yes

2. no )
How long have you been registered with the Job Service?__
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When you first registered with Job Service, were you

YES
1. relocate your home —_—
2. enter a training program —_—
3. work part=time —_—
4. Join a job find club —
3. take a different type of job —_
6. take on~the=job training —_—
7. take a cut in pay —_—
B. ctake any a#ailable job —_

Since you are seill unemploved at this time, are you

willing to

ND

nov willing to

YES No NOT SURE
1. relocate your home — - _—
2. enter a training program _ —_—
3. work part-time . _ —
4. join a job find club _ _—
5." take a different type of job ] — —_—
6. take on=the=job training e _ —_—
7. take a cut in pay _ -
8. take any available job _ 7 o —_—

Even though you have not found work, will you continue to use the Job

Service to help you locate a johb?
1. vyeas

2. w0

Arz theres other Bources you know of to help find jobs?

l. yes
2. no
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74.

Are these sources more effective than the Job Service? Why or why not?

1. ves ,7 . . L . _ - o

2. neo — R _ _ . _ o -
Many times individuals have difficulty locating a job when they become unemploved.
I am going to read you a list of possible reasons why you might have had
problems locating a job. Tell me which of these (and it can be more than one)
you felt cfeaféd barriers to vour becoming reemployed.

1. transportation difficulties

2. 1lack of training

3. lack of education

4. too muich experience and time on the job

5. former wages too high for newijgb

6. expected to be called back from layoff

7. lacked knowledge of skills needed for new job

8. lacked knowledge of how to go about finding a new jnbféresumé writing,

interview techniques, etc.

él age
10. sex

11. race

12. appearance

13, the economy

i4. polities (office politics, union politics, etc.)
15. none of these

16. other (specifv)

What have you liked abour using the .Job Service? (OPEN ENDFED RESPONSE?

e
<
oo
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75. What have you disliked about using the Job Service?(OPEN ENDED RESPONSE)

I HAVE JUST A FEW MORE QUESTIONS I WOULD LIKE TO ASK YOU. THESE OUESTIONS
WILL HELP US TO USE YOUR ANSWERS MOST EFFECTIVELY IN DECIDING WHAT THE
JOB SERVICE IS ALL ABOUT.

76. In what year were you born?____ -

77. Are you currently:
1. Married

2. Widowed

3. Divorced

4. Separated

5. Never Married

78. Is your marital status different from what it was when you first became emploved?

1. yes
2. no

79. How many persons altogether-live in your house, related ra you er.not?___
Be sure to include any persons who usually live here, but are awvay
Egﬁpararily! Do not include college students away at college, persons

Stationed away in the Armed Forces, or in institutions. Do ineclude yourself.

80. Are you a veteraa?

1. yes (IF YES: ASK KOREAN WAR? OR VIETNAM ERA?) S —
2. no

ERIC
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82.

84,

86.

87.
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What was the highest grade in

How long have you lived in this home?

What is your monthly mertgage payment?

0-8th grade
9-11th grade
High School graduate
1-3 years of eollege

College graduate or more

you own yaug own home:
yes (IF YES: CONTINUE)

no (IF NO: SKIP TO # 85 )

school that you finished?

(SKIP TO # B9 )

Are you currently renting

lf an apartment?

2. a house?

Do you live with

1. aiother family?

é. another member of your immediate family?

3. some other family member (e.g. aunt, ;@gsin)é Who?
4. a friend or friends?

5. your immediate family ( spouse and children)

How long have you been renting?_ __ N _
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whieh you had to sell when you became unempleved?

[ o]
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89, I am going to read you a list of programs which often help people who need
assistance of various kinds. Please tell me whether vou have used anv
of these during the past year?

1. food from a food bank . —

3. fuel assiétaﬁze . —_
4. emergency shelter - -
5. ﬁedi;aid - —_
6. Welfare e —_—
7. Aid to Families with Dependent Children _ -
8. unemployment insurance benefits (checks) . _—

9. other (specify _ —_—

THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN OUR STUDY. THE ANSWERS YOU HAVE

GIVEN WILL BE KEPT CONFIDENTIAL AND WILL BE USED IN KRESEARCH ONLY. AGAIN, THARK

e

OU VERY MUCH FOR YOUR TIME AND ASSISTANCE.
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#%%%AASK ONLY IF ANSWERS TO QUESTIONS IS YES*&®#*%

90.

91.

14
ha
»

93.

94,

95.

YOU MENTIONED EARLIER THAT YOU HAD PARTICIPATED IN A TRAINING PROGRAM.

What was the name of the training program that you took?

Where was the program lecated? e

(IF GET A DOR'T KNOW RESPONSE USE ONE OF THE FOLLOWING PROMPTS)

e.g. speacial school, on the job training program, community college program

What job did the program train you for? 1In other words, what program were

you enrolled in?_ __ = —

Were you paid during training?

1. vyes (IF YES: HOW MUCH? ___ o /week)

2. no

Were you continuing to receive unemployment benefits while you were in

training?

1. yes (IF YES: DID TWESE BENEFITS INCLUDE EXTENDED BENEFITS OR FFDERAL
SUPPLEMENTARY FUNDS? )

»
=]

o

How long were you unemployed before you began a training program?
1. 1-2 weeks 5. 2=3 months

2. 3-4 weeks 6. 4=6 months

3. 5-6 weeks 7. over 6 months

4. 6-8 weeks

After you were accepted for training, did you have to wait to begin the
program?

1. vyes (IF YES: HOW LONG ) )

2. ne



=2 0=

97. Had you heard about the training program from any other source than the
Job Service?
1. vyes (IF YES: COKTINUE)

. Z. n (IF ND: RETURN TO OUESTIONNAIRE)

]

98, Was that source
1. a friend
2. an employer
3.. another family memher
4. knew of it
6. don't remember

7. mnot applicable
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Table A

Frequency Distribution of Primary Company Type

Company Type . N 3

Manufacturing 23 12.6

&6
Wholesale-Retail 42 23.1
Construction 15 8.

ervices 53 2

n

Government 1e

Other 33 18.

(missing = 1)

Table B

Frequency Distribution of Approximate
Workforce Size

Category N N 5 _—

Small, less than 50 108 59.3
Moderate, 50 to 500 46 25.3

Large, over 500 28 15.4
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Table C

Distribution of Type of Industry as Determined
By the Size of the Workforce

. ' - ' L SIZE
TYPE Small _ Moderate __Large

Manufacturing 10 8 5

Wholesale-Retail 31 8 3
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Table D

Distribution of Response to Question of Company

Involvement in Job Training Under JTPA Programs
By Primary Industry Type

- ~ NEVER _ DON'T
TYPE NO _ HEARD  KNOW_

i

12 3 3
6

Manufacturing

Wholesale=Retail

~J
Lk
(¥

Construction

~J

Services

Government

| ‘M

MO b O v W mm
L
H
i

~J
v o
[N

All Others

N = 165
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Table E

Distribution of Response to Question of Company
Membership in the PIC as Determined
by Use wf Job Service=

B - ~ NEVER DON'T
USED JS YES NO _ HEARD  KNOW
YES 12 26 17 9
NO 3 43 31 12
DON'T KNOW 1 2 1 4
*p<.01
Table F
Distribution of Response to Question of Company
Involvement in Job Training Under JTPA Programs
as Determined by Use of Job Servicex
. - ~ NEVER TDON'T
USED JS _ _ __YES _No HEARD _KNOW
YES 17 12 9 9
NO 6 64 16 10
0 3 1 4
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Table G

Distribution of Response to Qu-ustion of Company
Membership in a JSEC Committee as Determined
by Use of the Job Service*

“NEVER DON'T
USED JS , YES ____NO HEARD _ KNOW

YES 13 18 22 11
NO 2 37 39 12

DON'T KNOW 0 2 2 4

* <.001

Table H
Distribution of Response to Questiion of Separation of
Job Service Offices from UI Offices as Determined
by Use of the Job Service*

DON'T
USED JS _ _YES __ NO KNOW

YES 17 14 32
NO 17 7 60
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Table I

Distribution of Response to Question About Change in Number
of Employvees Anticipated Next Year as Determined
by Primary Industry Type

DON'T

‘TYPE YES _KNOW

Lo

Manufacturing 4

un
LV N
b

7

o

Wholesaie~Retail

Construction

o W W

Services 11

L
ol 'Y ~1

[ ol

Government

~ s
[N
w
L

All Others

Table J
Distribution of Response to Question About
Use of the Job Service as Determined
by Primary Industry Type

DON'T
TYPE _______¥YES _ NO KNOW

anufacturing 14 1

Wholesale~Retail 12

[
[vs] (o] Do

0
Construction 5 2

L
oy
m—.l

Services 18

oo
=
4]

Government

3
All Others 12 19 2
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Table K
Distribution of Response to Effectiveness Rating of

the Job Service as Determined by the Approximate
Size of the Workforce*

. ~ RATING
VERY
SIZE _____EFFECTIVE EFFECTIVE __ ADEQUATE __ INAL

Sm '
le=ss than 50 1 9 15 4 57

[ B
]
L]
e
W
(%]
P o
un

Table L

Distribution of Response to Effectiveness Rating of the Job
Service as Determined by Usa of Job Service by Employers*

VERY - DON'T
ECTIVE _EFFECTIVE ADEQUATE __ INADEQUATE KNOW.

13
62

2

o]

O

~J

|

Hom
i BN

DON'T KNOW 0 1 0

*p<. 001
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