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N sgi«;_cIAL NOTE .

.

This monograph is one of a series enutlod CETA Program Models prepared far the Emplay-
ment and Training Administration’s Office of Commumty Em;:loyment.Programs, with finan-
cial support by the Office of Research and'Development. The series, on program activities and
services, was prepared under contract number 81-11-71-09 with the National Ceuricil on Em-
ployment Policy and edited by Garth Mangum of the University of Utsh. '

The monographs being issued or prepared for publication are On~the-Job Training by James
Bromley and Larry Wardle; Job Development and Placement by Miriam Johnsori and Marged
Sugarman; Classroom Training—The OIC Approach by Calvin Pressley and James McGraw;
Supportive Services by'Susan Turner and Carolyn Conradus; Intake and Assessment by Lee
Bruno; Work Expenem:e Perspectives by Marion Pines and James Morlock; and Public Service
Employment by Ray Corpuz. Others ‘may be added as circumstances warrant.

The authors, experienced employment and training program operators tHemselves, review the
purposes and means of carrying out CETA functions and comment on methods they have found
useful in conducting programs and avoldmg pitfalls. The series is commended not only to
program operators and their staffs, but also to commupity groups and other employment and .
training services professionals in the hope that this information will enable more people to learn
about CETA programs, stimulate new ideas, and contribute to improving the quality of em-
ployment and training programs

The series should not be regarded as official policy or requtrements ofthe U.S. Department of
Labor. Although every effort has been made to assure that the information is consistent with
present regulations, prime sponsors are urgéd to consult current regulations before adoptmg
changes the authors may advocate, The authors are solefy responsible for the contént.

Another series of use to CETA prime sponsor;and their staffs is CETA Title VI Project

" Description Reports. There are two volumes in this series. The first monograph was prepared by

MDC, Inc., Chapel Hill, N.C.; under contract number 82-37-71-47. The second volume was
prepared by ETA with assxstance from prime sponsors, regional offi ces, and a private
contractor.

Copies of other titles in these series may be obtained from:

Office of Community Employment Programs ',
Employment and Training Administration
U.S. Départment of Labor .
"601 D Street, NW.
+  Washington, D.C. 20213

"Reader copments and suggestions are welcomed and may be sent to the above address.
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ose of this monograph is to review the experremc of categorical programs in
developjng and proy iding supportive services tg improve clren(cmployabllny The goal of
employment and training programs is to place participants in unsubsidized jébs, and the
primar means of attaining that goal is skill tragining (msmuuonal or on-the-job). All other
activitfes, including educational services, aie consideredsecondary and supportive in nature.
Hence Supportive services are defined in this monograph as temporary assistance activities
that permn the participation and retention of program clients in employment o1 employ-

. ment development activities. .

"The supportive services selected for discussion in themonogr:aph are counselmk‘program
and employment orientation, educational services, transportation, child care, physical and
mental health services, legal and bonding services, and use of petty cash funds. -

In the discussions of these services, the authors provide examples of the experiences of
program operators in the development and implementation of these services and their
genera‘l outcames. Throughout the discussions, the authors develop the theme that leads to
their primary conclusion: Supporme seryices should be provided only if jt can be demonstra-

ted, that the serviees will lefd to employ ment. In addition, the authors’ bias is toward those -

suppmme se1vices that drrectly assist a client to obtain immediate emplo)ment “Im-
‘mediate,” in this context, is used to distinguish problems amcnabk’ toquich resolution from
those involving a number of factors, including mptnauon that must be raken care of before
the client can profit from u#ining Qr placement activities. [ - ~

Inan effort to assist program planners and operators in plgnning, developing, and deliver-
ing supportive sérvices, the monograph identifies seléctefl elements in planning and de-
scribes composite models that can serve as the policy and operational base for these activities.

The discussion of elements in a supportive service glan is descriptive in nature and
_suggests a frame of reference in which to consider the plannmg issues that arise. The
clements discussed are:

.
@ ”

® The univeisg of poténial clieits who may require supportive services.

.

® Assessment of available resources., |
] Dctcrminznion of current unmet client needs.

* I)ctcrmmauon of the feasibility of developing resdurces to meet the unmet peeds

(funding consrduauons) 3 . 5

4
® Sctting the prrormcs among the »nmet needs, N
. h y ]
® Determination of service levels. - '

$ .
Four variations in composnc models for the delner) (Yf suppm Hveservices are dclmeatcd

e

* 1. No provision for supporuve services. . -
2' Provision of supporuve services through 1nteragency agreements.
* 3. Subcontracting for the sppporuve services; separation of the supportive serwce function
from the. employment and trarnlng functions.

]

_» 4. Provision of su;iportwe servrces by the dellvcrers of the employ mentand training services.

Ny
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For each model, the administrative and. operauonal advantages and dxsadvantages are
dxscussed However, the authors,do not intend that these discussions be mterpreled as
“recipes” {for success in choosing, plannlng for,and implementing supportive services. The

planners of each program must choose the services to be provuded on the basis of the charac-

 teristics of the known and potential clients in the program operator’s geographlc 4rea,-the

“resources available for program orientation, the condmon of the local labor market,,and the
guidelines for program operation. . . i

In presenting this discussion, the authors draw on many years of diverse expenence in the
employment and training field. During more than 7 years with the Michigan Employmem
Secuniy Oommxssxon, Susan Turner was a W3rk Intentive (WIN) Program planner,
placement supervisor, management analyst counseling supervisor, and employment
cownselor She later directed the operation of a full-service CETA subcontract.

As a senior research analyst with Oly mpus Research Corporamon, she assisted in planning
and dlrecung several nationw ide studles, including An Assessment of Vocational Education
Progragzs Designed for the Disadvantaged anfl A Study of the Coordination Lmkages Be-
tween CETA Prime Spausors and HEW-Funded Programs. She is presently thé emrﬁoy ment
and training specxdhst for activities being carried out by Oakland Universiry under an
Instititional grant from the U.S, Department of Labor. .

Corolyn Conradus’ 10.years of experience in public sector human servxce§ includes
planning, administration, and direct service delivery. With the California Department of
Human Resources Development, she developed and carried out a caseload management
system to evaluate and control the flow of clients th-rough the WIN Program and was re-
sponsible for negotiating and monitoring subcontracts for training and supportive services.

As a program consultant under contract with the Department of Labor, Ms. _Conradus
conducted WIN Program reviews in several States, deteloped madel program components,
and trained State and local staffs in planning. procedures, and delivery systems. As a fice-
lance consultant, she is curtently developing baseline data for sociap and economic impact’
studies projecting changes indemogiaphy, social infrastiuciure, hdusing. and employment
1elaged to offshore oil exploration and production. - .
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Shortly after training began under the Manpowcr De-
velopment and Training Act, it bécame “apparent that
program objectives wete being impeded by client problems
that could not be resolved through employment- -oriented
program components. The efforts of program operators
were “complicated and frustrated by the simple inability of
clients to read and write with minimal proficiency or per-
form the simplest arithmetical computations.””! Many
disavantaged clients did not af'ppear to understand their
responsibilities in a training orjob situation; they did not
hav e the means to get to and from training or job sites, were
not able to pass factory physical examinations, could not
get bonded, did not have the funds to obtain special equip-
ment needed for employment (e.g., toolsyyand work shocs)
- did not have adequate child care arrangements, and,

+ general, did not have the resources to remedy those pro-
blems that appeared to preclude successful participation in
skill training and subsequent employment. -

This monograph is-an attempt to synthesize the experl-
ences of program operators in providing those individual-

. ifed, ancilliary services (supportive ‘services) that seek to ,
alleviate the immediate problemsof gmploymentand train-
ing program clients. The monograph provides today's
*program operators with a frame of reference in order to:

b Define issues relevant fo supporme services and their .
.impact on employment and training programming.

2. Assess the need for supportive sérvices in relation to the
client population served and to the g(ials and objectives
established for the program.

3. Develop strategies for planning and implementing

" supportive services to meet the defined need.

Because of the great variation 1n types of supportive
services, this monograph does notattempt to detail how to
“set up and operate individual services, but rather focuses un
seleeted issuey that should be cxamxmd bduu deeloping
these services.

»

- Roster of Supportive Services
/ -

A widevariety of Qc(i\ ities could be described as support-
ive services, but the monograph is limited to.

SManv E Davies and Chuala Plaihgs Prenc iding Basse Fdv ation for \ln;l]mnn"lngmm
€ lients"RED (.nnk’]:nh Cottectunmal Fducanoss Monograph Senie 8o 2 (Washigien U s
Department of Labos. Manpewer Admunistianogs Yugas 1970

’
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* C(_)unscli,ng, with the counselor as client-advocate

(excluding counseling services provided as a regular

part o[intéke, assessment, and referral).

Pragram and employment orientation.

e Educational services, including high school equiva-
lency.test preparation, basic lneracy, and Engllsh as
a second language. *
Transportation.
Child care.  °*
Physical and mental health:services.
Legal and bonding services.

[ ('tili/ation of petty cash funds.

In different programs at differerit times, these services
may- not have been defined as supportive, but rather were
viewed as integral eniployment and training components.
For putposes of this paper, however, those services that do
not have employment as their direct goal are considered to
be supporuvc in nature and thus dre defined as supportive
services. For-example, when a client who could not obtain
desired employment in the clerical field solely because of
the lack of a higlrschool diploma'was given-high school

_equivalency test preparation, this service was directly re-

lated to employment; if, however, the test preparation was
preparatory to skill uammg, which might lead to employ
ment, it was supportive in nature. :

This definition of suppurtive services is consistent with -
the follow gng definition developed by the Offiee of Com-
prehensive Employment Development, Suppomw Servi-
ces Study Team: ‘

Supp(mnc Services are that broad range of temporary ASSISEANCE, CXC lusl\(
of skl traming. that permits partidipation or retention of m.mpu“u
dlients in employment or employment development activities.?

- s

The definition isbased upon the pus};utiu of the program
vperator and implicitly asserts that the goal of cmployment
and training programming is the placement of participants
in upsubsidized employment. “'Skill training, either insti-
tutional or on-the-job, is seen as the primary mgeans of
attaining that goal. All other activities are secondary, ins
cluding educational services, and are thus incorporated
into this definition of supportive services.”

This definition dovs not assert that these secondary

Ric Larggh ¢ al
Services Stady (e
June 15 1973

Sk

10 - o

Fmdmgs Conclosions and Recommendanons of the OFDP Suppoiiine
tWahiaon U S Dopanment of Faber Abigrones Sdnnmsoanien




activities may not be as lmportant as sklll training, indeed,
for individual " clients and for participating employérs,
*supportive services may be critical. In some cases, the pro-
vision of a supportive service igall that a client will needwo
. be job-ready. Similarly, the participating en}ployer is pri-
manly interested in a worker who is reliable; the employer
will*not be willing to retain and promote an.i dividual
. who has child care or transportation problems that prevent
ccnunuous attendance at the job. *
The discussions in this menograph are not intended as

“recipes” for success in choosing, planning for, and im- )

2 plementipg the several supportive services, Depending
upon the characteristics of the known and potential clients
in the program operator’s geographic area, the reSources
, available for program operation, the condition of the local
market, andethe guidelines for program operation (pro-
mulgated at every level), the program planners must do
their own choosmg and then evaluate the results of provid-
ing supportive services for their own programs.

Ttis evident that a decision to provide supportive services
will affect the planning and xmplementauon of other pro-
gram activities (for example, intake and assessment and
outreach) and, dependmg upon the levels of support
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committed to suppomve services, wxll alter expccted pro-
gram outcomes in terms of clients served and subsequently
retdined in unsubsidized employment. .

. ¢

LAY
.

]

Structure of the Monogra‘ph A

.
‘

" This discussion of supportive services has-been divided
into five sections:

® An abbreviated history of supportive services in
émployment and training programming and the
implications for present-day programs.
| ® Asyrvey of individual supportive services, the con-
siderations each raises, and examples.

® Identification of the various models that the
provision of supportive services could follow.

® Presentation of selected elements in program plan-
ning activities. ‘

¢ Summary of conclusions, -

.

>
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2. THE HISTORY AND DEVELOPMENT . .
OF SUPPORTIVE SERVICES -

- i :

Original employmem and training legislation in 1962
assumed the primary cause of unemployment to be skill
obsolescence due to technological change. Retraining
‘could return once skilled and steadily employed workers to
new jobs. It was also assumed thay, the individuals to be”
assisted had the necessary attributes for employment and
fwere lacking only a salable skill. Thus, the focus of sup-
portive services for these persons was on counseling for
occupdtional choice and*perhaps on assistance in reloca-
ting to meet local labor market demands: Experience soon
demonstrated that a large body of the unemployed-were
without meaningful work experience or had serious per-
sonal handxcaps related toilliteracy, inadequate education,
poor health ora vanety of personal and attitudinal prob-
lems. .

‘The “War on Poverty” between 1964 and 1968 ldentrfxed
as a prime target the “disadvantaged”—those persons who
were poor and*who had evidenced difficulty in attaching
themselves to the labor force. With the emphasis on fur-
nishing employability services to persons who, by defini-

ion, had not been able to succeed in the market place and

who probably would not succeed without special help,
there came the perceived need to arrange for other services
in addition to skill training. -

Initially the Job Corps, the W ork Incentive (WIN) Pro-
gram, and the Concentrated Employ ment Program (CEP,
were conceived as programs to encourage and pay for the
delivery of all necessary services, mcludmg those services
that ioudd be defined as in support of employment and
training pro, éramming' Other programs and “activitiés
affecting gréat numbers of people (skill centers, Youth
Opportunity Centers, the Nelghborhobd Youth Corps)

. also named specific  supportive services that weére to be ’

.,prouded However, unlike WIN, CEP, and the Job Carps,

specific methods by which supportive services were to be
funded were not consistently enumerated. The Comple

hensive Employment and Training Act (CETA), seen as the
logical exténsion of the programming of the 1960, is now

. commg to grips with ‘he same questionsand attemplmg to

" arrive at néw answers. -
Ny

' ¢ -

Q

|
{

Ca;egplric'al Programs

Job Corps '

The Job, Corps, at its inception, provided a total living
situation for participants. Because of the program’s im-*
plied parental responsibility and its total involvement with
participants’ day-to-day lives, the job Corps was probably
the employnient and training program that had the most ) -
organized and best funded approach to supportive services.

In addition to skill training, Job Corps participants were
exposed to mte;nswe: individual and group counseling. .-
sessions, were encouraged to take courses to prepare them
for obtaining high school dxf)lomas or high school equiva-
lency certificates, were provided medical and dental ser-
vices, and in general, wére furnished all those services that
affluent parents might supply their teenage children., ,

(3

Work Incentive (WIN) Prograrn

The WIN Progiam, d‘ij?gzd at assisting people receiving
Aid to Families with Dependent Children (AFDC)toobtain
employment and thus become self-supporting, was viewed
by many program operators as the first non-residential’
attempt to grovide sufficient resources to meet the needs of a
specified caseload. Program ]egxslauon and the lesul(ant
guidelines encouraged WIN staff to subcontract for services *
for indjyidual clients. The type of services that éould be
purchased was linmtited only by the imagination of the WIN
staff and the rules and regulations promulgaud«at the state
level. ’

The Welfare Depanmem had been named in the WIN
legislation as the deliverer of st supportive servicesand would ~
pay for child care, transporiation, “and medical services,
Through the use of sl.g)conuauuls andyouchers, the WIN
stalf could purchase all types of educational services—even
individual tutots — repair autumobiles, and Vbtain almost
anything that auld be assumed 10 be work or training
related.

1;2}
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Concentrdted Employment Progrérh (CEP) ' v dunt which compare client success vuth the av dlldblllt} of ,
: ! e supporuve services, and it is difficult to make statements

about the relative merits of either approach. What can be -
In CEP, not only could Wssar) services be ptirchased, said is that only a detide er so after the conception of
-bui the program was also onie of the first o be givenbdth the« employment and training programmmg, only WIN and.
+ " mandat and théfunds to develop ‘md plonde a coordina- Job Corps rcrﬁalryufdlrectly federally funded although N
, - ted delivers-of employability id supporme Services at sigmificantly modified, programs providing & dmaterof -

3 v v ®

- - -

s

the local level. It was an attempt to give local community  (rce a wide variety of ancillary services tailored to the

i , s
77, groups thg autonemy necessary to develog programs de- o particular needs of the clien

er, even thathas be-
LS has been altered -~ ,

signed to meet the pattic ular ficeds of a specific geographic come Jimnited. The WIN

. . location. Thus,{ersom living.in high- poverty, low-em- awa; from ‘developt Tullest pqtenuai and
ployment areas were given the opp()rtunlt) to develop and empfoyablllty developmgnt . g employ-
~ manage lh("r oW, " programs. ! - ment in thgeshortest ti i 1th Yhe smallest ex- -
< L e . " penditure of funds. : - C.
] A \ . . . . S
¢ P - b ) ~ ’ ~ F
i Other Categorical Programs Lo ’ X
-

-~

a* added basic education and othgr ancillary activities to work

<« ,vices that were s,ugg;}sted by the leglsl’duve provisions. The .
| local staffs, charged with the responsxblluy for meeting the

sérvicés were encouraged and those with majqr agencibs "9 service. ) S \' ' ~ '
were agreed upon.ag_the'highest administrative level. How- . L . ' )
ever, méqhanisrns by which theg| agreemcms could be . . . e
. operational were rarely set in pla 2o T
e “ v Programs in Support of - -
‘ S . Employment -and Trammg -
-S"i“"‘”y r o ® Programs S : -
:' " ¢ °‘ ) Y . ;\ . i P o
Some federally> mandated programs had the funds to o P Coo ‘ .,
" purchase meceseary, supportive scpvices, while others Severa} federal, stdfe andlocalag’cnuesalsuxe t\dlu‘md

- Skllls Centers, d'eveloped under MDTA, were specnhcally CﬂmmunltY'Based Programs e

: dcsxgned toadd an-site supportive services to skill training - . - .
' activitics. 'Youth’ Opportumty Centets were hmploymem
) Service opportunities offering specxhc help to meet the
.needsof youth, Neighborhood Youth Corps programs often

'ff.

‘THe time of the “War on Pdverty"' was also the time ob
growingvawareness on the part of community leaders an
commu W based organizations that thiey should be part of
‘this ‘natidnal effort. As publxc and private funds became
more readily availa ble; new'organizations were formed and
old organizations reforused their ‘goals-and objectives, and
‘both began 10 define a role for themselves in'employment
ramd training programming. There was an implied consen-
sus among thesq groups, most notably Opportunities'In-
guamahzauon Centers, Community Action Programs, and
" Operation SER, that community-based organfzations that
directed their activities toward specific ethnic, cultural, or
.racial groups had a clearer understanding of these groups’
needs and thus were better prepared to deliverthe types of °
services' needed for remediation. | . -
Although most of these groups depended _wholly or
in large measufe upon federal support, the stym taced
upon thcnuwere 1iot uniform, and so theprograms that .
(feveloped dxf{cred widely in their purﬁ?)ses.and in the serv- )

expencnce Howet'er, none of these programs provided
their siaffs with the monies to purchase the ancillary ser-

v program conditions, found themselves in the position of
. not only dealing with chients’ employment problems, but
also in effect, becoming purveyors of social wotk services.

.- ‘Since there was no budgét for the provision of these
{supportive) services, they must be “promoted’ or as the
enrollees would say, ‘hustled’.”* \Special projects were
funded for “individual Skills Cénters\or other employment -

“and training facilities that were: expenmenung with
methods and mechamsms for deln'ermg suppbfttive ser-

., vnces. but these spec:al projects were just that —*special -
and the task of losang dqdﬂiartermg for.‘Supporuve ser-

»  vices for the vast rity 041D TA participints became:
tlw‘resporilsrb:llty alylAn:taff;A o lllSefﬂfIcan find. Fccs provided. However, the confmon thread was that they "
your app‘l'gcanl i yOu can zlzrrangé eyeglasses; for Were not mandated to serve such™broad populatron group-
' mine.”y m R ings as the federally dlrecwd _programs were, and so, for

4 1 an individualized approach
Inter- agency agreements {or the provision of supportive better or wotse, coulld P 1ded ivid pp

depended upun‘ [he |ngvnuny Uf S[df[ men]bcrs £Ur pru. th(’ TOIQ«[hCy Sho.blld r)ldy l" tn][)luymtn[ dnd tfalﬂlﬂﬁ, “‘

vision of thoseservices. No (ross-program studies have been ,)rogram’rmng Onc of the, most notable of these was VO- | {5
. ' . _cational Rehabilitation, VR had been very successful in .

Ll ' &
3 ] i1 s, ]
* Qusth 1T Mangum, and John Waltsh, 4 Decade n[ Manpower anid ?‘l‘lqynz Salt Lake Cuty pl'O\ ldlng lnd“ l(lu'lllL(’d Comp"‘ l"‘ l““ € 'K h'll)lll(a‘}on

- ()hmpm Publishing.Co 1973, pp 7172 . services to thosc who were dlsunuly phy sudﬂ& or mem'ﬂl\. LT
v a - P - o > -~ YL
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handlmppcd Fora tl,me thlS agency broadened its d(fml-
", tion of'h.md.lcdppcd o |nclude those who hatl beenl desig-
i nated as dvantagy vantagtd clients were ac-
cepled' and r\ed ond 9 ual basis (as were ali VR
‘ clients), and Jhus naQ ’
persoxis in ,large nu e

cenithe casawith MDTA,
Job Corps, WIN, % dC P\ Alter several years, VR returhed
to the mpre traditio? cfitions of physically and men-
tally hrz(zncappeg and r&Grned to haxinga supportiverole

! in employment and training’programming,

-

*The AFDC program had always had, on a state-by- stdte .

or courtty-by-county hasis, small employablmy progralns‘ an

desxgned to help welfare fecipients becomé self-supporting.__
"'As the Department of Labor became_more involved in
* employment and 414ining, tht 10le of », elldre Agencies-ds a
direct deliverer of such service diminishéd, how ever; local
welfare agencies still remained the piunary source of
supportive services for employment and aming program
clients who weie receiving public assistance. Welfare De-

.. partments could make the work of the training staff easter

-

-
-,

4 .b:

by “concerning themselves with how a dhient was gong to
pay.for basie necessities while i tamng, and the depart-
ment had a source of fund; for mcdual lldnbp()ltdtl()n and
child care services.

Educational institutions often plaud a role- as the
defiverers of skill tranping at the Skills Center and as the
respunslble parties for in- -schuof \elghborhood Youth
Corps. They also touk an active part in the provision of
educational supportive SErvIces and provided, in many
instances. a source of "free” services for clients 1n search of
high school equivalency diplomas o1 basic-literacy.

-,

’

>

Ay Ay
-

CETA and Supportive Séfyites

“The.diversity of CE'TA prime sponsors is feflected i in the
manner in whlc}] supportive services are pmn(lcd The
legislation defmfngcomprehensneemploymcnt and train- -
ing services is sufficiently broad to allow prime sponsors to
-devote as'much or as little resourges to supportive seryices as
they deem appropriate. Some prime sponsors have elected
to develop sophisticated supportive service components,
while others believe that such services should be supplied
onjy when they can be demonsirated to have a direct in-
fluence upon the sucessful completion of training and the
securing of employmént Still other prime sponsors have
taken the position that it is not the yole of CETA programs
to supply these serv lcés when they are av ailable i in the com-
minity, and that the pro¥ision of’supporme seRices is the
responsibility of social welfare agencms and educagional
institutjons. S

Throughout .the history of emplmmem and tmlmna,.n
programs, the role and ‘Tuncuomng of supportive or ancil-

* liary services hme been contirtuously questioned. The gen-
eral, scalmg “down of ;such- services which has occuired
under CETA could be attnbuged to theii'costs in relation to
results, or to,the recgssion, which did not allow for the ,
suppqrt onhese servicés no mauer how worthy their objtc-

EMC‘%.Q e

&

<1

%

‘. - .

“ However,

. . > N . .
tives, o1 g the feeling that the government cannot and

should ngt do everything because individuals should take
uspunsibi.lm for, theit own li\&b No tter what the

1€ason, the hmun of supportive sérvices ldlsc;,slgnlfuant .
were developed tu serve ‘1ssues that could have consequences tor all employability
amd employiment grrograms. . . .

. N\ . : ‘

. .
-
0

Supportlve Services |
d. “Employability” =~ -

S
'Y .

A ma]or consideration is w hether supportive services do
have a sngm[l(ant impact upon an individual's employ-
ability. The goal of employment and training prégrams
has been to assist individuals” to become employable.

the meaning of * empluyable has néver been
clearly defined. Dep&n;g upon, the Jhistorical era, the
economic conditions, of the level of industrialization,
almost 4l persons could be regarded as employable. The
issue, then, is not whether peoplé arc employable, but who
it is that society wants to einploy, under what conditions.
ang in what kind of jobs. Of course, the resolution.of this
issue is far beyond the scope of employment and training

.
-

programs or of any other single social institution. How- "

evers thelssue makes it clear that in thlsso(lety auhls point
in time, there are people functioning in all types of jobs-
who haye need of Supportive services but who have sutviyed

‘occupauonally without such services. Centainy, ajanitor’s

5

life might bericher if he or she could read, ora file clerk’s
life happier if‘he or she were not obese; blit would the
provision of supportive services make either more “em-
ployable,” however that term is to be defined?.

The Cost of Supportive Services

£ R .

Suppuortive services can be relatively expensive in terms
of the competing uses {o1 the resources (time and money)
expended in providing them and the rate of return on these
resources once they have been comnlitted, Short-term or
one-time supportive setvices, such as automobile repairs
and purchase of cyeglasses or work uniforms, are relatively
discrete, tangible entities that have a discermible result.
However, services to deal with the problems of drug addic-
tion. alcohaliun and other emotional disarders can be
relatively expensive and provide no guarantee of positive
results. Many ('mpluymcnt and training programs attempt-
ed o provide support to those who,had drug-related prob-
lems, but each drug user enrolled required a high level of
individualized suppart which rarely paid off With the client
successfully (ompleung training or taking aob.Follow-
ing, such experience, many programs refused to enroll
ddentified drug dddicts or terminated progfam participa-
tion when addiction became apparent.

In addition to monetary limjtations, most progtams had
either implicit o1 explicit time restrictions on paiticipa-

14

-

< c C ’ . K

-




(33

)
N
. - . 3

|

"ibn, ssually .about si. months. Often the lient \muld : ualm—ng, [ lcfcnal to employment. Although the inten-

_bring te the progrdm pioblems of lung duiation v of such

titne of program parllnpatlun Thus, the lient would
leave the prograny, not only with the same problems as

tions of these classes were guod—and pethaps even well-

severity that théy could not be resolved during the allotted gwundcd-—tht) were found to have hittle effect on (lients’

program- paiticipation and, in fact, were sometimes a
detri ent because many clients found these elasses to be

~ when he or she éntered, but also with a sense of frustration patronizing and insulting. Thus, it was learned that..

at“havi ing faijled once again.

These examples 6 failure scrve to hlghllght the dlffn.ult)
in determining\&hat benefits supportive seivices should be
expected to conly
cost, not only in ¥esources but also in societal and individ-
ual psychic costs.\It may be that the benefit to society of
persuading one addict to go to work and pay taxes, to give

up stealing to support his or her habit, and to go off welfare
may be equal tf or ‘greater than the cost to society of ruh-
ning the progiam for some greater number of other addic ts

1 and how much they stiould be allowed to *

(1) These classes were not appropriate for all clients;
(2) they sere time consuming and expensive, and (3) they
were peripheral to the goals of the program.

. -

- .

Continuation of Services
After Program Termination

When employment and training programs did organize

who fail. W ithout adequate estimates of cost and benefits, o provide necessary supportive sereices, they sometimes

no one l\no“s When in doubt, the tendency is to save the
immediate and obvious costs rather than pursue the uncer-
1ain benefits. * i

The Provision of Supportive Services

If one svants to take the point of view that supportive
services (as defined in chapter 1) do enhance employability,
the question of who should provide them becomes relevant.
In the last decade there hgs been a prollferauon of privately
and publicly funded agencies and organizations that pro-

» vide a vanetv of services. Most communities have access’

to adult education, to physical and mental health care, and
based on the ability to pay, to legal aid. Is it the responsi-
bility of employmerit and training programs to replicate ,
already existing resources, to supplement theseresources, or
to once again “hustle” these resources for program clients?
There are basically two broad types of supportive
services—thgose that are critical 1o thesuccess of the client in

the program and those that will enhance and enrich thé.

client’s participation in the program. However, what%s
. critical to one client may be only an “enrichment” to
another.For example, for a client who has no relatives or
friends who can babysit, utilization of a child-care facility
~may be critical to his or her retaining employment. To that
individual who has potential babysitting'relatives, a child-
care center may be a ¢convenience but notan absolute neces-
sity. It is difficult, then, for the-program plagner and oper-

gram, since each client has different needs and different in- /

tensity of needs. In addition, there is a-continual questions
ing of whether supportive services should be provided unly
when they are criticatto the success of the client in the pro-
gram or also when they will enhance the lives of dlients o1

found that it was not enough to provide these services
durmg the time of clhient program participation; the
need for such services might very well be as critical after a
satisfactory job placement was made."For example, the
primary goal of the WIN Program was to remove persons
from dependency on welfare. If, after participation in WIN,
a job placement was made at a high enough salary to make
the client no longer eligible for welfare, not only were
welfare benefits stopped, but the additional fringe benefit
of child care was also terminated. Althbugh the clienit, was
terminated from the program, the need for child care was
not concurrently terminated. Thus, staff members could
provide all neccessary employment, training, and suppor-
tive'services during program pdrticiparion only to see that,
without .post-program support, the gains made in the pro-
gram could be lost. A
These issues, when resolved by a program operator,
could serve as the basis for policy decisions regarding:

,‘ .
she program will ploude' 1esources for
ive services.

)

~ ator to develop a comprehensive supportive service pro- A Note About the therature

>

The preceding discussion attempts to pomt out the
unusual puSition that supportive services have in employ -
ment and tlaining programming. Onc might aigue the

their families buthau pethapsonly a peripheral impacton dtgl(‘t to which resources should he expendead for class-

employability.
Ful txample at the inception of WIN and CEP, much

room training, on-the-job training, intake and assessm
or job placement, but it would be rate indeed to fin

time w.ds devoted to providing classes on grooming, poise,  program operator who would dl&d&lt‘c that these com-
ponents have a legitimate function. It is not so rarc to find
this disagreement concerning supportive services.

15 )

pusundlm development, and so on. These dlasses were
usually given prior to the actual skill training, on-the-job
. 4
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THe literature in the flelddbeshule todispel the cuncerns @ Replication of the progiams. (Do the same 1esults
of prugram operators, Rather, the studics thai have been . owur whendifferent program operatouls dothe same
done describe a.program or group of programs thatarepro-* . - thing?) .
' viding services and discuss; many ‘times anecdotally, how
1 such services were organized and jmplemented and what . Isdlation of the relative cost effecuveneSS of sup-
occured as an apparent result. The conclusion of these  portive services; .

studies often includes recommendations directed to other " Cost factors in relation to outcomes in utilizing -

program operators on how (6 operate similar programs. As existing supportive services as opposed to develop- * =
valuable as these studies are (and they wxl/l(bgy%_egswd a ing separate resources
they apply to individual supportive setvices); they arenot - - <. -

. directed at reaching conclusions about: (1) The impact-of ’ :

“supported services, (2) the costof sudrservices in relaupn to - Tnul such snudles are conducted, program operators will

outcomes; and (3) the potential for duphcaudn of service, ‘have to depend upon the experiences (verified or not) of

In order to reach conclusions about these issues, a moOre’  iher deliverers of services to make determinations as to the

rigorous study methodology would have to be applled and 1ule sypportive services should or should not play in pro-

would have toiconsider: : zgram planning and implementation. The definitive an-
e Evaluation of input, induding the use of contrgl__swers as to whether supportive services really make adiffer-
groups. (What happens to a similar group of clients _.ence and what really works and whatdoes not will haveto

. who do not receive services?) . ,  cwait fof studies yet to come. - )
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. 3. SURVEY OFSELECTED. SUPPOR’I‘iVE SERVICES
: ) . 4 . . o . ; . .
Y 7 . . " . ‘ . _ir c -

. A - - K
This chapter will describe the individual services that
could be,defined as in stipport of employment and training
programs and will describe opportunities and constraints
that each'service presents.. Such an appraisal will prove
-+~ helpful in assnsung program operators to determine which
. seryices lge program should and could providé and which
may be'Uttter furnished by other orgamzauons either con-
currently with participation in the program or pnpr o

, acCéptance in it '

.

o

‘Counseling

.
\

Counseling—as part of the intake, assessment, and refer-
ral,,process—ns the mest traditional of the employablllty
services. In this type of ‘counseling, the counselor deter-
mines whether the applicant meets basic eligibility criteria

Lan(ican il fact, be assisted by the employment’and training
program. The counselor then works with the clientto deter-
-mifie occupational geals and what services are needed to

B help the client reach these goals. Finally, the counselor will
refer the client to appropriate program fesources. This
counseling relationship, which is usuall)[ of very short
duration, makes- t,he assumption that the client has the

«motivation, Self-confidence, and attitudes necessary to
utiljze program resources and needs only minor assistahce
oncg program participation has begun. For purposes of this
monograph, counseling that encompasses intake, assess-
ment, and referral will be considered integral to employ-
merit and training programmingand thus not a supporuve
service.

However, counseling in which the counselor acts as thc
cllenl advocate can be considered an adjunct to employ
ment and training prog‘rammmgand thus will be defined -
here as in support of these programEThc goalsof thistype.
of counseling might include: ) T

v

® To prepare the traineg to meve into the jobby build-
¢ ing self-confidence.

Q . ,
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® To help thq trainee cope with personal problems L
.that qould (fause him or her to drop out.

e To help develop the work habits needed to do the
]ob. : I )

\ 4

® To help resolve common work-related probjems,
such as dxffxculues inrelationships with sup%nsors
- and peers. :
o To help the trainee cope with the new environment. |
® To helg the wainee uhderstand and deal wnﬁ values
that aré-new or may seem alien. :.

.7 # To help the trainee deal with stressés and strains
. 7 arising from cultural and linguistic conflicts:

* ® To help the trainee prepare for future opportunities
. in the work situation. “

Of course, the basic problems in providing such
counsehng services are in finding an agency or individual
who gan a¢complish these goalsand in developing methods
for pponitoring and evaluating this function. One might
argue the validity of other ‘supportive services, but with
them, measuremem isspossible. (Eltheriransportauon has
been provndcd or it has not; either a client passes the high
schaéol equwalency test or he or she does not.) A program
operator, when evaluating counseling, does not have the - -
sccumyr of having tangible evidence of accomplishment.
Finding counselors and then evaluating their effectiveness,
has been a sore point with grogram administrators since the
irtitiation of MDTA. . .

. Those who were vocational counselors priorso the fall of
1964 were specifically instructed to restrict coupseling
efforts to occupational choice and occupauonal change.
With éreadvent of programming directed at the disadvan-
taged, the role of the counselor as perceived by program ad-
ministrators changed;. the “‘new” counseling focused on

“eradicating bamers to employment.” - An eldborate
nationwide training program, Project CAUSE, was de-
veloped to prepare potential courfsélors (recrufted pri-
marily from among recent college graduates) td deal with

- .
,

. the types of problems that disadvantaged persons were

.
*Edward Claser and lhnry L. Russ, Produ tie .‘.mpunmrmu; the Dnadmmngrd.l:uldrlmﬂ
for Action. R&D hindings No 15 (Washington U9 Department of Labor, Manpowct
Admimstanon. 1978). p 81 -
- 1 4 » . e




¢ advocate for the rmnee

J

thought to bring to the counstling session—pioblems, it
was implicitly assumed, that could be 1esclved through the
counseling process. Employment counseling had been
“professionalized.”

+ Many counselors felt that they should be involved in
sophisticated counseling situations, but were not equipped
to do so. The basic requirements for an employment
counselor were a bachelor’s degree and fifteen hours in the
social sciences. There was no experience requirement, and
In many states in-house tilaining was, at best, inadequate.
Master's degree programs m guidance and counseling were
often geared to the problems of school counselurs 1ather
than o the ens nonment of the employment counselor.

Just as formal naiming did not alw ays meet the needs of

» the counselors, so did the infurmal taiming un how to deal
with bureaucratic structures lgave much to be desnred
Many counselors saw themselves as puwerless in trymg to
mampulate the system™ and locate resources for program
clients.

+ But perhaps the blggcst problem the new empluyment
counselors faced was not their lack of perceptivity into the
lifestyles and value systems of the chients they fere attempt-
ing to assist. <

.

Trained professional cotinselors may be 1helfective tn reaching disadvan-
taged munoniies, especially when they were inclined 1o ueat such clients
chineadlv. as if 1hey were pauens. Professional counselors may be oo
ominitied o thag own muddic ass salues and unacguainied with work
problems that stymie new workers-to develop the kinds of interpersonal
rclatonships that lead. to successiul wounseling with disadvantaged
persons ‘The disadvantaged person mav dee the professional counselor
only as an authorin figure rather than a friend and helper. On the other
hand, 11 takes @ person with special expenience and traiming o understand
work sttungs amd r(-smu( os well enough w be dn effecuve teacher and

-

As the number and t\ pe offmplo) ment and training pro-
grdms increased, the role of the. Jounselor became more
ambiguous. Some program ‘u;nmlstrdmr.s believed that
the counselor should orient cfients to the program and
msure that they did not drop out. Qthers utilized the
counselors.to develop on-the-job training and pldcement
opportumties. In some Work Incentive Programs the
counselor was used as a “work and training specialist,” 1e-
sponsible for developing and subcontracting for thc “ed-

» ucational and vocational components.

The role of the counselor became defined by the persons
nel needs of the program, and these needs varied from pm-
gram to program and-even within programs, Because of the
undefined role of counselors (no one could tell them what
constituted successful (‘ou'nwling) everyone was dissatis-
fied—management, other program staff clients, and most
of all, the counselors. . )

y " Evenin researchand development projects, whenthe role

of the counselor was clearly defined, some areas that could
have resulted in dients’ making unsound decisions Were
found. Counselors had the tendency to: .

e Dictate to (the client). The counselor’s answer to a
man'’s problem was telling him what kind of service

he needed, not allowing him to make a completely
Yo

‘hid p 87 .

Aruitoxt provided by Eic:

. ; .
voluntary selection from infoymation giy en'hlm b)
the counselqr. . -~

® Make afull-blown case out of a minor diffic ulty that

the client had Ifved.with for years. .
® Evidence a lack of imagination and creativity in
. suggesting solutions to problems.

e Concentrate on one need only when IwWo or mole
may exist.7 . '

I3

Numerous attempts have bun made to clearly define th(
role of the (ounsclm as client adv ocate. P..uapmf(munals
have been used as counselors. dientsadvocates il several

employment and training programs, howéyer, the degree of

sucess experienced by the paraprofessionals seemed (o cor-
“relate with the clarity with which expectations were deline-
ated and the acceptance of these expectations by the para-
professional and by other staff members. For example, the
" California State Legislature ¢ aited_a new chvil semice
classification, Job Agent, which’ was designed to individ-
- ualjze the delivery of employmentandtraining service. ‘Fhe
Job Agents, who were often members of community ad-
vocate groyps, were expected to be client advocates, per-
form job development, monitor clients’ progress on the job,
and obtain assistance for clients in dealing with social,
economic, and other problems that-might inhibit the
clients’ ability to {ind or hold employment. In other words,
the Job Agent v.a&ss 1o become a “Personal Employment

Service.”®
oweveryas theoretically sound as this concept may have

béen, its implementation surfaced unfnwsocn probleins.
Line and managerial staff were opposed to the idea of
brmgmg in the “non-professional”” {at a some ‘times highat
salary) to carry out duties previously done by “professional
otaffs.” Thetacit, and sometimes overt, h()snlm made it dif-
ficult for the Job Agents to be mtegratcd into the agency
stiuctyre. ‘The Job Agents, in their enthusiasm for their role
of client advocate, sometimes neglected their other func-
tions, and so fulfilled the prophecy that they would not be

«ablé to hahdle the _]oh In addition, no new resoweces for
providing services or for changing the methods by which
jobs were located were furnished. I'liese internal problenss, »
inadditiontoadowntuin i theeconoms and alossof 1itle
V' funds, sped the end of this experiment ?

W IN and CEP were originally orgdm/('d in the “tecam
conccpt K that is. a group of persons, each with specified
functions, acted in concert with and for the client. In their
theoretical ideal, these teams had a team leader, and this
leadex was generally the counselor, “The counsclor was thus
given the additional responsibility of moving the team
toward qo'lls and objectives, Again. although the concept
of the “team” and “team leader” was theoretically sound,
administrative and human problems kept it from success.

. Counselors who in many instances  weie shuggling with
" that role had difficulty in meiging the function of counsel-

Pragect SPRUCE Speaal Pragram of Rehabihtation for {nemploamens Compensation #x
hansees. vol® (Albany New Yotk Department of Labor Mav 1978) p 11

RO Wilisam Hauk and Harsen Rens Ao Bienspot 10 Change w Defomsisns ne ot Siat e evsmmrimn
Fhvmgh Feardation The Cabifntma Job dgrnt Prsgram (A edsogion 3 S Doarimcom of
Labor Manpowar Adminsttauon Jubo 195 6
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ing with thc. funcuon of leading. Team membets some-
times reseméd the ceunselor becoming a priori the team.
leader because they felt the counselor was given the role of
leader solély begause of education. First-line supervisors
were conizérned that team leaders would infringé upon their
prerogatives. Once more, unforeseen and thus unmanaged
difficuliigs frustrated an idea about counseling.
Thelxterature about munselmg written by counselors is

very aptimisticabout the impact they can make. Those who ™

‘ re counselors or who supervised-the counseling func-
“‘;q know thidt such optimism is justified when the coun-
selor 1s the “right” person-—-that 1s, a person who undei-
stands the client and the enviroment from which the client
comes, who has professional training, and who, perhaps as

_ importantly, has the ability to gain Looperauon from co- °

workers and administrators.
The successful counselors seem to be the ones who can
prqvxde the type of service the client both needs and pet-
ceives that,he or she needs. Successful counselors undcl-
stand that a client looking for a job does not expect o enter
therapy, but expects help in finding a job! that when a
client asks'for information; the client would really like shat
information to be provided and does not expect toexplore
why heor she is asking that question; and that when i client
is rgally experiencing emotional problems. a referral to a
r@sional skilled in handling those problems is in order.
Experience has shown that the school of counseling s
which counselors adhere is less importantto theffinal 1esult
than is their ability to understand "whete the dlient is” and
what realistically can be done to get the client where he or
she-wants to be.
*

.

Orientation .

.
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According to ,H'(’bsler's Seventh New Collegiate
Diclhionary. “to onient” is: (1) To set night by ddjusuné the
facts ot principles, (2) to acquamt with the existing sit-
uation or environment.” In general, the orientation
components of employment and training programs hase
been, developed to encompass both of these meanings. al-
though the methods of implementing the components and
the expected outcomes of participation are as varied as the
components theinselves.

Many national programs—CEP, WIN, Sk|lls Centers,
OIC’s, and others—made extensive use of the otientation

- component. The strutture and content of these orientation
components varied from project to pro;ect but most were
« based upon the premise that orientation would prepare an
individual {o take training or a job and to succeed. I'his
preriod of preparation ranged from a one-week to a four-

week session and covered such topics as: .

® The purpose and objectives of orientation and what
the participants would get out of regular attend-
ance. ' . . .

. 'Ihe rulés and regulauons of thé program inavhich

: lhe parucxpants were enrolled.

Q
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® The requitemends for participation g1 the program.
® The program resources available to the particpant.
® The availability of community-based 1esources.

® Job-firtding skil}s. . .
® Test-taking skills,

’\

@ The expectations of employers. -
. ® Work attitudey/ ’ A .
¢ Giooming and acceptable drcss (job oriented).

® Job-related  expectations of the

® Knowledge of transportation systems. *

participants.

® Child care assistance and services.
¢ Money management and family budgcting.

® Consumer education. including the ‘dangas ™ of

- signing sales contiacts.
® Nutrition, _
] 'Dc\'vlopmcnl of a positive self-image.
® Communication shills.
o Slf-help techniques?

‘e .

' /
e 1,
It was generally agreed that the orienfation component

should be scheduled so that the participant would move
directly from orientation® to placement on a job-raining
component. This close coordination between components
was considered essential for tworeasons: First,it would pro-
vide a sense of pride in accomplishuient for those clients
who completed the sessions, and second, it would establish
a foundation of wust in the staff of the employment and-
training program and lead to greater efforts on the part of
the clients to repeat the successful performance ina new job

or training component. Unfortunately, the administrative
problems 1inherent in allocating resources to achieve
“tight scheduling” between components often made it
impossible for the majority of clients to move quickly from
one component to another. In addition, there were prob-
lems in knowing how quick is quickly—a week? a month?
Some clients would “fall between the cracks™ overnight,
while others would cominue to stay in touch for weeks
until placed on a jobor in training. Indecd. there were prob-
lems in knowing whether otientation did, in fact, make a
difference in a client’s Continuing participation in the
program. PO .

One WIN project in a large. midwestern state subcon-
tracted the orientation toasmallfirm3specializing in human\

development This firm pro ided a four-week sessfon that’

met five days a week, and its success was remarhable. It had
the lowest rate of absentecism of any component in the
program. .

As the months passed, the WIN Program operators real-
ized'that the WIN ‘clients were developing warm and open
relationships with thesubceontractor, but when orientation
was completed and the clients retuned to work regularly
with the program staff members, it was  as if they
were starting all ovér again. When problems arosé, the
chient would turn to the orientation leader for support and
thg leader would act as intermediary betwveen the client dnd
the employment and training staff: :

Uncomfortable situations arose. The progiam operators,
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 program staff It was decided that all clients

. :
had also been running an informal study to deteimine
W hether jorientation has an impact upon success. They
c.umpared the progress jof thuse person who did not receive
orientation with those whd did and found no significant
difference 'f'ht\ thén made” two decisions. (1) That they
would hire stdff anid contluct “in-houst” orientation and
{2) that unly those pcrson;fur whom it could be show nthat
orientation was necessaty would attend. These deasions
proved tofbe satisfactory, the*dients continued to attend
regularl anddeveloped good relationships with WIN staff.
However, the*program operators still had a nagging doubt
that unentéuon was being used simply to enroll
and rmol\t clients in the WIN Program quickly so
they *would be eligible for the stripend, rathér than
using the component because it had demonstrated that
it made clients more employable. ~
A large WIN project on the West Coast had a similar ex-
perience This projétt conducted in-house orientation from ,
beginning of the program, developed three-week ses-

r sions with clients partiapating five days a w eck, six hours a

day The same general results were obtamed, clients

. - ‘
_attended the sessions regularly (three out of four attend-
‘ed every session)

and developed warm, relationships
amaqng themselves, with the group leader, and with other
"needed”
orientation and all would go through orientation before
assignment to any other componeni’After the first cight or
ten months. it became evident that, while most ¢ lients liked

orientation, attended re gularly, and said they learned a lot,
:{:m subsequent participation in other components of the
program did not measure up to the high expectations in,
evidence at the conclusion of the orientation session.

An informal review of the records and evaluations of
,Chients revealed the following: (h Nearly three-quarters of

' thoS( who auénded sessions were considered (rated)

-
-~

-

A

N

“improwved” by the experience, both by thémselves and the

group leaders; (2) those who went immediately (withintwo
or three weeks) into work-1elated components (e.g., on-the-
job training or work experience) maintgined high levels of
participauon: (3) those who went into skill training tended
to mantain high levels of partrcrpatmn although with
more absences than those 1n work components {(¢.g.. two
out of four would be absent at least once, rather than one

.

. out of four), ( 1) thuse wht wentinto basic education ¢ lasses

had'poorer attendance records than ¢lierits. in any other
component, whether they had good attendance records 1in
urientqtion o1 not, and (3; thost w ho were placed in jobs i
found’jobs after onentatyn. did not necessanly reman 1in
them (the average lengt )f timeon the job was five weeks).
Tt must be stressed that this was an informal, one-ume:,

" look at the case-records in the program. This review senved

TRIC T

to raisé more 1ssues than 1t resolved. On the one?thand,
chients hked the onentauon sessions and seemed, to relate
better to the WIN staff and program than those who had not
attended sessions, on the other hand, there was no evidence
that this lengthy in-depth onientation to the program, com-

'~ mumty, and "world of svork”" had any slgmfr(dntr(lduon-

.ship to successful program completion and long-term em-
ployment It seemed apparent that the real payoff of orier

o
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tation was the substantial low ering of tlansaction costs fol
the chent. Attending orientation sessions and develuping
rapport with the program staff seived to provide a par-
ucipating dlient with the means of obtaining low-cust in-
formation about the “system” and how itworked, as well as
the assiStance of a staff, generally Lummmed,\tu chent
advoucady, that was willing to assume a giedtar than equal
shiare of thecosts of ncguliatingjub and training placements
and additional services from welfare and other suaal agen-
cies. The guestion of w hethel these benefits tothe clients re-
turned a future bcneflt to sb(ret) that was greater than or
equal to_the cost “of orientation remains unanswered.
O,lher 1ypes of orientation thag&w been used inemploy-
ment and training programs include vestibule training anc
“vne-tu-one” program orientation. This latter type 1
iterely a matter Qj’lnformmg.the client ot ue purpose
rules, and regulations of the program, his or heXrespon-

sibility to participate, and the chent’s nnghts under the pro-,

.

-gram. )
An informal vestibule orientauion is often provided to

employees as they’enter a new job. The infurmation pro- -

vided has to do with, among other things, policy about
rdises, vacations, sich leave, and the customs and proced-
ures of the work setting. This kind of mformality tends to

be ineffective in establishing relev ant communication pat- )

terns with new workers w ho ae dlsad\ antaged or who have
had hittle previous work expgrience. This is espeaally true
of new workers who are cultuggally or rau%rem from
the majority of the work force, A more for ientation tu
the employer, generally an initial block of ume devoted to
mfurmauuq giving, has been found to be mord successful,
The' goals of this orientation should be to:
® Provide basic information on the way the company
works, how 1t alfects new employees, what 15 expect-
ed of them, and what they can expcct of the com-
pany. .
e Provide tangible proof that the- program is
real” and that the company is credible.

‘for

Stimulate [rainee motivation through offering in-
centives such as promotional opportunmes, pay in-
2 creases, senigrity status, and other regylar employ-
ment benefits.

Build a sensc of regponsibility, self-confidence, and

N

belief ing¢lf. 10 .

On the w hol(\:ﬁrplo)c rswhohavedeveloped and imple-
mented a vestibule 6rientation program for their disadvan-
taged and less experienced workers have found that the
rate of attrition is dramatically reduced and that the new

workers tend to becgepe valuable, longer term employees.'' |

Whether such orientation should be restricted to those with
the most obvious need or provided to all enrollees and em-
ployees is a matter of sbme controveysy. Restricting orien-
tation to drsad\antagtd workers reduces costs. However,
identifying that group as different may lead to sensitivity
on the part of those required to take oricntation, resentment
on the part of thos¢ who perceive the disad\énta‘qu as

’
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. getting special treatment, and possibly to lowered reten-
tion. Each practitioner must decide on the pros and cons
under particular circumstances.

Such vestibule orientation may be provided by the em-
ploying firm. by consultants, or by the public agemy re-

» sponsible for pla(ing the werkers with particulal firms.,
The critcal issue is the relationship bct\\ecn cost and e,ffe(-
tiveness.

\
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Educational Seryices
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Instiuction m commuamcatne, mnuml.mmml and soal shalls foi adulps
whow inabihity 10 effcaaneds use these JRills \uhaunlmlf\ mmpans then

CCLHNE O LN «miplos IOt comm nsuiate \\uh thewr 1eal .«hxhu v
rd

The above defmitionvol Luasic ducauon descnibes the
1ationale for providing such saavices as a part of o1 as an
Sadjunct o emplovment and  uainmg  programiming,.
Whether it shoudd be termed a supportive serdice would de-
pend ultimatelv upon the mtent of the program. but for
purposes of this discussion., educational seivices wall be
defined as in support of employment and training pro-
grams. to

The perspectives of educators and program administra-
" tors diffar somew hat. Educators generally believe that ed-
ucauon m and of itself has meaning. Program-operators
feel that such services should have ditect relationship to
skill traing and subsequent employ ment. especially as
the costs of educational services become apparent. The fol-
lowing dist ussion will focus on’ the concerns of program
operators, which may or may not be congruent with the
concerns of educators.
. The thrée major types of educational services that em-
ployment and training programs have provided are:

l.

)

Basic literacy, aimed at thuse clients who were 1llerate or
near illeraté.

2. Prepz;rauon for the high school equivalency test (GED
raining), directed towards chents who could read, write,
and do arithmetic computations at about the ninth
grade level, but ivho have not received a high school
diploma. ' 9 Coe

3. Enghish as a second language (ESL), for those 'chients
whe might or mlght not be literate in their nauve lan-
guage, :but who neither speak nor write Lngllsh

Generally, one of Jhe problems with educational pro-
grémming in early emplovment and training programs
was the inability of program planners to differentiate
among these three forms of education. It was not unusual to
see persond who had onh the most bdsic literacy skills in-
volved in preparing for the GED, or to see non-English
speaking persons who were literate in their native language
in classes with clients who had never mastered any literacy
skills,

" One of the reasons why separate classes were not initiated
“was that program planners were really not sure what the
-

"Rn:hald Cottmtight and Mu;rd W Bhice \dult Baw Fduation Ilnndbmk(nl Hduf}
Fducation Robest M smuth, Georgr §F Adler.and ) R Kidd ey (b 24 inew York, MacMillan
(o 1970 pp-i07-108 .

.
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goals of' bdsic lmxdu and ESL werg. “Usually cmplu)-
ability pfans wele vague genetalities, and iproved literacy
“was only petipherally related to job g()dlsy It was-easier to
have as an Objeltive the secunmg of a GED catificate, no
mattet how far-fetched this was inlightof a client s pdbt ed-

. ucational-attainment. .
Another farea of uncertainty was whether the aheady

* exisiting programs developed by loca) schools should be
used Notonly were they sometimes available without costs

P

.
N ¢) the employment and training programs, but thiey were

already there. The'use oflthese progiams met w nh varying
degrees of success or failure, d('p('mimg upon the program
and the clientbut some of the obstacles which program
operatois encountered included? ¥

.

t

1. The inability of the school-run. program to protide in-
formation on client Attendance and progress.

2. TheVack of open-entry, open- -exit programs,

3. The lack of mdmduallzed instruction. *

1. The divergent goals of the ¢ducation and emplosmem
and training progfams (i.c.. the educational programs
urged chen;s to stay-until they feltready to take the GED
teSt or were comfprtable with their llterac) level; the
employment and training programs wanted the client to
to reach'goals as quickly as possible).

.
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Basic Literacy ,

Most of the rhajor employment and training pmgrams of
the 1960°s and early 1970's had a basic iteracy component
(either attached to GED training or as a separate entity ). A%
prmlou&l\ dls( ussed, those attached to GED training had
the aqumuon of the high school equivalency cbruficate as
their goal. Goals for those programs not attached w GEB
programs ,were less clear, if not less unrealistic. Rarely
would an employability plan state specifically that the ex-
pected goal was, for examp)e aseventh grade reading level,
or if such a goal was stated, it was not related to specific,
realiStic occupational objectives. )

“The employment'and training staff wha were placing
clients into these educational components belicved that
they were only fulfilling their mandate to devclop clientsgé

B

their fullest potential. It was only after clients had been ig -

these components for periods in excess-of a year that pro-
gram operators began to question their value in relation to
outcomés—especially employment outc omes—and to
wonder whether the improvement n reading and compu?
tational skills that could be effected within the ime and
money constraints of the program were really worthwhile
. There are, of course , remarkabic stortes of people whe
were functionally illiterate who went on to get therr high
sthool diplomas. but these were the exception. Geneally
« the program operators found tthnsOI\ es involved in expen-
sive programys that had mxm’rhum payolfs n terms of how,
the classes had an |mpa,¢‘t onemployability. Moreand moie
program opcrators 9am(' to the conclusion that the devel-
opment of basic literdcy skills should be left 1o the educ dl()lé
and that oily the development of those shills necessary to

’ -
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worh sutvival (¢.g.. 1eading safety signs) had g place in cm-
ployment and training programming,.

’ .Y

GED Preparation

-

Although the purpose of GED pieparation as it related
directly to employment'was not always as clear as might be
deslrable. the high school equivalency certificate was a’
demons(ra(ed asset. In fact. for some apprenticeship oc-
cupations it was arequirement. high school diploma o1 no
diploma. Nonetheless, perhaps the enthusiasm with which

. . GED preparation classes were initiated was not always war-
ranted. The most inhibiting factor was the selection of
clients. GED training. as it was envisioned by maost pro-
gram planners. wasasix to twelve-weék program designed
solely to help clients pass the test. Acquisition of literacy
shills was viewed as a peripheial benéfin, Clients who ware
successful usually already had most of the basic skills. but
perthaps needed 1o “brush up™ in fractions and i test-
tahing methods However. many employ ment ad taining’
staffs did not have the means by w hich to deeimine liegac
levelsor polenuals for passing (hc test. Clients who ne Sh d
much more than a “brush-up™ were put into dlasses, and
the courses were often repeated several times- before
the certificate was acqui?d or the client gave tip.

3

~— - . -
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English as a Second Language .
N &

The implementation of ESL programs generally came
“after attempts at. and sometimes failure in, other educa-
tional programs. Perhaps because program operators had
learned from their past experiences and because B need for
ESI. was readtl\ identifiable, l'_SLkprograms seem to have
fared beuter than the previous educational services. Then,
100. the impetus for ESL often camée from community
groups that demanded such programming;: the perceiy
need for ESL originated with persons who were to.receive

service rather than with the deliverers of such sgryice.
Summary - T . '
/

Even with the problems faced in providing educational
services. a number of programs were able 10 meet time and
money constraints and still furnish eduegiional services.

A miedium size WIN Program mwumgcd a VETY SULLCSS-
ful adul( education teacher to go into busmcss as a subcon-
tracter furmshmg basic literacy and GED training. The
GED uaining was very successfulqover 90 percent pass rate .
every 12 meeks), but the teacHer personally reviewed the
achievement levels: of thuse entering the component
and suggt‘ste‘d “the basic literacy class, if appropriate.
The GED umnmg stressed passing the test. and the skills

Jearned were directly related tmha(goal Unfortunately, the
basic Tneracy mry)ponem did net’ have such. a_ specific
2oal and it fizzled out when the program operatqr decided

: . * . ,l:
ERIC. . Mg T ‘
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" as job ready (either because of skills or because of their will-

. fac( that participants either had 1o have access to a Gu or

-able impact on the ability of a paiapant to (mnpl(u

that .the progress of clients through the component
was too small to have any effect upon their potential for
employntent, T
A very successful ESL class run by a CETA prime sponsor
has as its'goal immediate employment alterbasic English
has been mastered. The program operators see their clients*

ingness 10 take entry level jobs) and view ESL as the unly -
service that will need 1o be provided. ’ -

In anuther apparently cffective program, skill training
and educational services are joint compopents, with the
education’ having direct relevance to the skill tra
ing and in sume cases being taught by the \ucduundl n-
stractor. - ~ .

In' general. 1he trend in educational services in empk)-,-
ment and training programming is away from the develop-
ment of components that may enhance a client’s employ -
abi#ity " and toward funding services that have measurable
goals—either in terms of educational skills to be obtained
or Placements that can be made because of the attainment of
these skills—and that can be shown to have direct bearmg
upon immediate employment. If educational services are a
prerequusite to, successfpl program partiapation. ¢lients
are encouraged to reevaluate their occupational goals or are
old that this particular program cannot provide the re-
quired services. .

B
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very site except ‘\‘ew York City.

An m-dep(h study of transportation issues for a program
n a rural county in Vermont found that. m-addnion to the
walk.“the distance between cliend and slog has'a me dsuf-
S\\fPi(Sp( cial Work ProjectsJiraining. That is. the (Athe o
licne Lives from his slot. the highar the probability of tim
lnd'aon (dropping out).” " N

JInordar gobegin to cope with the massive problanolon
slilfﬂg that @lients could phy sudll) gt hom e hones to
training sites o1 jobs. program opeaagors had o dure nngn
where their dlients lived in relatiof 1o the locatiow of (ln "
.nup mdustial sites and bils (s Aommuintics and !u
asyoss the avadilabihity of a public transpotianion sysic lln.u
conld link the two. From this assessmicnt thie opstiatons

: ~ ” T
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alternatives:

e
I. Devddop shill tasmng o nicct th(/klll lequiietents ul
shortages of putumal employets who wad most acces-

sible to the program’s clients

"~

. Move the clients to hom(/m areas that had access to the
employing communitys

. Develop other meaps by which clients could get to and
from training optmploymen.

The third ak@mative is the one that most programs
sele(ted Thefe was no single solution to the clients” trans-
portatiop”dilemma. The ultimate solution, implemen-
tatiop Of inexpensive and accessible mass rapid transit, s
fap'beyond the influence of an employment and training
program. However, most programs attempted either for-

+ mally or informally to cope with the problem. Thé folHow-
ing are solutions (or at least partial solutions) that pro-
grams have utilized, either singly or in combipation:

I Payment for automobile repairs. The progiam pays for
the Yepair-of an- automobile so that 1t can be used as
transportation to training or work. This solution
worked moderately well, providing a program staff had
some knowledge of automobiles or ability to establish
relations with a reliable automobile repair shop Too
many times; ¢ars were repaired only to “die” againa few
weeks later. There were 'instances, however, when re-
pairing: an atitomobile was hot only a solution to a
client’s transportation problem's but had other benefits
as well, such as the WIN client who volunteered to drive
other cliets totraining, or the successfully terminated

_«lient who turned her old car overto the program when
she had bought a new one. . N -
g\hﬂ(uuraging the employer to organmize car pools.

Because of the energy «risis, many employers have
voluntarily ser\ed as clegring-houses for employees who
need rides or who are willing to provide them. The pro-
gram coordinated with the employer to make the nec-
essary arrangemetits. ¢

3 Usingtaxicabs for car pools .When several clients lived

in :ﬁ;’ same vicinity agl-worked {or the same employer,
arrangements sometimes were made with a taxi cab
company to make regular pickups. If this could be co-
ordinated. the cost could be reduced because the com-
pany or independent cab driver was guaranteed these
1wo runs a day. .

1 Using minibuses” Some, programs purchased nine-
passenger station-wagons or minibuses to transport pro- .
gram m’rtici,{)}ms Although this system was invaluable
while the participant was actively involved in the train-

.ing (for transporting persons on tours of places of
usiness, to testing sites for high school equivalency
tests,  to licensing tests, and so on), their use was
genegally not a long-term solutiorf for the participant
wha obtained employmeni. The program could not
afford enough minibuses or drivers (o trans
on a regular basis. In some. prégrams, con
insurance llabllmz curtailed the use of progra

: Ml buscs.

ERIC
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Making arrangements with independent, charter-bus
companies. If enough clients living in the same vicj 'i'ty

‘ere also to be working in the same area, indepe dent
:)\Js companies were somgtimes convinced that a r ghlar
charter run was profitable.
Provldmg bus tickets or tokens. Most programs relied, af
least partially, upon public transportation. A number of
these programs supplied clients with bus tickets or
tokens, either on an emergency basis or as a regular
training related expense. It was thought that tickets or
tokens were more suitable than cash; clients would
see their use for a particular purpose. This was generally
true, but in at least one large city, a black market in bus
tickets developed.

o

Arrangmg {or transportation services was always/a time-
consuming task, whether the staff provxded the trans-
portation themselves or arranged services through other
sources. However, it was ene of the more gratif ing tasks
since it was one of the few services from which th staffand
client could get immediate satisfaction.

-

!

Physical Heg}fh\ Sérviqes |

Because of the inadequate health care provided the poor,
employment and trammg program clients oftendring with
them serious health problems. Program operatgl\have to
ask the same quéstions about the provision of physical
health services as they do about the provision of any other
ancilhary service:

i

I Does the sroblem affect the client’s ability to function 1n
skill training or on the job? ’ (
2. Do we want t¢ do something about it?

v

Initjally, some WIN Programs required physical ex-
aminations as part of the assessment process. When health
problems were identified, the local welfare department wis
responsible for ap{)roprlate medical referrals. The physical
examination req\tyrement proved helpful to the Rregram
operator, but clients and client groups raised questions and
complaints about the blanket prerequisite, and the require-
ment _was dropped. The program operator was then un-

o determine before clients entered programs whether
chllth problems were present, and unless the client vol-
unteered  information, could not distinguish between
clients who could partiapate and those who could not.

Generally, program operators found that they had to
respond to clients” medical problems onan immediate basis
sor lose th(- client. Some of the resources that, program
operators used included public health facilities on either
free or subcontract basis and private health clinicson a sub-
contracted basis.

As difficult as locating health Serices for actite physical
problems was, the problems encountered 1 the develop-
ment of resources t0° meet” chronic illness, especially
alcoholism and drug addiction, were unique. Not
only did the staff havg to develop resources. they

-
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. had to encourage clients to ux\ilizc them. Since these
two chronic health problems could preclude success-
ful pdrtmpduc}g in a program componeit, the staff could
+  not hold out the carrot of a weekly stipend. In addition, in
¢ Most states alcoholism and drug addietion were nordefinett
"as disabjlities by either Welfare Departmend regulations or
Vocational Rehabilitation. For staff members whose clients
were welfare recipients, thid lack of official recognition was
the cause of consternation, refusing to accept a client into
the program or terrpinating a client because of drug addic-
tion or alcoholism was not gonsidered a “*good cause” for
non-participation, and so the staff was put in the position
of cltherjeopardlung thé client’s welfare grant or accepting
and keeping a client in the program w ho would not be able
to participate. Some attempts were iadc to’refer clients to
Alcoholics Anonymous or 1o drug rehabilitation pro-
grams, but dealing with these problems in an (‘mpIO)'mcnt
and training program setting proved no_easier than did
dealing with them in any other societal context.

The addiction to food—obesity —was as stubborn a prob-
lem. Individual programs did have some success by pay-
ing for clients’ participation in Weight Watchers and by
protiding _information about nutrition, but the success
stories, as memotable as they were, were offset by the num-
ber of chients who were virtuallyinemployable (at least in
their chosen jnbb)budus( they wer senously overweight.

Fui utha chroni®health plubl(ms program stafls used
the s¢rvices of Vocational Rehabilitation, VR would often
provide comprehensive medical evaluation and prosthetic
devices. However, because of its own program constraints,
VR was not used for cvery client, but was subcontracted
with on an individual or group basis.

Sources such as Planned Parenthood and the Léague of
the Handicapped warc also used, aatha on a subgontiactor
"free basts, ta meet specific (Jient needs.

No matter how dlever,the staffs were m developing phy-
sical Dealth resources, the delivery of such servieces was an
mvolied process. One recent Teasibility study (aploting
health INLETVCLION ds a4 Means ol ndreasing entry of wel-
fare clients into the labor market condluded that.

-

. health handicaps which It or prevent entry of welfate reapients mto
job taming o amplovment are comples, bang condinonad by sich 1ok

o behavior lack of motnvauon, dong negled. anotional paoblams, and
obosity U nless welfare chents are desirous to enter the workfora, thoy ai
Lot ansious (o obtam dptimal health Indeed. the prominence of sick role
behas sor suggests that health (()mplamh are used as ameans of excusipg
soctal and cconomic faglure 1 kY

. Generally the delnversy of physical health services seemed
to be most effective when purchased for those petsons with
ngn-chronic problems (e.g.. the need for eyeglasses o1
cosmetie dental work) dnd least effective for those persons
whose health problems were an actual o1 percenved deter-
1ent o (indn}g or holding a job.

L]
.
—————
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)
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Mental Health Services

.

¢ The cone ept that working and being pad are the
methods by which the individual demonstiates that he o
"she 15 a worthwhile humnan being s a value slmngl\ held in
Western society, Thus, not being able to find o1 1etain em-
ployment, especially when the economy 1s sound | is often
considered to be a symptom of underlying mental licalth
problems. Some individual programs believed that the de-
Iivery of mental health services was a reasonable acnivity,
either as part of jtheir regular counseling process o1 on a
subcontiact basfs. For many programs the provision of
these services was not a happy experience, Defintion of the
need. in and of itself, affected the chients” parudipation m
tlie program. Because of the negative connotation Of

"mental pmblf.ms, the staff had to carefully cnsune that
the defined problem was really a problem. A casual
“paianoid” wiitten on % case 1ecord folder was far more
damaging to the client’s employability (in terms of how
staff reacted and which jobs the dient was 1efened to) than
-the lack of an occupational shill,

In one case m which mental health services were fur-

. f
nished, the expenment proved to be mote alearningexpa-

1nce for the program operator than for the chents. On g
trial basis, the program orgamzed a group therapy session

for clients who had severe absentee problems. The groap.

was led by a licensed psychologist assisted by the progiam’s
employment counselors. The undalying assumption of
the expenment was that Jicnts would not be consistently
absent from programs unlesy they were suffaing from
mental health problems. Care was taken to msuie that
participating chents understood the purpose of the group
therapy, and these chent sign(-dﬁ\mn ers that freed the pro-
gram from liability, The result of this expgeriment was that
chients not only absented themselves friom the regular pro-
gram components, but also fiom the therapy group. How-
over, the amployment and udining staff came o the
conclusion that some chents did not participate because
they just were not interested, and that “self-actualization™
probably would-not change this pasic disinterest.

The' expetiences of program operators as deliverers of
mental health services was generally not favorable, except
mn the instances when the broblan was, paipheral to the
chents” emplovability and could be handled concurrenty
with shill training or employment. Realistically, the pro
gram operatoy could not be expected to solve long-term
)rol)lvms with the limited 1esources available.

/

Child-Care Sefvicés

Except ‘l‘n tmes of natonal emergency (bog.awarn vears),
day-care programs were generally axailable only to families
who could afford them. Neither private enterprise nop
government was willing to subsidize gquality day care for

v

-
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low-income families '* The implicit assumption unda-
lying early employment and tiaining legislation was that
programn participants would be men. The réality of the sit-
uation is that signiificant numbers of the unemployed and
underemployed are women heads of households, WIN was
an initial recognizer of the problems that women faced
when entering the labor market Although program legis-
lation suggested that child-care services could be provided,
no systematic approach to developing and funding day-
care centers was set forth Rather, each individual WIN pio-
ject in concert with the cooperating welfare agency would
attempt to locate these services, ?

Annteresting problem encountered by one WIN projaat
and shared by other employment and taining programs
was 1ot so much the lack of day-care centers as the e-
luctance of clients 1o Im/c their children with suangers, no
matter how qualified those strangers were. Fhe project ex-
ploted with chiens the feasibilinn of obtaining the pard
child-care services of neighbors and relatives. Fhe Weltare
Department pawd the indisidual child-care providers afte
they hdd certified themr as having sugtable homes. In mam
winvs, neighbors and re latives proved more satisfac tory than
did child-care centers, at least in-terms of the goals of the
program if not m terms ol !h(' needs of the child:

1 Naghbots aud rdatives h.ul moie floable schedules
than did child-caie centers and. thus, could 1espond
mote casthy when taimng o1 work arises arose.

2 “The naghbors rdatves lived nearby and the transpor -
tatton of the childien was not mconvamont.

3 ©The naghbors iddatives wae known 1o the childien,
and so thare was not the concan of having the duldien
with strangers.

{. When a child was sick, the neighbors @ ulduws often
agreed to come to the cient’s house: thus the parent did
r{it have to miss work or training.

A CEP project mitiated a creative, although expensive,
approach to child-care. Staff members started their
own child-care center, using the center to | tramn
child-care workers. Initial problems were encountered n
mecting state lieensing requirements and 1n the referral
process, but after these problems were resolved, the pro-
grant appears to have been successtul, The hnatresult was
that, after ayear of operation, the actual management of the
child-care center became the 1esponsibiliny of the Welta
Department. with CEP as “the deliverer ol the naming'
SCIA IS,

Attempts have been made to negotiate with the private
sector and to convince it that child-care centers can become
profit-making entities or can help the private sector in

meeting its social-obligations. This approach has been met-

with less than enthusiastic response. \llhough some large
businesses have opened day-care centers for children of em-
ployees, state licensing laws, insurancé regulations, and
disinterest have kept this from becoming an overall solu-
tion In addition, the cost of programming is high. For

'
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example, a child-care service that would have provided a
full range of serwcei to the children and thenr families
would have cost $3,093 per child in 1971."With inflation,
one could expect the cost now to be at least 25 percent
higher.

Just as a program can purchase and "“hustle* all types of
services for an individual client, it can also find adequate
child care for one client or perﬁaps a group of. chents,
However, singe the staff cannot,fix” everything for every-
one, employment and tralmng programs will have to want
until public sentiment is favorablé (and the money 1s
available) for the implementation of large scale child-care
facilities that meet the needs of low-1income families. .

Legal and Bonding Services

¢ L]

Because the need for legal servnces for-civil cases was
sporadic, programs génerally acted as referral agents for
clients to community legal aid societies.

The legal services that these societies offered included
divorce proceedings, personal bankruptcy, closing of
police records, injunctions against garnishments, and debt
reorganization assistance.

Legal service agencies did not handle fe lon\ cases, but for
those clients who could not afford a lawyer, the court pro-
vided public defenders. Although the émployment and
training program did not piduide direct legal services, 1t
was often used as an ally of the defense to show that the
client was actively involved in rehabilitating himself or
herself, (The program was used as a supportive service by
the lawyer and client.) ”

Bonding services for persons who had police, credit, or,
other records that prevented their being covered by the
usual commercial bonds could be obtained through the
Department of Labor's Federal Bonding Program. This
program,
agencies, wasavailable to any individual w ho was qualified
and suitable for the employment in question and w ho was
not commercially bondable under ordinary circum-
stances.'? However, except in programs that had a client
population of ex-offenders, the need for bonding services
was not consistent. !

-,

Use ;)f Local Peit}" Cash Funds

[}

It v:as not {and still is noty uncommon to see staff mem-
bers arranging ralffles, dances, coffee funds, and other
events, The proceeds of these cvents were used to megt the
immediate cash needs of clients. Staff members rouunely
used their ouwn money to supply clients with funds for bus

3

"John M Mchee Guide for Emplovment Seriace Counselors m € onecsonal DT 4 Pragrems,

Rehabilitation Research Foundation under contract with the £ 5 Depattment of Labor Man
power /\dmmmmmn Washingion D 1972
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. tickets, haircuts, and other items to fadilitate the Llients’
achievement of a gual. The motivation of the staff members
was more realistic than altruistic. If the client cotld not
purchase an immcdiate need such as transpultation oI
health care, the oppurunities for employment could be
turtailed.

Sume programs encouraged the use of petty cash funds,
but many states had 1egulations prohibiting state employ-
ees from having access to cash. One state in which all pro-
gram staff members had access to petty cash funds instituted
a revolving system in which the program was given a base
amount of mopey (usually $50); the funds were replenished

- s
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to this set level when the program subntitied vouchers
shuvxing how the money was spent and attaching recapts
when appropriate.

ere are arguments, pﬁ» and con, about the adv lsabllny
5l allowing locat staffs the use of cash..However, past ex-
perience has demonstrated that with minimal ¢ontrols the
petty cash fund can be a valuable supportive service. It al-
lows for the purchase of items to fullll immediate needs,
it costs very liftle in the long run (far less than having a
long, involved prucedure for obtaimng items), and most
importantly, it gives staff autonomy to make immediate

decisions.
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Usually program planners con§1der supportive services being “hustlers of sernce, and in'the lo,ng run the pzogram -
asgliscrete entities rather than as a comprehensive package. .. w1ll probably suffer. . - ¢ R
. ~Thus, the design of supportive services has centered on the . g} ) ) - » ot
' delivery of individuat services and has not tocused on the s T - !
development of models that could serve as the policy #ad - ™ )
operational base of the supportivé service activity. The fol- TWO" P I'OVlSlOll of Supportlve
lowing is an attempt to present models that program oper-
ators could.co dér as tp\ey plan for overall geh%ery of Em SCWICCS Thr()lfgh Interagency
ployability and supportive servlces It must békept in mind Agreements ' . '
that these models gre composites of field experience and > . o "
- have not been tested, except in the most casual way; there- *
fore, the discussion of their ramificationsisintendedtobeil,  In this model, the program operator "has decded that
lustrauve rather than site specific. even though the program will not allocate any funds tothe
. supportive Services activity, a need exiSts. The need will be
. . met through other agenC}es already in existence, whi 'hpro-
: Y L vide such se:jwcesqtocommumti' me;?bersalt)no cost. Rather ,
. o than depen ing on individual staff members’ initiave to
‘ One‘ﬂ NO. P IfOVlSl.On 'fOI' “htustle” these services for individual clients, the .program
SUijOi'thC SCI‘VJCCS a . operator draws up formal agreements wuh thes pr v1ders
) . . . ° “of supportive services.
e R - While it is easy to have admxmslrators agree fo inally
, -In this model, the program Operator has determined that  with one another, it is difficult to make:l,m agreement op-
the program will be direcied solely at skill training and  erational at the line level. The emplayment and training y
. placement. It is assumed that clients will have no sup- staff wantio use the servige, but the cﬁoperaung agencystaff  °-
portive §erv1ces in the community. There is no on- paper may not understand “what's in it for them.” All staffmem- -
« Gost to the program for this approach, and’ it requires no _bers may want to cooperate, but mechanisms by which'such ,
" apparent staff time in the traditional rhanagement furc® " cooperation can become functiond! would have o be built.
tion. "In order to estgblish a sound basis fe?a-greements, the pro-
Although it is wholly acceptable in the planmng stages, gram operator, in concert the cooperaung agencies
this approach shas a 51gn1f1cant drawback: the program and progtams, would have to develop methods by w ch:
operator has to be willing to make thedecwon thatthe'pro- Agency/program personnel know that coppffralNe
gram will enroll only persons Whose_employment-related agree s have been reached, understand each other’s
problems are either lack of job skills or lack of job- flndlng ' functi8fand responsibilities, and are aware of the sup-
sklrlsls (T};; plroblems inherent, in ‘encountering falle; portivefervices each has t6 offer. ‘
Jpersons who also meet program criteria are manifo .
b "Unlées the program operator can make this unpopularand 2 Clien referrals can be made—both from the employ-:
" peghaps unrealistic decision, operational staff will find men and raining program and (o it. <
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them;eh es in the uncoiifortable position of not having any

The refemng program receives ehem pxogress reports.

resourees to meet the non-skill or non-placement needs of *4." The referring program is Aware of the final otitcome of -

their clients. Becausg people in employmem and training
programs, working in line positions, do so because they -
like worklng with and alf of other people, they are
gomg to find a way to meet client needs; at least they are
going to spend a lot of staff timg trying to,do so.,The pro-
gram op@rator will have put the staff in the‘é:s[ihlon of

19

the referral. -
5. The agency/organization to whlch the client was re-
terred isinformed of the outcomeof tHeclient's participa-
tion in thé employment and training, grogram. (The
program stalf are not the only ones nterested 1n the
“client. )
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) Thg ad\antaggs of this type of mudel are. The program operator, in deciding to dichotpmize direct
o ® The un-papet Tosts m d(ludl cash spe m s mupimal.  eraployment and training services and supportlve services,
-t ® Duplication.of serv ice 15 avorded. must consider the twé®major problems in such a system:
- 0 Serwces arg provided by experts. First, the client will have two groups with whom to estab-

Yy Dependmg ¢n the woperating agency, additional  lish relationships, and second, the 80?5 of these groups, as
services may become available to the client they relate to the client, may not be congruent and, in fact,i
(e. g services for other family members). may be competing. For example, a social service agency
providing counseling services may feel professionally obli*
. (s = ; gated to discuss with a client a wide range of subjects, many
R The client has to, establish relationships with f which'may be at best peripherally related to the client's .
several agencies and individuals within those activities in the employment and training program. An ed- :

The dtsa \amages include: .

. ageficies in order to receive service. ucational institution may see its role soley in terms of GED
® The client has to spend time trzi\elmg fromagency (e preparation, and it may encourage persons whdé may
- loagency to receive services. -« not be able to pass the test without extensive assistance to
», @ The employment and training program 'does not’ insist on continuing in that particular program. The
T have control over the quality of service provided.  second problem. which is related to the first, is thedifﬁculty,
+ ® The program will not receive progress and \he program operator will have in coordmatmg flow of
" attendance reports in uniform formats. L clients to and from the two types of components ot#h devel-
¢ Trackmg of clients becomes difficult and time  oping methods by which the client can parttcxpate in- the
consuming. . " two components concurfently. .
Three: Subcontracting— . .Four: Provision of Services by
Separation From Employment the Deliverers of Employment
and Training Functions and Trammg Services 3
In this model, the program uperatc;;s have determined  , "In this mudel, the program operator has determined that
that one or more of the following factors exist. - the delivery of supportive services should be directly at-

tached to the delivery of skill training and job placement.

Jd. Identified supportive services are not available in the : > - etk
However, unlike Model No. 1;money and staff time will be

community, .. -
allocated. The program operator selects this model because
2. Those that are available are inadequate to meet en’lploy- . + ¢ progr pe bec
~ %he following are seen as advantages:
ment and training client needs,

L .
3. They are 0o dtffxcult to obtam on a no-cost basis, or_" 1. There are fewer subcontractors, and so the momtormg

R . and evaluation function need not be spread as thir,,
', 4. Thé program operator préfers 1o contract for services T P

. . . . . 2. The glient will have to establish relations with a min-
that might otherwise be available without cost in order §

20 . imum nuriber of agéncies and individuals.
to maintain greater control ovér the type, amount,

quality, and timing of the services provided. ) 3. The flow of clients thiough the program will be co-
ordinated more easily. , -

4. sThe supportive services provided will be directly related .
1o theclient’ sablllty tosucceed in the skill training or on

A decision has been made that it is desirable to purchase
these services, and that the deliverers of the service will not
be the same as the deliverer?Sf the skill tratmng or job

the job.
placement activities. The decision to separ»atcnhesc"com“"m R . . \ . .
.. - ; 5. The responsibility for client progress resides with a few
- ponents is baséd-on several-comsiderations: | oy . - " .
- individuals; it is easier to hold subcontractors account-
. » 1. Those who deliver skill trammg or- job placement . able. oy . . S
should focus on these activities and should not get en-
R meshed in the delngry of anciHary services. T In selecting this model,.the program operators must qe-

2. Several of the suppoitive service activities may be béeter . ¢ide the program can sunvive the following disadvantages.

delivered by experts.
8. The program can retain control over hgw many clients 17 The clients will not be recemng supportive services’

.

receive what supportive services. - from experts. - . .
4. It ts possible to indvidualize the service and purchaseit 2. The staff may get imoly ed in the pm\ ision of suppoxt <
for one or many clients. ‘ 1 , « ive serviges to the neglect of the skill tratnmg, or job )
5. As with any paid for service, the programv can better |, placement activity. ;
maintain _control of qualtty and of reporting pro- 3. There may be-the tendcncy to take a lock- stcp approach |
: cedures. ’ LI to the provision of supportive services. Since the subcon«
Q : . N 98 .
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tractor has geared up to prowde such services, theremay model and adhere rigurously to its condiuons. Rather, the
be an implicit assumption that every body néeds some-  program operator would select a model based upot the ob-
thing. - jectives dnd goals of the employmenl and training program
. .

. Of course, even when the defsion has been made to Put would modify the structure based upon the deter-
develup a comprehensive approach to the delivery of sup-  Mnation of what supportive services will be provided and
portive services, no program operalor would select one the resources which will be allocated to these services.
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o 5 IDENTIFICATION OF SELECTED ELEMENTS

<IN PLANNING ; -
N : R - . -

*“Axiomatic in most social planning efforts'is the uncom-
fortable knowledge that the finished document is only
mentorable to those who wrbte it. T purposeol' engagmg
in these planning activities for supportive services is to

determme .and describe the conditions that are to be’

changed to define standards that measure the amount and
kind of change, and to devise methods to mizke the desired

‘" changes happen. In the simplest lerms one must plan the

work and then work the plan. If the) plan does not work, it
must beadapted, orit will bea thom*fﬁ the side of many and

', a comfort to none. This is especxally trtie in the planning

*and 1mplememanon of suppottive services.

It should be kept in mind that one of the outcomes of the
planning process could be a decision'not to provide sup-
portive services through the employment and training pro-

- .gram, but to accept only those cljents whio are able and

_available to participaté in job [lrairting or placement.

The followmg discussion of the “elements” in a support-
‘tve services plan is intended to be descriptive in nature and
to suggest a frame of reference in which to consider issués
that arise-in the planning process. The. elements to be
dlscussed include:, - .

1. Identification and description - of the universe of
-potential clients who may require supportive services.

2, Identification, degeription, and assessment of available
resources. ..

. Determination of current unmet client needs.
4. Determination of the feasibility of d&elopxng resources

Qo

to.meet the.unmet needs (funding dsiderations).. .
5. Setting of . pnormes among unmet needs.
6. Determmauon of dervice levels. . . '

‘One of the pnmary difficulties with this plannmg frame-

“work is.the general lack of current, reliable ddta_for small
areas. In other words, a planner or. ‘program operator may, -

not be able to find out what hé or she wants to know about a

- particular population in a partiajlar geographic area. In

some cases, the desirable data are not and will not be avail -

able in usable form, and a decision’ must be made about
whether to spend staff time and resources on developmg.

- .
.. o .
4 . 4 1 ¥

primary data or go on wnh larger area data on the
assumption that the large area is not too unlike

the small area and thus will serve to indicate the

direction in which the supportive services plan_should
—;nove, if not its final destination,

- Another point in this planning process should be keptin
mmd In the presence or absence of statistically reliable

data, the informed judgment of an experienced employ- .

"ment and training program operator or social service pro-
vider is llkely to be as valuable to the fmal outcome as any
number series.

: ~

Identification and Description
of the Universe of Potential .
Clients Who May Require -
—Supportlve Services '

* Within the geographical area of the program, the plan-
ner could collect and analyze the .available data that
mdlcale . )
1? The number of unemployed persons in _the labor
. ‘market.
2. The'personal characteristics of the unemployed, mclud
_ ing age,"sex, race, education, and family status.”
8, The occupational experience of the unemployed.
4. The number of unemployed receiving publicassistance.
5” The incidence of health conditions thal may affect
* employment. .
6: The number of service demands through socxal service
providers.
7 The geographic location of the potential clients.
These data may be gathered from several sources. The
lﬂs Bureau of the Census, Census of Population. 1970,
“General Population Characteristics” ahd ' General Soclal

-
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and Ewnumu Chalactensms, ’ vnl] provide data on thé
size, compuosition, distribution, and malstatxsmsufa  pup-
uldtfun by place of residence in urban or rural areds tor
states, counties, standard metropolitan statistical areas,
incorporated dities and towns, or larger (2,500 ur more) un-
incurporated places. These data wete compiled in 1970, but
they can sull serve as bdse data to be augmented by later
information developed by other sourges. Many states have
platiming offices o1 agenties at the state level which make
yeaily estimates on the size of the state’s population by
county or uther smaller area designation. These estimates

" genetally inglude the growth or decline of the population
through natural increase (births minus deaths) andr

through in/outmigration. '

The meioyment Service in many states, in order to
facx[nate affirmative action planning on”the* part of em-
‘plo)!ers, annually compiles and publishes data on the size
and ‘tompositfon (sex and-race) of the labor force by indus-
try and occupation and on the last uccupation of the unem-
ployed. These data can prpvide a valuable clue to the
condition of the local labor market in terms of entry level
occupations and the unemployment levels of the unskilled
and semi-skilled labor force. It can be generally assumed
that relatively high levels of, unemployment among less
skilléd workers will correlate with higher levels of demand
for émployment and training and supportive services, In
addition, the unskilled or semi-skilled unemployed worker *
is less likely to have accumulated sufficient resources to
overcome the effects of prolonged periods of unemploy-
ment, even with unemployment ffisurance and other forms
of uansfér payments. By the time many of these people
reach the employment and training programethey have ex-
hausted their own resources and can no longer provide
for their 3wn supportive services needs.

The Welfare Departments generally maintain some form
of aggregated data on their case loads. These records can be
a sodice of information regarding the structure of house-
holds and the level of serv ice demands for health care, child
care, and tansportation. 1y addition, some welfare agen-
cies may keep data pertaining to family or household in-
come levels, which may then be compared withincome data
recorded by the Bureau ot the Census for the same area.

After the relevant data have been gathered, they may be
structyred in any form that is usable to the planner and de-
cision makers in terms of comstructing hypotheses about
the un'nc,lsc of clients t}lat may require supportive services.

Wy oex
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consists of female heads of households with children under
15 years of age, 1t is likely that the a\ailabil-i-ly of child care
will be‘an important consideration in determmlng sup-
portive service needs. ) .

The next task would be to go into the community to
determine the extent w which the needs suggested by the
profile of the potential clients are being met. A reliabl€first
source ol information would be the directories of com-
munity resources compiled by various agencies, notably the
United Fund (o1 United Way or Red Feather). The format
of these inventories of resources tan usually be follow ed or
coupied as uther 1esources are discovered. Such an imventory
might include:

® The services that are offered and for whom.
’ e The eligibility requirements. d
® The geographic service area.
® Source and amount of funding.
® Program capacity, as well as total numbers of in-
dividuals served.
® General socio-economic characteristics of nersons
served (age, income, sex, race, and so 04),

The inventory of,resources could then be matched to the
hypotheses of potential supportive service needs. The infor-
mation gathered in this manner would be of a general

,*nature; however, 1t could sull provide the basxs for impor-
tan( decisions yet to be made. .

»

Determining Unmet
Client’Needs .

From the comparison of the putential supportive service
needs with the inventory of available supportive services, it
should become vbvious which services are noteadily avail-
able in the rommunity, however, many community re-
sources are not’eastly identified. Thus, 1f time atlows, the

planner would want to personally interview several persons

who are actively engaged in what are known as the “help-
ing professions’” before making the final determination
that certain needs cannot be met through local resources.
With these persons, the planner could review the tentative
conclusions and determine whether other community re-

o ‘ \
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Identlflcatlon, Description, and

sources which have not yet been identified are available.

Out of the process of comparing identified needs tdavail-
able resources and the resulung indications of unmet and
undermet supponne service needs should come the data

from which the planner will be able to make recom-
Assessmcnt Of Avallable . 9 mendations. When the “univérse of supporuve service
RCSOHI’CCS ? . needs” and the “inventory of available services™ have been

L ]

FronPthe hypotheses develuped from the survey of the

. universe of potential clients, it is possible tw develop a

. E

..k . . .
listing of potential supportive service n

lf a significant. portion ‘of the pounual cllem tiun

MC ‘ o

o
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or example, .

sulfsla’nually completed, a method for comparing and dis-
playing the results should be developed. This comparison

and display will provide an impottant ol for wm-

mumiating the findings o dedision mahars and program
operators.
These data can be presented i m davanety of ways. A simple
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“T*" chart that lists 'needs w.. une side and “known ¥ 2. Description of how much of the total need is being met :

resources” on the other; a flow chart with projected needs by existing services:
numbers “flowing” into known service level and capacity ~a. How much of the identified need can be met by
numbers; or a Soph' icated matrix, which, unless carefully exlsung srevices? (FOI’ example 6% percent of low 1n-
developed, may displdy< everything and communicate come female heads of households are receiving chjld-
. nothing. . - ' care monies from the welfare agency.) .
* { - y “b. How many additional services would be necessary to

v meet the remaining need?

The following chart is one useful method of developing

Dgtermmmg the Feasibility of . iosie

»
Developing Resources to Meet . . “Langibc o
r . T . Stated Benelit
Unmet Needs . . ' Fom Cost of
. , . Nature of  Magnrudeof  Mecung Meting
. : . . Priotities Neod Newd Newd Newd
Inorder 1o d&ide what supportive services should be pro- th 2 5 b {5

vided and at what level, some judgments have to be made
about the ease with which identified unmet needs can be 1. ]

met, either through the employment andtrammg program - .

itself or through the program’s support in developingaddi-

tional* commumty resources. At the same time that the  Priorities should reflect reality. Factors that may change
planner is determining the feasibility of developing re- the “ideal” priorities include:

. sources to meet unmet needs, hypotheses about the impact ® Previously established legislative mandates.
of not makmg provision for the service should be - .. ‘
developed. ~ ® Existing policies of state or local governments.
- In making this determination, planners must base some ® Limitations on funding, N
t judgments upon qualitative rather than quantitative data ' ®-The existence of other public or private dollars that
For example, ifan-unmet need islegal services, the planner can meet the need.
cannot determine the absolute cost of providing such ® The dcceptability of giving one need priority over+
services because exact needs at this point are not definable. another (in terms of the perceptions of potential
However, the planner could discuss with the experts in the clients and other service providers, as well as the
field (lawyers, economic opportunity staff members, bar community as a whole). .
. association officials) the extent of the potential need and . ® The existence or. capablllty of agencies to provide
" the costs involved in meeting this need. Alternative: the service,

*methods of delivering the service could also be explored and

evaluated: e.g.. hiring lawyers to be part of the employment

* . andtraining staff, retaining a law firm t handle cases, pro-

* viding funds to other agencies or igovernmental organi- - - .
rations so that they in turn coul®Rprovide legal services. )

. _ ‘ Determining Supportive
>, Seryice Levels

® The validity or appropriateness of the program’s
involvement in this area.

Setting Priorities Among
wnmet Needs- . L ) After priorities have been set, the planner can draw some
v . con‘clusmﬁs -about the supportive service needs of those

S etting prioritigy 1s essentially an analytical process. Itis clients for whom such program services can be provided
. the point at which planners and decision makers assess the St effé*cmel) These conclusions, along with the amount
" relative impact that meeting the unmet need willhaveupon ©f monies available for services, provide a basis for pro-

program goals(and objectives and thus upon the employ- jecting the maximum number of clients who could be
ability of potential program clients served, The planncr can determine which clients needing

The information taken from the assessment of need, which supportive seryices can be expected to be successful

inventory of services, and “list’, of unmet needs cambe used rr the employment a.nd training program and {rom this
to begm de\elopmg pnonueS' fnake at least a tentative projection of the numbers of per-

gons whom the program'could hope o serve. For example,
) if a decision is made that clients will be served on a first
a. Narrative description-of the nature of the current ' come, first served basis. as long as they meet basic eligibiluty
! need. . requirements. the concurrent decision must be made to
b. Magnitude of the unmet need, K lms er th(- mdxxmum number of clients m be sernved. .

(Y‘»

I. Descrlpuon of the unmet or undermet need:
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Itis likely that, if the program decides to accept clients un
a fusl come, first served basis, these clients will have a.
grealet variety of suppertive service requirements than will
clients who are saeened un the basis of being more “able
and available.” The more supportive services the program
obligates itself to fulfill, the less muney the program will
have left to spend un training uppununities.

In deteymnmg the role of the program in proyiding sup-
portive services tcv clients, the planmers and decision

\

ERI!
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‘:lakexs will question how clients’ problerus will affegt theur .
employability. Certainly, the argument that all problems,
internal and external, have the putential of negatively
affecting employability is prevalent. However, une need *
only consider the charactgristics of the employed pop-
ulation to realize that thuse who are employed also suffer
from a variety of problems which, if seen out of contekt,
would predict only the inability of the.person to fuqcuun
on the job.
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Throughout the preceding discussion, we have at-
tempted to minimize the réflection of our biases. We think
we have been successful most of the time. It should be re-
membered that there are no comprehensive quantitative
studies on the contribution supportive services make to
participants in employmentand training programs. There-
fore, we think that our judgments and conclusions are as
reasoned as any However, we do feel that it is only fair to
inform the reader that the following conclusions are only
informed opinions and are based upon oyr own exper-

-

ifa man is unable to auend his skill raining class because
his car pool driver isill, a handful of bus tokens provided by
the program may keep him in attendance. Increasing
mobility may also insure (hat a chient will be able to make
on-site employer contacts o get o employment'interviews.

Several of these “incremental cost services, charac-
teristically, are “‘one-time™ services that resolve an 1m-
mediate problem and enable a client to move toward an ém-
ployment goal. These services include paying for haircuts,
providing coins for pay phones, supplying vouchers or

ierices as service providers for employment and training* cash for having clothes cleaned or pressed, paying parking

programs, as managers of such functions, apd_as consult-
ants to and researchers of employment and traitting and

social programs in various states.
Nothing in our experience or in the literature we re-

viewed suggests a “best way” to insure that supportive

services do what they are intended to do. In fact, the debate
ori what supportwe services can be expected to do con-
tinues In view of this uncertainty, we feel that our views are
appropriate, and we have no reservations in ‘expressing
them. f ., : :
Supportive services should be provided only if it can be
demonstrated that these services will lead to employmem
" There has been a tendency in programs to supply services
because “they were thgright thing to do and'could not help
but enhance _employability.” Many of these services were
easier to provxde than were skill training and aclualekace-

ment In the long run, however, the services were relatively

expensive and, in addition, caused resentment among
clients when the expectations raised could not be met.

At present it is difficult to determine just which sup-
portive services may lead to employmenl Only properly
stratified statistiéal studies may yield results that are useful
for determining how hluch and what kind of supportive
services should be supplied, who should receive them, and .
when. Within the context of these comments, it is more
fruitful to approach this problem from the perspective of
identifying the conditians of employment or skill training
that require resources beyond the capability of the program
client and that can be efficiently supplied by the pro-
gram Efficiency in this context means that the additional
cost to the program of providing the supportive service is
less than or equal to the additional benefit to the urograus.
of supplying it. In this context, it is readily apparent that
some services are efficient by this definition. For example,

fines, buying steel-tipped work shoes or work uniforms,
and so on. The ariterion for ensuring that these services pay
off and are therefote efficient is that they are provided for
clierits who are participating in a skill training program
or actively seeking employment on a “seek-work-plan™ or
other regularized basis. '
We admir that this is a narrow ar{g “hard-nosed™ ap-
proach to helping people, especially disadvantaged pebple,
solve! those problems that prevent them from entering the
mainstream of American lifeand fromobtaining the means
to pursue their individual life goals and matntain their pre-
ferred mamdual lifestyles. However, an employmentand
training program is intended.to help-individuals become
selfesufficient through employmenl, not to provide enrich-
ment o1 self-lmprovement. For +".e most part, people prefer
to take care of their own enrichment and self-improvement
and will choose activities that are important to them rather
than acunues thatareffunded and ‘pushed’ through social
and e ployabxlny ms, no matter how sincere the
prom#e of success‘and tuture’independence. As previously
mentioned in the plannmg section of this monograph,

. many people are‘wofkmg undér handicaps that we, the

authors, would find difficult to overcome. These handi-
- faps ipclude not;only health and family problems, but
hours spent in commuting to jobs, inconvenient work
hours, and unattractive working conditions. Yet, thereare
people who are obvxously willing to work under these
circumstances because they continue to do so by choice.
In our opinion, one of the primary failures of supportxve~
services as they have been provided in the past 1s that, father
than serving an ancillary role 1o the main business of the
program—empluymem—lhey «an become a condiuon of
participation. For example the concern with adult Iiteracy
has forced literally thousands of adultsin u‘ basic educauon

27 34 ' ’
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Lourses \sitl; the promise that the ability to read, write, and
_compute at some higher level would ensure them an op-
portunity to compete in the market place and get the job
- of their choice at wages higher than they had ever earned.
In fact, this did happen for sume. They were better off; they
did suceed in skill training, they did get jobs they were
happy with and which paid an amount of money they were
willing to accept. However, we believe that the persons for
. whom this happened would have made it any way, and the
supportive services provided simply made 1t a hittle easier,
which in these cases was reason enough to provide them
However, these cases are an infinitesimally small })dl‘l
of the numbers who were enrolled 1n basic education
courses.

In our eaperience, the people who “failed” to improve
their lltera(fskllls failed because they saw no relationship
between w hat they were suppused to be learning and their
day-to-day strugglt' to live. They had never had jobs that re-
fuired reading or writing, ana‘lhew had no expectation of
ever holding such jobs. even though they agreed that read-
ing and writing were important to living a good life and
getting a good job. .

We do not mean to imply that this is the "fault” of the ed-
ucators. They are in business to make literate those indi-
viduals who want to be literate, for any 1cason, at any age,
and who are willing to pay the price for literacy—in this
case, the time, money, and effort that might be spent doing
something they want more than literacy. Qur quarrel is
with “educational” components that were established and
operated in isolation, independent of and unattached to the -
skill training or placement components of the program.

: Those basic education,ESL, or GED components that

were provided concurrently with skill training or on-the-

- - Job training. and that were directly related to that training,

appear o have enhanced the chent's ability to oMain and
hold a job in a particular occupation or industry.

There are others who share this view that supportive
services must be dependent on the goals of theemploy ment

. and training program. In a comprehensive manual con-
cerning the productive employment of the disadvantaged,
the authors state:

Support services must be goal oriented Supervisors, instructors. trainers.
and other support staff members should stress the practicaland relevant—
. in'relation to prqgram objectives—when working with trainees, avoiding
time- mnsummg exercises that bear no telation 1o those objectives. When-
ever posstble. support services should be coordinated with the skills trains

.
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ing program, v minimize uhedullng ;unﬂuls with the main gual uf the”
traiming program, which i to provide the training requured for- rcgular,
production standards.!® :

'By now it is evident that our biases are toward those sup-_
portive services that directly assist a client to obtain 1mg
* mediate employment, in this case, “immediate” means rela-
tiye to long-term or chronic problems where a number’o
obstacles, including client motivation, must be taken care

. of before any training or placement activities can begin.
It general, our experience and our review of the literature
conceriing supportive seryices have persuaded us that the
primary considerations in the decision on whether, \xhy.
and how to provide supportive services are as follows.

’

Consideration No. I: Ensure thatsupporuve services ate
provided concurrently with skifl tralmng or on-the-job™

experience. This is especially importantif the service to be |
provided is an institutional service, i.e., basi education or

subcontracted (ounseling senvices. An institutionahized

supportive service has the unforuinate capability of be- .
coming part of the goal in the mind of both the participant ?

and the service provider.

Consideration No. 2: Since all "helping” agencxes have
‘programs and goals of their own, if the employment and
training program wants to exercisc any control over the ¢
outcome of the service, it is wiser to bad or trade for the ser-
vice than to lament th(‘ proverbial “gift horse.”

Consideration No. 3 Conunually review the process of
communication between the program and outside sup-

-
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pomve service providers. Misunderstandings about why .

“the service is being provided and what constitute
" ful service outcome can cause tempers to flare anihems to
! fail. ' . _
Consideratiot No. 4:.Do not confuse the goals of sup-

portive services with the final objectiye of the program—

the employment of the client. It may be “high minded” to
focus on making a better person out of each participant, but
itistooexpensive. Inshort, den’t let supportive services run
the program. (Caveat:-Because supportive services dre num-

erous and sometimes interesting and exciting, it may be

tempting to make the provision of these services an unwrit-
ten goal of the program. Without concurrent employability
development -these services may lead only to “better” un-
employed clients?)

1
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Where to Get More Information
, .

For- more information on this and other programs of research and dweloMent‘funded by the Employ-
ment and Training Administration, contact the Employment and Training Administration, U.S. Depart.
ment of Labor, Washington, D.C. 20213, or any of the Regional .Admlmst;ators for Employment and Train-

ing whose addresses are listed below.

Location , - States Scrved
1 . , i ‘
~ . :
John F. Kennedy Bldg. Connecticut New Hampshire
Boston, Mass. 02203 Maine Rhode Island
Massachusetts Vermont
) 1515 Broadway : ‘ ' NewJersey Puerto Rico
New York, N.Y. 10036 New York Vitgin Islands
: ’ Canal Zone
P.0. Box 8796 , Delaware Virginia
Philadelphia, Pa. 19101 . Maryland West Virginia
a2 Pennsylvania District of Columbia
1371 Peachtree Street, NE. . Alabama Mississippi
& Atlanta, Ga. 30309 Florida North Carolina
Georgia South Carolina
Kentucky “Tennessee
230 South Dearborn Street Hinois ” Minnesota
Chicago, l. 60604 Indiana Ohio”
v Michigan Wisconsin
‘ . 911 Walnut Street Towa Missouri
Kansas City, Mo. 64106 Kansas Nebraska
Griffin Square Bldg. ( 2 Arkansas Oklahoma
L < Dallas, Tex. 75202 Louisiana Texas
/ T , e - - . - jNew Mexico -
- 1961 Stout Street . 7 Colorado Sbuth Dakota
‘Denver, Colo. 80294 Montana Utah
. North Dakota  ~ Wyoming
450 Golden Gate Avenue Arizona American Samoa
San Francisco, Calif. 94102 California Guam
Hawaii Trust Territory
Nevada
.t 909 First Avenue - Alaska a . Oregon ~
- Seattle, Wash, 98174 - - Idaho Washington
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