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EXECUTIVE SﬁMMARY

: 2 .-

This report summarizes a national state of the-art study of Job Search’
Training programs (JST) as offered in Labor Department funded programs--CETA
and WIN, anﬂnthe emp]oyment service--with special emphas1s on youth programs.
The field research 1nvo]ved observations anda1nterv1ews at 30 JST sites,
selected for their un1que nnde11ng d1mens1on§ Te]ephone interviews were
conducted with. and progcam nnter1a1s were - obtained from at least that many .
add1t1ona1 JST programs A1l of these materials were exam1ned “and analyzed

~on multiple 1evels The most s1gn1f1cant f1nd1ngs were: '

"
I

1. JSTs appear to be an 1mportant and va]uable social intervention. They
are capable of improving the job search skills and increasing the
intensity 4f search efforts for all types of job seekers. There is

- strong evidence - that JST programs meet with much_public favor. In

.contrast to other employability development programs, JSTs are

. -reasonably  short, low-cost, and effective. The group format is

. particularly su1ted to pub11c agenc1es whose resources are rapidly
declining.

Though there. are a rich array of JST models, a few have been wide4y-
emulated and dominate.- the field. Frequently, these models were
developed for white collar and prof%fs1ona1 clientele and, involve

techniques which are  not always appropriate or relevant to the
target populations of the DOL funded programs. Reflecting previous
funding levels, they drew on a fairly substantial. resource base
resulting ° some cases 1in excess1ve1y drawn out programs which
require fu11 stipends. It is doubtful whether these models will
survive in the <cirrent atmosphere. If JST 1is continued in the
future, new models should be explored.

JST programs have suffered from persistent neglect, and lack of oversight
from national policy makers and administrators. Assuming that J5Ts will
be 2 Tegitimate service component in the future, and that some national
qu1dande and leadership will be forthcoming, the QRC study 1dent1f1ed
minimum needs, gaps, and "unanswered quest1ons

a. Most of the JST programs had a relatively meager body of knowledge
about- their basic subject matter--how people can best conduct a
productive search for work. The content, the substance of the programs
need to be improved. A few r'e1a1'we1y simple steps cou1d be . taken
nationally to he]p alleviate this problem. :

b. The administration of JST programs has been hampered by dup11cat1on
of effort, underutilization, absence of criteria for staff selection and
training, ‘and. inadequate national standards for measuring costs and
outcomes. Several administrative act1ons would be usefu] to alleviate
these admlnzstratfve problems.

A
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.c. JST programs would. benefit from two types of research effort: (1)

More evaluations are needed of JST, cost effectiveness, some comparing
JST to other or no interventions, and additional ones comparing the
results of different JST madels; (2) labor :market™ research is sorely
needed to examine hiring processes in different hiring environments.

Now, the JST field is permeated with mythology, and over-dominated by a
singular image .of the white collar professionaljob-finding process.

Very little research has been conducted about these processes in blue
collar and service occupations, areas where most participants find work.

d. Government sponsored JST programs suffer from inadequate
dissemination of information to job seekers and employers about the

. existence and value of JST.> *A national ¢learinghouse to disseminate JST

from

materials- could be of major assistance t¢ program operators.

'[f JST is here to stay, it needs more attention than 1t has been getting
policy makers. A supporting infrastrdcture ‘of policies and

administrative actions is needed to support, underpin, and refine the JST
programs. An investment in building this infrastructure would' appear, ~
worthwhile because.there are skills and knowiedge about finding work which ‘
can be imparted succeSSful]y,,tﬂ“ev;ryone's benefit.

N
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_ Chapter I
BACKGROUND AND SETTING

Early in 1978, ‘Olympus Research Centers proposed to the Office of
~ Research and Bevelopment .that a study of job search training (JST) proﬁrams
be undertaken. Some of the ORC principals had long been intérested in JST
efforts. They had noted a 9rowing national awareness that job search skills
were a factor in_the employment picfure. Experimentation with JST as a
service component was also on the increase. ' For a variety of reasons, the
proposed study"was delayed. Iwn ygars later, fhis study of- job search
training programs was undertaken. MNuring the two;year hiatus, the interest
had grown markedly. JST programs had proliferated at such a fast rate as to
complicate the.research task, and, at the same time, -increase thg potential
value of the study. “ - | .

This is the final report of the research project, following nearly two
years of total fmmersion by ORC staff. It is best characterized as a report
of the "state of the art” in JST. It describes the evolving f}é&d in an
orderly and analytical fashion, exauwines the diversity which flavors the
relatively early stages of this complex component, and raises theoretical and
administrative issues which, if fesp]ved, would increase. the potentia] value
of this relatiVeTy new tool in the kit of ehp]oyabi]ity interventions..
| It is important that -the reader understand clearly what this report is
not designed to accomplish. It is not an evaluation. It does not grade or
‘rate different program models or offer the ideal model. It does not separate
" and de]ineaze which factors contribute moré or less to successful outcomes,
assuming that suth a:complex task is actually possib]e. It is not a:field
manual oOr a technical assistance 9uide. |Iit does not provide precise
guidelines to program operators about how to establish, operate, or improve'a
- JST pfogram, though the issues raised may provide a more thoughtful basis for
progr&m decisions. - In ORC's view, "what's, out ‘there?" must first be
described as it is ip this report before the evaluative questions "does it
work, what makes it work, and what works best?" can be "knowledgeably
adaressed. | ' _

It 15(6180 important for the reader to be aware that all of the'research
and much of the analysis was rooted in .the ‘institutional realities of
197971980 at which time it wés assumed thaf the Department of Labor delivery




systems-~CETA, WIN, the state employment' services, youth programs--were

relatively stable. It was also assumed that changes in budgetary'ailocationﬂ

would not significantly affect the variety of options open to program

operatdors who might administer a JST program in any one of the delivery -

.systems,

This report is submitted at a po1nt when the delivery systems are
undergoing mass1ve changes, leading to possible elimination of somé of the
programs and 1nst3tut10ns. The shape of what will eventually emerge, the
level of resgurces that- will .be available, and the populations toward wh1ch
programs will be targeted are unknown. Yet the report cont1nues to have
relevance based upon the fo]low1ng assumpt1ons° \

By whatever title, and in whatever form, one or more institutions w111'
be charged with delivering some type of employment and/or emp]oyab111ty_

services to peop]e looking for work.

There will be fewer resources and- fewer options available to program
operators than' there were when field| observations were conducted.

Hence, the _cost - elements of various models will assume greater

importance.

A major, task of the service delivering institutions will be to
facilitate the movement of pegple into unsubsidized employment.

One re1atively effective and Tow cost method for fulfilling that task is
almost certain to be JST: teaching people, in group format, to become
more effective in conducting their own search for work.

This introductory chapter defines Job ‘Search Training.as used in this

study. 1t then provides a brief history of JST development against recent’

American social trends and undercurrents. The chapter continues with a
thumbnail description of -the most pervasive JST models found in the field and
then assesses the adequacy of Iresearch and development into this

intervention. ‘[t conciudes with an introduction to the remaining chapters in

_— . .

the report. "7

s

Oefinition of JST

The term "job search training" has many different meanings to field

operators. Imparting information about how to look for work appears in many
forms, in many types of activities and programs.  However, research requires
specificity about what it is that is to be studied. The'perimeters of the:

10 \
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playing field needed to be‘clearly fenced lest all manner of periphérally'
related activities flow in and obscure the phenomena under study. For
purposes of this study,’QST was defined as follows:

‘e A discretgj-,,%ﬂéntifiab]e continuing component . operating within
emplaoymeat—and/or training programs. This was 1ntended to keep out
those ep1sod1c, single events whereby job search information is provided
in lecture or.other forms. Such activities are too difficult .to capture
for study purposes and their effect is too limited to be worth studying.

The -activity, _prepares, informs, teaches, and/or gives practical
- experience to job seekers to carry out direct contact with employers in
gursu1t of a job for themselves.

The prbgram - format requires. that participants are directly and

pefsonally involved in a group activity.  This eTminates any form of

one-to-one advice giving ahd counseling about looking for work. It also

excludes activities- tha are 11m1ted .~ to the preparation and
: d1ssem1nat1on of job search materials. ' -

Participants are job seekers who are currently or imminently involved in
a_search for work. .This e11m1nates in-school, 1in-training,

assessment programs that offer JST as.a part of other curriculums oﬁ as
a secondary activity wh1ch\part1C1pants would not put into immediate

~practice. f : \ , \

- The organizatlons prOV1d1ng_gss1stanee are Department of Labor—funded
‘agencies active in local labor markets. This was intended to mark off.
the widespread development outside of DOL delivery' systems. College
programs, women's groups, the pr1vate sector, educational TV, a whole

. host of activities devoted t both career choice and job search had been
emerg ing wh1ch, if examined, would have dituted the central focus of
this study,

A job search training progfam could include any one or all of the
following basic components: (1) Providing jnformation-aoout the search for
‘work and the labor parket, (2) providing training and pfactiCe in acquiring
job search sk1115, (3) providing superv1sxon during the actual job. search,
and (4) prov1d1ng posrt1ve reinforcement and group support

i

\
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Undercurrents Leading to JST

e o

The w1despread proliferation o# JST nat10na11y appears to be a somewhat
inexorable expression of a number of undercurrents and trends in* the United
States during the decades of the s1xt1es and .seventies. These pressures have
affected the delivery: of most human services, and employab111ty services in
particular:.

1. For many years public institution: charged with the de very’ of -
emplovability services have been grappling with a triple onus:
decreasing  resources, increasing demands for  services and,
1nev1tap]y, discouraging and- un1nsp1r1ng success rates. <

lFor examples, in rea) terms, *he resources of the public employment
serv1ge* had been shrinking in the past ten years. .Yet the flow of job
seekers- continued unabated and, in fact}. was enlarged by new groups of
displaced workers from numerous plant c10s1ngs, by -an influx of needy
~refugées, and by a flow of women returning .to thé work force. The
ability of the \employment service to deliver a one-to-one, Jjob .
development and brokering service to a significant portion of its job. . .
seeker clients, which was strained and somewhat mythical even in the ;-
best of times, was becoming more and more questionable. As of December .,
1981 the public employment service is facded with budget cuts of such o
. magnitude that its very existence is in jéopardy.

The WIN program had never been able to provide full one-to-one
services to all potentially eligible clients, and: even 1ess so "as WIN
.budgets failed to keep up with inflation. Even wore compelling,
increasing national sensitivity to the we]fare “Mhurdan"  created a
spec1a1 onus on the WIN program to demonstrate "effecwi e methods for
moving people of f of welfare and into-gainful private emplayment. Th~
‘reported success rates of JST prorgrams seemed to provide answers to
both Timited resources and moving peop]e off of welfare.
\

In CETA the reduction and subsequent dismantling of pub11c service
employment obligated prime sponsors to develop some ,type of. transition
services to aid in placing terminees into ‘unsubsidized employment. JST
was a reasnnable response to that 0b11gat1on\g

In sum, delivery systems. in the employment and employability arena

“have bezn 'in real difficulty for some time. \The traditional modes for.

providing services were not fulfilling expectat1ons There had .to be

ways to extend the limited resources to more people and show better
success rates for the effort

*The state employment service agenc1es are ca]Ted d1fferent things in dif-
ferent states. The term "Job Service" is in common use. However, this

~report will use “emp]oyment serv1ce" and "ES" as the more readily 1dent1f1ed
name and initials.

12
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, . . | | N
2. Over the past decade, research into job search and recruitment pattans _ _5§ '
intensified and threw greater 1light on; the processes by which Job 3

openings occur and are filled:  The behavior of the labor market was
-becoming less obscure as increasing flows of hard data came from.the

Bureau of Labor Statistics, from the Employment Service Potential, = %
Project, and from other studies. The data proved what had only beena . ! -
hypothesis of Jabor economists--that most people find jobs and most -g

employers seek workers ‘through very informal but effective means. .
Better turnover data became avizilable, indicating that there is far more
_/ movement of workers_-in and out of Jjob$S than had been . suspected.
y hetetofore. Presumably, each movement opens a job, which-gives rise to
/ the assumption that there are always Jjobs "out there" somewhere if
s pedple just know how'to pursue.them. If, the logic goes, most people do
indeed get jobs through their own:efforts, and there are always jobs ovut

theire, why can't Flients of pub]ic]ﬁ“f_nded institutions be taught to {
get them? Lk " S ' .

" The late 60s and 70s saw a2 marked growth in the United States in the
movement of people towards self-help groupings. desighed to solve or
confront a whole host of persohal and social problems. There.are many
explanations for this development including the popular feelings that :
. professional service deliverers are either unwilling or unable to meet. 13
growing needs and expectations, or meet them inadequately . and .at -
prohibitive cests. Among other benefits derived from self-help groups, N
the therapeutic potency of sharing common problems. and supporting one /
another's efforts to solve them has, been widely proclaimed. National
disenchantment with authority figures and institutions has also resulted L~
in a demystification of the professionals' role. 1To fill the gap, |
people were impelied to acquire some of the skills.and knowledge that E
had heretofore resided solely in the professionally trained, licensed,
or credentialed service deliverer.’ In the employment and training world
7 the self-help consciousness was translated into a de]ivery mode -whereby
' . the agency itself undertakes to dmpart its technical skills and the
. knowledge of its professional ‘labor market brokers to client job
seekers. It -is done in group format, for the value of the shared
experience, but the major responsibility for getting a job is shifted ‘to.
“the client. : ' ' v
4. An important. impetus towards proliferation of JST prog?ams has come. from
outside of the ‘service delivery system--from the response of
entrepreneurs in the private sector to a perceived need. . All
manner of personnel consultants, career-guidance, and 'educational
firms as. well as a whole -array of authors are discovering a
lucrative field by providing an avalanche of "how-to-do-it"
! packages, articles, literature, newspaper columns, TV programs, and
books designed to educate’ the individual about how sto select
careers and find jobs. Across._the country’ numbers of private for
profit and not for profit firms “and organizations have emerged - that
/ solicit CETA primes and other sergige delivery organizations for
contracts to provide .packaged JST “programs for their clients,
Newstands and bookshelves are showing an evgr growing list of book
titles devoted to inspiring readers with befter—mapagement of their .
verking lives. What Color Is Your Parachutd? by %%Eha'! Bolles has
been an on and off best seller ever sinceligywas first pubiished.

Q ‘ " ' o 513




\hHoteT meeting -O0mS are filled with workshops about career cho1ce
‘and " job search Emd-.c colleges offer regular courses as well as
costly weekend sem1nars\3ehoted to confronting the labor market.

There’ is a ready audikncf for books and seminars among the swelling
number of youth attending coilege but unsure of what to do beyond, the
fiood of former housewives seeking a meaningful role in the labor

" market, the displaced and disgruntled middle-aged executives and
*professiona]s seeking to reorient their careers, and the growing number
of early retirees wanting a: second career but unceértain how to apply -
their skills. That audience 'is very different, however, from most
participants in employment and training programs whose—1nterests are

~usually more immediate anq/compe111ng The interests of the former are
mainly focused on careér choice, with” "job search as a secondary
component; the 1afj%p/é2ek immediate employment. Nevertheless, it is
perhaps inevitable -that the literature and practices of; career-choice
enthusizsts would“be grasped by the eager curriculum developers of the

~JDew JST prograps of fered "iﬁhiﬂhFhe employment and trainiﬁg systems.

History of JST and Recent Developments
® ” . ‘ _
Anyone who has erer worked at the delivery point 6f an employment agency
is sharply aware of how often the behavior of a client during the job -search
process proves to be a more potent element, for good or evil, than more
objective qua1ifications based on experience and job skills. Front line
professionals have repeaéedfy seen a better qualified referra] lose out to a. -
competitor with a more relaxed manner or attractive appearance but Tess
experience and. fewer job sk111sT Harried p1atement interviewers in, the
employment service have often.attempted to pr&ride personal advice to a
referral about what to say to an empioyer or what to w€ar to an interview.
Uniike other brokering activities, such as in real estate, the job seeker
himself usually plays an active role 1@ determining the final outcome of a
labor market transaction.
Despite tha} front 1ine knowledge, . the public employment service
nat1ona]1y has heretofore stayed out oi{%he arena of "educat1ng job. seekers

except = to authorize the develooz nt and ~ distribution of written

"how-to-do-it" brochures for client usg in the local offices. ES has always
perceivéd its primary function as a labor market intermediary whose main
concern was to provide a one-to-one placement service. _The system by which
~L’,.,ro'folir;es/were allocated to states has reflected this policy emphasis.
Credit for placement was counted only when the agency matched a person to a-

job. The activity of assisting people to find jobs on their own was not

6. 14




Tlegitimized and jobs obtained through such activity have never been‘credited
as placement. With neither c¢redit nor funding, state agencies ' have been

disinclined to move in the direction of JST. , 4
Yet through the years despite sucn institutional- disincentives, JST.
programs.. have emerged }and persisted, , both within the ‘€S and in the
en before the advent of CETA. During thé ‘60s, under .

the Manpower Development and T?a1n1ng Act (MDTA), a namber of JST programs
emerged with varying &egrees of effectiveness. In Oregon, for examp]e,*m
between 1965 and 1967, a massive JST program was instituted which reached
33,000 1nd1v1d&h1s in both day and night act1v1t1es In Hash1ngton state,
during the heavy aerospace layoffs in 1971, a JST program was undertaken,

emp]oyab111fy programs e

which is still operating for a wider population, under legislation enacted by
the Washington State Legis]atufe.~ Between 1972 and 1978 fhez-washington:
program served over 27,000 participants. The history of the 60s and 70s fis
replete with efforts of innovative and dedicated individuals who deve?obed
and experimented with ways -to teach pedp?e how to remove the additional
barriers ‘created when the job-getting game is poorly played._ Lo :

Despite the.gut sense of its value, and dg;pite’ﬁig many enthusiastic
adherents over the years, none of the JSf'efforts were submitted to the hard
test of rigorous experimentation and evaluation until the mid-70s. Though.
national ES leadership. has until now made no formal acknowﬁedqement of the
field efforts, and provided neither research nor demonstration funding, these
earlier attempts have had a persistent Tateral effect on the delivery
systems. Periodically and sporadically, various ldcal offices or programs
across the <country undertake a JST program. Perhaps the most fimportant
impact.is seen in the California ES, the Employment Development Department
(EDD). it apprnved-and institutionalized the delivery of a JST service to -
the flow-of-traffic in its local offices in the late 60s. The effort
floundered uptil 1975 when JST became a reportable priority item in most of
“the local /effices. The program is still actively pursued, despite the
absence qf”p1acement credit or special funding support.*

+ In the past six years new impetus towards JST pro]iferation#has come

from the emergence of three JST models which have received considenéb1e
¢

*EDD required loccal offices to report on the service offered and number of
participants but no outcome data was obtained. The activity was incor-
)pnrated under reguiar £S grant funding. .

"~
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national recognition and have been widely 'replicated. Together with the
ES/EDD wmodel, these four constityté the most fFEngpt]y _encountered- JST

models in thé field and exert strong influences uporm the content of nearly
all programs. They are here reviewed briefly.

ES Model .
Whether in California or in other states, ES Tdcal of fices delivering 5
"JST program all confront a compon reality which determines the most important
characteristic of an ES modeT and distinguishes it from JST programs in;CETA’
er WIN, The participants, whether referred to JST from the {ocal offﬁég,-
traffic flow’or through word of mouth, are there voluntarily, with neither
"carrot" nor "stick" to attract oy retain .them.* ‘As a consequence, 0RC_d1d
- not encounter any ES program cycles that exceeded a total of fifteen hours,
’ﬁﬁua}1y offered within one week, and many programs consisted of less than
e1ght hours a week. | '

.
~

Because of the short Cycle, none of the ES programs observed by ORC
inciuded any ‘element. of supervised search or provided part1c1pants with the
"1earn1ng by doing" practice in 1nterv1ew1ng or telephoning that characterize
" 1onger, stipended programs. The JSTs consist mainly of providing 1nformat1on“
by lecture and discussion in group format. Because ES i5 a labor market
institution, the 1nformat1on is generally quite rich but Tittle effort is
devoted to morale bu11d1ng or group dynamics. Beyond thoanp1ted common
characteristics,. ES programs vary widely in curricu]um'"emphas1s, in
participant targeting, in organ1zat1on of time, and in personal de11very
style. : : .".

‘ | & “I

Job_Clubs L
~ EBarly in the seventies, Dr. Qathan Azrin, a behavioral psychoﬂ%gist in
Carbondale, Illinois, first began to apply concepts and techniquesjfrom his
own field to the development of a JST model which he ca11ed.JaQ ; ubs.‘ He
tested the mode) -and compared outcomes to unserved control groups) Results .
indicated that the Job Club members found,work far sooner thdn did the
control groups. The Department of Labor then provided Or. Azr;7vwith funds

*In a few cases, unemployment insurance ~claimants are required to attend a
short session which is combined with the ETigibility Benefit Rights Inter-
view (EBRI) at the beginning of a claim. /
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to conduct an experiment with WIN..clients in five cities which compared
outcomes for Job Club members with results obtained when clients wentJthrOugh
the regular one-to-one services offéred by WIN. It-was found that 64 percent
of those in Job Clubs obtained work compared to only 33 percent in the
comparison group. | ’ ‘

Or. Azrin submitted a report of the WIN experiment in 1978. Though the
findings were viewed with some caution, these were the fi rst hard data which
suggested “the value of JST, and .it had reverberating effects in the |

employment and trainind community. The leaders of the NIprFbgram were sO
‘ impresséd that they adopted group job seeking training as a national program.
Other ‘institutions besides WIN have been trqined'ﬁn Job Club methods.

The Job Clubs' approach retains the strong influence of behavioral
psychology and depends heavily ‘on a tight and rigid curriculum delivered ina
directive style, weighted heavily towards Producing behavioral change, with
little emphasis on ‘providing knowledge and labor market jnformation. The
course consists of 25-30 hours of classroom work, sometimes offereddfull-time
for one week or half-time for‘two'weeks,ethe‘restuof the time being devoted
to supervised search activities. “The 1ength of a cycle is vague--from six
weeks to three months. Participants are AFDC welfare clients who receive
incentive payments while in Job Club in addition to their welfare benefits.

"Though there are vo]untanx part1c1ﬁants, better than half are mandated tc
make the effort. .

One of the questions that remains 3unqn§wared_ by the Azrin WIN
éxperiment ~is whether the iﬁpresSive results fepoftéd are properly ~
attributable to the particular model spawned by behavioral Psychololgy.
There has not yet been a study which cdﬁpares that model to alternative JST
group approaches. One miylconjgcture that the most critical element leading.
to such impressive success rates .as’/.reported by Dr. Azrin might well have
been the mere grouping of individuals wh11e superv1s1ng and supporting their
search for work. '

i

Self- D1rected P]acement

In the early 70s Charles Hoffman. a bus1nessman in San 01ego. became
concerned about the h1gh fees paid to pr1vaf§ eqp]oyment aqenc1es by
applicants placed in jobs. He went to work aé a counselor for a Pprivate
~agency for a few.months and became familiar with their methods. Stuck by




the possibility of "eliminating the midd]e man," he established a private
corporatiom to teach individual clients how to use the private agency methods
to find their own Jjgbs. Hoffman then signed a contract with the San Diego
prime spansor to pnovide JST to CETA c11gnts The 1na1v1dua1 serv1d/ was
changed to a group format. The first effort produted an 80 percent placement
rate, and the Hoffman contract has since. been repeatedly }eﬁewed " Hoffman
'21so contracted with the California State WIN program to train staff of five
WIN units in the “"self-directed p1acemfnt" approach. -

The "Bi11 Moyers Journal" filmed the program in action and presented it
on a cne-hour show on national pubiic television. The Moyers' tape has since
circulated -widely in employment and training circles throughout the colintry. .
Its 1l>ﬁuence on JST consc1ousness and on .the content- of programs has ‘been
extensive. At one poxnt the Self-Directed.. P]acqment Corporat1on had
contrantﬁ to deliver JST programs in 19I:qifferent locations. Reported
placement rates véry markedly from program to program, ranging from less than
50 percenk, to as high as 92 percent. The Hoffman model has not been “subject
" to forma) evaluation, nor has there been any comparison made to other models.
As a private, profit-making firm, the ‘company exercises proprietory rights
over its materials and curriculums. ORC was permitted.only one day of
observat1on, but did visit other programs that have drawn haav11y from the'
"se}f-directed placement" model,” including one of the Hoffman-trained WIN
‘sites. S . co y# .

Thé Hoffman model reflects itS'priJéte.employmgnt agency inspiration and
point of origin. It depends heavily on a high energy delivery style, on the
exclusive yse of the telephone to unearth jdb openings, and it emphasizes the
importan&e of 1earning typical sales techniques wﬁen approaching the
: eﬁm]oyer. The course is four weeks long, full-time, with one week devoted to
classroom tra1n1ng, and the rest to superv1sed search. CETA e11gible"'
part1c1pants receive full CETA. stipends

4

Job Factory . ‘ ,
" This model originated in Cambridge, Massachusetts. It represents a

Jdoint eoffort of the director of the CETA_prime sponsor, Joe Fisher, and a
cdnSultan't, Burt - Cullen. Cullen had been a ‘personnel director for a
manufacturing firm and a private consultant to both industry and the prime
sponéor. The- initial effort was targeted to CETA-e]igib]e'c1{énts who had ~
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been unemployed for six months or longer. - This was later modified to inciude

all CETA eligible clients.

The most s1gn1f1cant features of the model are reflective of Cu]len 3
manufactur1ng or1entation and h1s personnel work. The program initially set
out “to simulate the blue- tollar work sett%ng, w1th time clocks, a “foreman"
accountab111ty for production, and. 2 fu#] eight hour “Mﬁ?k*‘day dexoted to
classroom training or\supervised search, with pay docked for tardiness and““"‘
‘absenteeism. The ratipnale forﬂthws approach )ﬁur~th erceived need for .
resocialization .cf the lqng-term unemployed. ’Cu]1e;L]i;F;;EEFE?BEf“‘éueh_ﬁﬁh_;
individuals lose the habit of thinking of themse]ves as working people and
abandon all of the da1l rout1nes assoc1ated with working Job Fqctory was

" represented as a "job," demanding the behav1or of an employed person. .

The program has been if openat1on for over five years and staff has
provided training to other CETA pr1mes interested in replicating the Job
?actory model. Program administrators claim an overall 66 percént succkss
rate. Job Factory has not been subject to. an evaluative -comparison wit
other interventions or-other JST models. However, a nationally funded Youth
Demonstration Project was conducted in the Job Factory installation 'called,

Job Factory for Youth (JEFY) which was carefully evaluated (Hahn, Andrew and
Barry Friedman, 1981). Though retaining.most elements of the adult model, a
few accommodations wererhade for the_yoﬁEh popuietion. . ,

The program at Jongactory.was one of the sites visited for the ORC data
base. Like the self-directed placement model, Job Factory and JFFY operate a
four-week program. More than a week is devoted to classroom "work," and the
remaining time to supervised direct search. Both youth and adult clients are
provided with full CETA stipends: - ' ’

N

Comgar1sons
The “three non-ES models all -emerged withiin two years of one another.

Though generated by different images and beligfs, fhey have always shared
certain common .characteristics. A1l three models depend on a “carrot” or
_"§t1ck" to motivate participants to engage in a full-time, con%entrated. <
sometimes demanding, period of search. A1l three provide some. level of =

!

!

information about finding Jjob oppdriunipies, all train in idterviewing
. ' ‘ I
skills. and all supervise the actual search process. fTQey differ in what
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they teach, what they émphasize,_and how ‘they ‘conduct the groﬁbs. Over time,
however, these differences have becphme Tess sharply defined as program
operators borrow 1liberally from all sources, " and then put their own
particular stamp on a'program. Even those sites from wh1ch models 0r1g1nated
have undergone scme adaptations as they developgd a basg_of experience.

« M1 three ave organically distinguished from ES programs by virtue of
client support and inducement, which, in turn, affects the length of prograi
and, inevitably, curriculum. Though & few of the more adventuresome ES
programs have sought {o infuse their presentation with materials garnered
from the three models cited as well as from the popular literature, none of
the impovtant—madaling efements that.characterize these extended programs
‘appear to be transferable to an ES setting. It is difficult to conceive how
a local office could successfully motivate the flow-of-traffic job seekers to
engage in a prolonged Afuli-time éffort] without providing some _form of

1nducement

Dangers to JST

1

: : E _ v
The history of employment and training programs is replete with cycles o

of panaceas, ;fads,’ and overexpectations fo0llowed by disillusionment and
abandonment of efforts. Programs which have worked well under one set of
circumstances were often arbitrarily .replicated in entirely different
settings¥~and died there. . The charisma and personal vision of inspired
1nhnvators createéd programs which drew_aptent{on to what appeared as exciting
dnd promising, But when institutionalized, paled and floundered. The
tqnuousness of succec; standards, the sensitive interactions of peop]e and

rcuristances, the 1ength of time required create enduring institutions
ang debugged prngrams, are all factors wh1eﬁJ¥Le still too little recognized
by thase who make po]1cy, adm1n1ster or study pub11c1y funded programs. Such
cycies pose a dangerous set of traps for the future of .JST programs which-
can,\ perhaps, be circumvented by looking at J$Ts critically--not for ;ﬁé
purpose of deburking but . rather- to enhance the process of learning and
tmprowing. The JST movement needs to be given thoughtful attention and

22

sor1ou and consistent commiiment. ’
Mo t progran operators make 1mpr9951ve c1a1ms for JST outcomes and the1r

Tow costa. To date, the research and controlied exper1mentation has been
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extremelv meager. The findings sugdest that JSTs may be more effective than
other types of interventions, but the jssue:is far from resolved and has yet
to be explored in all qof its dimensioqs.IIDespite the growth, size, and the
diversity of JST offerihgs bvér the years, only four evaluative studies of
individda] job search training prograﬁﬁ’have been funded by the Employment
and Training Administration. Of the four, -two (Hahn and Friedman, 1981 and
Roberts, 19B1) deal with youth programs and the other two (Azrin, et al.,
1978 and Jordan-Laurenti, 1981) cojipare the outcomes of WIN Job Clubs to
regular HIN‘servd;es. The nearly fanatical commitment of operators working
with JST programs coup]ed"with /the persistence of 1its appearance and
reappearance in the field over the years, .despite . institutional and Dolicy
neg1ect. hints at a kind of /hct1v1ty that has a powerfu] observable,
pos1t1ve 1mpact on participants, the. consequences. of which may elude the cold
_ demands of evaluative research designs. The rigors of gquantifiable outcome

measurements do not always cagture the most critical veritigs'and values of a,
human service. ‘Further, it is guestionable whether it would be possible to
identify, dissect, and’ d1saggregate various subtle elements that are:
different among programsﬁ or even within the same program, with the degree of

precision necessary to/hold.an 1so]ated factor respons1b1e for differences in
outcomes. Even so, éfforts need to be. made to evaluate the .differences
" between. models on sdch gross, cost related factors as a one-week cyCTe as
compared to a four-week cycle, or a stipended program compared to one paying
~only expenses to. participate. The JST movement;needs better guidelines on
important d1mens1ons which can best emerge from contro11ed exper1ments and
evaluative compar1sons.

From the onset, ORC was made sharply aware that f1e1d operators were
encounteriqg much qTff1cu]ty in tracking down. programs and materials,
obtairing technical assistance, and meeting training needs. Ouring the two
years thét ORC was invelved in.this study, it was beseiged with requests from
prodram operators for materia]s, assistance, and advice. Since ORC s mandate
and resources did not perm1t the operation of a clearning house, it was,
regretfully, unable to fulfill the requests. But the need for a clearing
' house and technical assistance was clearly demonstrated.. ‘ .




_Structure of the Repoft N

In conceptualizing this final product of research, ORC thought. of the
potential audience.as (a) policy makers who need to know how programs operate
and need to decide whether or not the activity should or should not be
supported and proliferated; (b) administrators who need. to Qecide whether to
undertake a JST“prograh in their operations, and {c) JST program _operators

“who neéd to compare what they. do and why they do.it w1th what others are
doing. Hopefu]]y, the issues that are surfaced in this report by
knowledgeable, observers who worked within a carefu] analytical framework will
help fi1l.those needs. , :

The report is structured to concentrate the reader on the kernel of the .
ORC research effort--the JST activity itself. It has been 1arge1} reshaped
from: the original draft to be more reflective of the current upheaval in
employment and training programs. Chapter II deals with cr1t1ca]
administrative issues such as probiems surrounding outcome and cost
accounting in JST programs, most particularly those associated with' the
changed ES policy towards "obtained'emp[pyment." Chapter TII focuses on how -
the group sessions are conducted and on the main actors--group leaders and
participants. The substance of what is, in fact, -taught about looking for

- WO k,.is‘the preoccupatiqn of Chapters IV and 'V, the former dealing with the
pre-search preparation and orientation of the job seekers and the latter
centering, on the instfuctions and training provided for the actual job
search.  The final chapter summarizes the conclusions, identifies the !
1mp11cat1ons, and explores alternatives. The methodology and a descr1ption/
of the selected s1tes is found in the appendix. Since ORC cHose to/
concentrate its limited time and resources on the kernel--the JST programs -
tﬁemse1ve§~-phe chapters are uneven in size and detail, but designed to be qf
méximum assistance to the policy maker and the program ohefator.




Chapter II °

- ADMINISTRATIVE ISSUES

The single most important influence on JST programs that distinguished
the major modeis was the institution in which they were embedded, The
emp]ﬁyment service, CETA, and,'NIN each had its own fuﬁding ‘and  cost
accounting systems, its own goals; its own client characteristics, its
institutional jncentives and disincentives to operate JST programs., and its
own adm1n1stra ve structure which, in a large neasUre, shaped nnde]s that
were uniquely suited to that system. However, as this final report is being
prepared, all of the conditions under which JST programs have been operating
are in the process of enormous upheaval and change. At the end'of 1981, it
1s not yet possible to discern the shape that future Tegislat1on and delivery
systems will take, ®or what level of budgeting will fﬁnally prevail, except'
that sources will be severely reduced. Hence, the first draft of this
report, wh1ch examined JST and reacheduconclusions about ¥t in the context. of\wvf
these three institutional se¥tings, mdy have lost much\gf its- relevance. The
jnstitutional comparison of Table 1 may be largely of historiea] interesfz::,
This chapter briefly describes JST as ‘it exists in each of the major
employment and training settings and highlights the major issues ‘which have
emerged therain. Subsequent chapters then focus on substantive issues which
will persist ' to the extent .JST is- made available to a competitively
disadvantaged population, regardless of the institutipnal setting._ W

»

4

»

JST in the Work Incentive Program

- In 1979 the national WIN office. officially endorsed JST as a-valid
'-*cred1tﬁproduc1ng intervention for its AFDC welfare c11ents, and s has since

aggressively ﬁressed for the 1mp1ementat10n of that pol1cy It supported the
program with demonstration funding, and prowded tra'in'ing and - technical
ass1stance to state programs By summer of 1981 over 100 tocal JST programs .
{(called Job Clubs).in 40 states were estab11shed WIN was the first national
delivery system to 1nst1tut10na11ze JST and in doing so, performed a maJor
*groundbreaking service to the field.

At the beginning of 1982, WIN is facing a cut in badget amount1ng to
approximately one-third of its former funding. ‘Its continuance ‘intg- f1sce]

, 1523.
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TABLE 1

\

BROAD STROYED JST INSTITUTIONAL MODELS

EMPLOYMENT SERVICES

L MW

CETA

Usual Title

"Job Search Workshops

Job Club

!

Self-Directed Placemant, Job Clih 1
Job Factory, many others

Rangé-- 4 hours every two weeks to 15
(hours ope week, evilary week

1

l

i
i

Average classroom time-- 25 to 30
hours  Sometimes half.day split with
supervised séarch, sometfmes full week
followed hy search.

3 to 4 week cycle.
¢lassroom.

One week

PARTICIPANTS

Joth’ heterogenous and homgenous
targeted pupulatians

3

AFOC clfents, mainly female. Half
“voluntary” apd half "mandatory” clients.
Able to work.

Generally mixed groups. PSE and
youth are homogenous. Economically
disadvantaged. ' T

PARTIC IPANT
SOURCES

GELIVFRY

SIYLE

Traffic flow from Ipcal of fice or
centralized for all local offices.
Ul claimants. Word of mouth,

flew WIN registrants invited or referred

hy intake or placement.

; (Taxsroom. Straight lecture.
‘reading handouts.
i

Hany

Very 1ittle lecture. Exercises, morate

J} building, fiims.

ANl titles.

.wWord ,of inguth, counse]ors.
T Delivery by -private entreprensurs or

Reterved before and after
assessment following training, frec
standing intervention. Advertising

CETA central staff.

Migh energy, much
sales "hype."

CONTENT

LEADERS ~~ T |E5 staff.
S o forma) <election process.

nlacement interviewers seldom used. ¢

Leaders usually have other duties.

SUPERVISED —~ ~

SEARCH

CJ\RROT/ST llT'K

Strepglabor market orientation. JST
material, equipmwent, aids available.
Tmphasis on work application. HNo skill
iwraining in intefviewing, telephoning.

Heavy on motivation. Little emphasis on
occupational choice, or Jabor market infor
mation. Ski11 training in.interviewing
and telephone use. Letters to home. Thank
vou letters follawing interviews. Strong.
self-help emphasis.

Often temporary fntermi ttent.
Experiencas

Frequent changes.

Occasional Es
regional training. :

A

Wide range. Weéak in knowledge of labor
market. Skill training in interviewing,
tetephore, application card, resumes.

"Anyone cap do ft." WIN staff, seldom with
front 1ines ES exp®rience or knowledge. Mo
formal selection. Process. 0ccasiopal
training seminars *of fered.

Occaslonally

Staff selected and trained by sub contractor
or CETA prime, Generally high pawcred. . _._|
I?S staff for this purpese.

Hone

.13 to 6 weeks.

Teléphone from yellow pages.
ads; ete. Emphasis callinq friends and
relatives. . ° '

Ijntg}'ﬂéws-. Field supervision.

Telephone "boiler room”: Informational

ilone; UY claimants occasionally

National incentjve $30/month; '§3 to $5 per
day expenses.. {States vary)oThreat of
sanctions for non- Darticipation though
sefidom invoked. .

CETA stipend.
altendance,

May be "fired” for non

~




1983 is problematical. In addition, the. essential WIN structure may be
uhdergoing basic institutional changes as é6 states have exercised thelr
‘option and elected to operate a Work Incentive Demonstrat1on Program for the
purpose of demOnstrat1ng a s1ng]e agency adm1n1strat1dn of WIN. This wou]d
effect1ve1y return the dm1n1strat1pn of HIN to the social welfare agencies
and dismantle the present WIN de11very system.’

However, by whatevér title and under whatever aegis, welfare clients who"

are able to work will surely be requ1red to participate in a funded program

designed to move them off welfare and into gainful private employment. It is -

likely that some form ‘'of JST for AFDC recipients will be continued, both
because of Tts relative success and its comparative cost 'effegtiveness. A

study conducted by an independent evaluator under contract with the state of °

Texas compared the Azrin model Job Clubs to regular WIN plaéement services
(Jordan Laurenfi ‘and Associates, 1981) Though the margin of d1ffer9nce

between ‘the two types of 1nterven%=gn was cons1derab1yfsma1ler than was fOUnda

* by, Dr._ Azrin's earlfer evaluations, the Texas study concluded that Job Clubs
- hold a greater promise for. moving AFDC welfare ‘Clients into emp]oyment at
less cost..“However,;tﬁe Texas study ‘also surfaced a number of institutional

problems surrounding the JST program and recommended some changes in-the

model,

14

CETA and JST

'ﬁn the course of its study, ORC foﬁnd.a wide rande of differences in the
JST programs offered under the CETA system by the many prime Spensors #nd
their-~subcontractors. With a1t of the current cpn;eetUre concerning CETA's
future, the most important CETA characteristics which inf]uen;ed the JST
prourams appedr subject to drastic changQS‘

1.” - The decentralized CETA system created a, number of JST programs, all
discrete,. with very different charaeter1st1cs, without centra11zed
direction, technical assistance, ‘or oversight. In' some .cases, a
s1ngTe prime. sponsor had several subcontactofs, each p oviding ST

services to. a specific target- group. One conjecture that the
CETA delivery system will be replaced by a .smaller administrative

network incorporating -larger geographic areas. A possible® effect
‘of this on JST programs, if they are adopted as a service component
of the new system, might be the creation of a centralized JST offering

for a labor market area, serving many different targets. Considerable.

cost savings, could be realized, with improvement in program quality.

i
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JST participants in CETA programs have typ1cally received full stipends
for b to five weeks while they attended classEs and searched for work. .
At the minimum wage level, this stipend constitutes a "job," the task
being to find work. In any new employment_ and training program, it
seems unlikely that people.will be 'hired' to find work. Indeed, the
greatest problem confronting the next generation of employment and
training programs "which opt for a JST component will Tlikely be to
develop -new, shorter models which can operate without a full stipend.
Job search expense money, Or some other type of participant payment that
offered some_minimum assistance ‘and had some holding power but did not
.equa’ Job in pay level, m1ght be a model with which to experiment.

Paying full CETA st1pends to youth in JST progsvams is even more unlikely
in the future. A youth program that,pays tax-free stipend equal to the
federal minimum wage for up to four weeks is, in many cases, offering -
more than the youth could get on a job. The volatile nature of youth
employment, the usually short duration of jobs obtained, and the
frequent shifts between school and work force status raise serious
doubts about the wisdom of paying full stipends to youth. At the very
least, there 1is a need for measures to offset the confounding of
motivation that stipends create. One two-week youth JST program with
very high success rates used/such a countervailing measure.” The youth
were warned ‘that they would’be ineligible for any other type of paid
program following UJST, thereby increasing the pressure for a ser1ous
approach to the JST program demands.

One consequence of the decentralized CETA ‘system, with nearly 500

"different prime sponsors, has been the proliferation- and extensive use
of commercial subcontractors delivering packaged JST programs. It is to
the benefit of the ‘service deliverer that a single JST cycle be long
enough to warrant the contract. As a result, CETA JST programs have a
relatively long cycle, conducted at a 1e1sure1y pace. Under -more
exacting conditions, JST programs could be tightened and shortened.

The question of JST timing in relation to other CETA offerings has beén
a concern of prime sponsors. In many locations, the JST program was "up
- front"--enrollees went from intake and assessment directly into JST,
either as a discrete service or as a prerequisite for other CETA
services, if the person was unsuccessful. Thus, JST was essentially a
screening device. Those who could find a job with JST assistance were
encouraged to do so, with further employability development reserved for
those who could not With vastly reduced resources, it seems certain
that the .future employment and training Jelivery system, whatever its
specific structure, will be able to extend services to many more
individuals if JST is used as an "up front" service. It may,

indeed, be the only component available to most individuals.




J5T in the Employment Service "

=r

‘New developments in the employment service have changed the playing

field since the ORC state of the art field work and analysis were conducted:

]..

An initial round of budget cutting in mid-198) resulted in extensive

cuts of ES staff across the nation and the clos1ng of ‘500 local offices.
News broadcasts report that unemployed workers 1in some areas are
requ1red to travel over 50 miles and wait as long as eight hours to
receive’ services. The traditional one-to-one .jnterviewer/job seeker
delivery method insures that the hard pressed staff will be unable to
offer much -more service than the most cursory acceptance of a work
registrat1on BGiven such grim .alterpatives, it would seem that
grouping the job seekers into a -self-help mode and assisting them to
organize a well planned search foy’work offérs a better solution to the
hard pressed agency than prolonged waiting for individual interviews.

Now’, as we enter 1982, another far more severe round of budget cutt1ng'
has been announced.

Offering JST in ES local offices is» more than ever, an appropriate
response to9 reduced staff and dncreased unemployment. The ES .

‘mandate--to facilitate the movement of workers idnto jobs--surely

incorporates an activity that extends ‘the knowledge and capability of
the. agency beyond the limits imposed by the traditional one-to-one

-method, and the traditional placement definition.

"One deterrent, which accounted for the reluctant ES approach to JST

nationally, was the national reward system which did not legitimize, or
count, jobs obtained through any method other than a. placement
transaction wherein the agency' acted as an intermediary between the
worker and the job. Under the long-maintained definition of a countable
"piacement,” jobs obtained by the clients themselves, though heav11y
assisted by the agency, had no reportable value. Hence, this service -
component 15 npot in place nationally. In fact, California has been the
only, state in the union that prOV1ded JST, as a matter of priority and
policy, for the flow of traffic in its local offices - out of 4its basic -
employment service funds. .

Recent]y, actions have been taken to 1eg1t1m1ze JST in the employment

. service. Job search assistance, as it is calied, Js in the process of

be1ng established as a reportable service and an outcome category of
"obtained employment” has been created. K However, the establishment of &
comparatively new, viable service component on a national- scale is-
costly and time- consum1ng In this period of emergency reactions to

. budget cuts, the change in national po]1cy may not be actively pursued
by many states

The trad1t1ona1, system for rewarding credits has not been the only

disincentive to the development of JST pngrams in E5. There are others that
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-operate more subtly, but with powerful effect:
] To many employment security leaders, the mandate to ES is to operate a
labor exchange. Teaching people to f1nd Jobs for themselves is seen as
a. violation of that essential role. In fact, often it is seen as
directly competitive with the agency whose validity has for so long been
. measured solely by the number of countable placements it makés. A state
director encapsulated the issue most sugcinctly. When asked by an ORC
researcher if -his agency conducted any JST program, he replied: "I
should say not. Do you think we're crazy? That's just cutting our own
throats. People getting their own jobs is our biggest competition."

Large portions of the professional employment service staff are
resistant to JST because it encroaches on their turf and-on their claim
to professiona] competency. As stated by one placement interviewer:
“It took e years to learn my job. Don't tell me that welfare clients
can learn to do it in a few weeks." The problem of professional turfism
appears in all of the delivery systems.

ES offices are generally crowded and often cannot easily accommodate JST. -
_programs in a separate space. ‘

The scheduling of JST programs is difficult and erratic, given the
~uneven flow of applicants. This can create a disruptive. element in a
local office. ' ' : '

Programs require an initial investment of time and money in order - to
develop a broad word-of-mouth base before full utilization is attained.l

The ability to handle groups in a dynamic and energetic fashion is not

one of the selection criteria for  recruiting permanent employment

service civil service staffs. Hence, agency staff do not offer a large

pool .of individuals with such skills or experiences. .To recruit such
- staff would require changes in civil service spec1fications

Unlike CETA and WIN, €S has no “carrot" to offer clients in order to
retain them for an extended period of supervised search and training.
Though untested, it has been assuméd that a job seeker would require
some type-of incent1ve however small, to remain in a longer program..

Yet the employment service iS the nafural inst%tution to .offer some
Tevel of JST to the general public. ' Free of the requirement to limit
participation to .CETA-eligible or welfare clients €S has access to
individuals who, by definition, are looking for work at the moment, which is
the best time to offer a JST program. At least, motivation is not confounded
by stipends and other goals. - And the empioyment service is a storehouse of
information about the local market.

There are, in fact, a number of potential institutional incentives for
the employment service to develop and install JST capability:
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A JST progam could improve the referral/hire ratio and increaSe
placements by enhancing the ability of the referrcd app11cant to deal
with the interview. _

A well-run JST program can improve the marketing and public image of
employment service with employers who complain about -the presentation
made by ES referrals. In fact, a number of employment service programs
have used JST as an effective device for invOlving Segments Of the
employer commun1ty in a helping role.

A well-publicized and well-run JST program becomes a va11d public
service to the entire community and often draws a flow of participants
through word-of-mouth that would normally not be inclined to use ES-

-~ facilities. This was especially evident .in one program which -was
targeted for professionals changing occupations.

There is strong evidence that the public 1ikes and appreC{afes a JST

service. Too often, ES: has been seen as the agency that tells people,

"No, there's no job for you.” Offering JST allows the agency to say to

everyone, "Yes, we can help you.”

The effects of the institutional restraints ofi the employment service
are clearly evident in the delivery model that was most commonly found there. ‘
Programs are short, never ‘exceeding 15 hours a week, filled 'with much
lecturing and little training, with a strong labor-market orientation. It is
doubtfu] whether the Tonger cycle models in WIN and CETA are replicable dn ES
for flow of traffic clients. It is difficult to concéQVe f unsupported,

" voluntary job seekers being willing to accept, the deman/dé6 for. full-time
~ search activity that are of the type imposed By a welfare or Stipended
program. : : '

\

N
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Implementation of ll‘Obta'ined Employment"

Though ES has now\movedltowards validating an- "obtained employment"
outcome category, the implementation process involves a number of critical:
problems which are undetr discussion. Because of the knowledge gained in the
course of this study, ORC staff believe they can ‘confribute some useful
insights to that dialogue, and raise questions that might be productively
pursued. :

- The most difficult prob]em appears to, be the deve]opment of a fol]ow-up
system to verify Job finding outcomes. . Unlike the process of verifying
reqular ES placements, the job search training relationship is not with




employers who can ‘be easily contacted at the place of business withip a feﬁ
days of referral to determine whether someone has started working. Instead,
JST participants must be contacted at their homes several weeks after
commencing their job search. _ o ,
Some insights on follow-up techniques, as well as on Tikely JsT
outcomes, are provided by examining a recent 1survey' conducted by the
California Employment Development Departmént (E00) related to its program.

JST Follow-up Survey in California ; |

In the summer of 1980 EO0 undertook to obtain some level of hard data
about JST outcomes. .The California agency has been conducting JSW {the term
“lin £DD s "Job Search Workshops") as an "act of faith" for a number of years.
Since no credit was given to the agency for providing the service, the _
activity hgs been a cost-only item. The state has requ1red local offites to -
report reguiarly on the following three items only: ‘

JSW_Field Office Activity

FY 1978-79  FY 1979-80

Number of participants 76,738 87,102
" Number of.workshop cycles _ 7,378 7,976
Sessions - unavailable = 10,771

_An activity code was assigned in order to capture. all staff time
‘chargeabie to JSW. In FY 1979-80, 34,274 hours were charged statewide under
that code. This is equivaient to_about 19 person years of work, or less than
1 percent of the 2,213 total person years worked by EDD staff during that
year. :
Not only did -the traditional placement definition for reportable
outcomes give state officials no incentive to determine JSW outcomes, but any
follow-up activity to arrive at outcome figures actually incurred'additional
costs. Nevertheless, a number of local offices, on their own initiative, did .
keep their sign-up sheets and regularly sent out follow-up letters fo JSW
- participants .two months after attendance, requesting responses. The volume -
and ‘quality of respenses_shown to ORC researchers by some workshop leaders
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and by state off1c1a}s suggested that furkher fo]low-up efforts . m1ght-be—————
productive.

Both ORC and state EDD officials were intrigued by the question, what if
the placement definition were broadened to include “placement assists" and
jobs obtained by participants became reportable revenue-producing outcomes, .
whether obtained by self-directed or agency efforts, as has been the practice

_in both WIN and CETA? To address this issue, a low-cost evaluation plan
evoived which would require little additional effort from field staff but
would nevertheless provide some insight into JSW outcomés. EDD agreed tb_
conduct a statewide mail follow-up survey 30 days after the JSW experience,
with standardized survey questions. The critical eutcome question asked if
the respondents were working et'the time they received the questionnaire.
card: The name and address of the employer and the st&rting wage were also
requested. Other survey questions sought the - opinions; of the JSW

- participants regard1ng the value of the workshop to them. The three-month
survey per1od was set for June, July, and August of 1980. ‘

. EDD was understandably ‘unwilling to ‘undertake any expensive follow-up '
beyond mailing the survey card. Therefore, the survey design had to depend
entirely on voluntary responses, without even the ‘ability to sample the
non-respondents. The latter would have to be assumed to be "not employed" or

. negative outcomes. The number of respondents reporting employment would then
be displayed against the entire universe of JSW participants to arrive at an
;“ap least" outcome measure, i.e., at. least this many found jobs. If the
response rate were to be enlarged by any means, the success rate could only f
go up, since the mintmum number obtaining jobs had already been determined.

. Results of the Survex

0f 151 field offices, 123 part1c1pated in the survey. Survey cards were
sent to 13,094 participants. There was considerable variation in when and
how JSW Tleaders explained the importence of the survey and requested
responses from participants. - The response rate was 35 percent and 34-percent
of all who responded were employed. ' _ X

Using the “at teast® criteria, 12 percent of all JSW participants
surveyed were employed. Considering-that the 123 offices charged 7,533 hours

~ worked to the JSW code during the three—month‘periog and at least 1,563
individuals obtained employment, the very conservative estimate is that "at

v
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most" 4.8 hours of staff time were invested for each emp]oyed-perticipdnt.
Even though it could only be taken as indicative rather than definitive, EDD
found this tuube a reassuring result. If the response could be taken as
representative (wh1ch of course, they realized it could not without a
further probing of the nonrespohdents), the total number employed would have
been 4,450 and ‘the staff hours per employed part1c1pant would have been 1.7
compared to the 11.6 staff hours per placement for all EDD placement
‘activities.

' 0f those who answered the opinion Qquestion, 82 percent )esponded
positively and considered the workshop helpful No data are available on the
re?at1onsh1p between positive resu?ts and becoming employed, except that more
people responded positively than were actual]y emp loyed. _

The three-month survey was a f1rst.att‘mpt} somewhat hasti]y nmunted,

and lacked tight instruction to field staff. But, the survey offers a

~ valuable starting 'p1ace to consider potential problems gonhected with
"instalting a regular follow-up system in the ES. It also offers the first
indications of the potential value of JST in the ES, suggesting that staff .

allocated to JST activities may more than earn their keep if the outcomes are

counted for budget purposes. _ ©

Qutcomes Issues

The establishment of natjoha]-standerds for any institution involved
with JST, and most particularly the ES, requires decisions about basic

. questions: Who is‘to be counted? What measure.shou]d be used? When should

* the measurement be made? How should the data be collected? The following

observations. emerge from the state of the art study.

r Who is to be Counted?
What is the criteria by which a person is cons1dered a participant in a

JST program? Is it to be everyone who is enrolled and attends the first

session, or the major portion of a cycle, or only those who complete the

program?’ “This is a difficult question in JST because the effects of the
/;”,,ihtervention are so amorphous and varied.. Yet, unless there is a standard by

21: “  which ‘'participation' is determined, outcome data becomes meapingless.
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. People who do not c0mp]éte a cycle may have dropped out for .a variety of
reasons, including going to work. Even a short amount of training in how to

conduct an interview, for examp1e,.may‘be very instrumentai in assisting the
person to get the job. It has been observed that the 'get-going' effects of
even an initial session ‘have res Yted in people getting jobs. ’ ‘

ORC, in its youth demonstratiom\project, EOnsidered all who a%tended the
first morning of the two full-day programs, or about 25 percent of the cycle, :
as being part1c1pants for follow-up purposes. The log1c was based on the
fact that.a good portion of the curriculum and considérable personal
attent1on to the work - -application was accomp]ished in the very beginning.
The ES nat10na1 office des1gnated that reportable JST act1v1ty required eight
hours of ins.ruction.* For follow-up purposes, a person m1ght be regarded as
a part1c1pant if one- half of the cycle--3 half-day--were attended by a job.
.seeker. In longer programs, such as those found in WIN and CETA, di fferent
criteria may be more appropriate. :

What Outcome Measures Should-be- Used?’

This -question qoes to the heart ‘of JST goals and the employment problem
it purports: to address. In ORC ‘observers' view, the intervention - is
primarily addressed _to’Jtedﬂtﬁﬁg‘ the period of unemployment. Most ST
programs are. not primari1y addressed to getting a better job, or retaining a

job 1onger, though there-is some evidence that this may occur. “Though some
programs claim long -term goals of teaching life-time "job search skills, there
is presently no way to ascertain whether or not this occurs.

Some observaticns on measures follow:

The EO0 'survey asked whether a person was employed thirty days after .
workshop attendance, -If people¢ had found JObS and left them before the
thirty day survey, they would not be counted as successful outcomes.
The implication is that participants will not only find a job but will
also retain them longer because of JST. Thus, using employment at a
certain time after JST as the outcome criteria does not appear to. be the
most suitable measure for ES programs. A more.appropriate measure in ES
is simply to ask whether and when the person went to work after the
workshop, .without regard to how long the job was retained. Such
measures are essentially identical to those used for a regular ES
p1acement} To Be counted, the placement need not last longer than it ¢

*The eight-hour standard is puzzling from a field point of view. As a
practical matter, a day of job search training typically starts at 9:00 a.m,
and ends at 4:00 or 4:30 p.m., with an hour for lunch. Longer than that
exhausts everyone and makes administration difficult.
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takes a person to go on to {and off of) the payroll. The critical
" outcome measures should not go beyond the limitations of a .short-term,

Tow c3gt “intervention. . _ f

] Other outcome data can provide valuable information such as the name of
the employer, the occupation, the wage rate, the duration of the job,
and how each individual first learned about the opening where the person -

went to work.

Some .level of ‘double count may occur between J3T outcomes and formal
/  placements. Though this may be estimated, it is tmportant to understand
" that the goal of JST is to improve the job finding experience for all
job seekers, some of whom may well have learned how to be more effective

~in using ES itself, just as they learn to be more effective in the use
of the newspaper want ads. and their networks of friends and relatives

One measure which can be of great va1ue is the participant's opinion of
the JST service. This data can be helpful as a monitoring aid to
.maintain and - improve the quality of the program.

Measuring outcomes in WIN and CETA JST programs have ramifications which |
add addittonal dimensions to the ‘problem. The welfare  recipient .
programs understandably emphasize job retention in order to keep people -
off of welfare, but even the WIN programs report two figures--the number !
of participants finding employment and the rate of retention after a

-certa1n t1me period.

] The CETA concept of "positive terminations® is really another set of
‘ outcome measures since returning to school or entering anothér program
is regarded as a pos1t1ve termination along with obtaining employment.

i The effect of the "positive termination" outcome concept has confounded
the success claims of many JST programs operating under the CETA aegis
in the field. This was one factor that reduced the ability of ORC te

deal with comparable data. . 1 _ -

How Soon After JST Participation Begins Should the Qutcome be Measured?
4 .The.problem of timing is critical and éeriously affects the level of

outcomes reponted * The question. is to find the balance between, on the one

hand, allowing enough time for the maximum impact of the intervertion to

become manifest and on the other hand, not extending the time interval beyond

a period when a reasonable assnmption'oan*be made that the JST programs had a R
causal relationship to the job obtained. The fact is, tne longer the period .

%

" ¥Wide variations were found in the field in the follow-up time periods.
These variations were not only found between programs in different .
institutions. (CETA, WIN, and ES), but also to a degree between programs. *
within the same institution. These variations produce non-comparable data
and were an add1t1ona1 factor making fomparjson of outcomes impossibie in

this study
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_between the intervention and the follow-up, the morg indiv{dua1s will have
obtained work. - 1In stud1es/Bf unemp]oymeht insurance c1a1mants, it is found
that by six months, 85 percent will have Teft the unemp1oyment 1nsurance
program and it is a fair assumption that the large bulk will have. done So

because they found jobs, with or without any intervention. f
‘' In the evaluation of ORC's youth demonstration proaect--JOB TRACK--1t
was found that the b1ggest 1mﬁ5ct of the intervention occurred at about the
fifth week. Beyond that per1od, the .curves representdd by the comparison
group and the treatment group tended to come together. S1m11ar findings were
reported by the evaluatiop of the Cambr1dge Job Factory/for Youth program. |
The California EDD. survey was -conducted at four/ weeks wh1ch may be a -

Tittle short of captur1ng the max1mum benefits. Sy&

reasonab]e comprom;se ' . f
/

weeks seems to be a

Fa

Hhaf Is the Most ReI1ab1e ang Least Costly Sg§tem for Co]]ect1ng Qutcome
¥

Data? ,

© It is e¢lear from the years of experience w1th part1c1pant fo11ow-ups

" that no system can p//duge\inyth1ng comparab]e to the . kind of 10D percent

' ver1f1cat1on required/ for recording ES p1aEemeqts in ESARS. An attempt to
-obtain that Tevel of response from. part1c1pants would become prohibitively
expensive. ‘More importantly, in the end, all. attempts will merely produce
samples anyway Some samples; of course, arqejar ‘Jess reliable than others.
The EDD experience suggests 35 percent as a 11ke1y response rate for a
follow- up system whereby -the cards are mailed- to the part1c1pants at a
specific follow-up point after .the. JST program appearance. The .system
. proposed by the ES national office is to hand the card to partieipants at the
close of the workshop and hope that they mail them in. Such a system is
certain to produce a far lower response rate than the 35 percent in the EBD
survey. In the end, both of these card systems are ‘going to produce highly
unreliable~outcome estimates. DDL policy sets a 75 percent response. rate as
the minimum standar&-for good survey work- and usually won't even' permit
publication of a survey with,a.respoose rate below 50 percent. _
The' least costly and most reliable. data ‘collection method for JST
outcomes would be to use the'smél]ést sample statistita]]y representati&e'of'
the participant universe. Experience with small sample foi]ow-ups,suggestsl

that it may be possible to achieve the 75 percent response rate. Actually,
_ _ ' . ' L
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mailed cards could be used.in conjunction with telephone calls. Initieling'
cards could be sent to all of the harticipants in the .selected sample,
followed by phone ;al]s to those who didn't respond.- To reach the 75 percent
response rate would require persistehce, including the willingness a
ability to phone. after Work hours, but it can be .done. "fL
A major dilemma 1nthent in the yse of a samp11ng system is that a small
sample which produced h!ghly reliable estimates of job finding rates ‘for an
overall state program would undoubtedly be inadequate for producing sepafate
estimates by Jocal office. " Yet the' participant opinion data ‘is valuable’
primarily’ hecegse it provides feedback .on the quality of each individual.
program. One way out of the dilemma might be to send out opinion cards to
all participants,,in order to gain a broad base of particﬁpaht responses, at
relatively low ‘cost. This wou]dshave.to.be_a separate function, -answering a
different. purpose,‘ than the sampling system .designed “to. gain the most
reliable estimates' of total employment associated with. attendance at JST-
. workshops. - : . , .
One th1ng appears certa1n, ‘however. Neither the placement verification
,, method nor the follow-up criteria. used in CETA and WIN offer sensible models
for” ES. ‘Substantial experimentation .with  follow-up methods ' partiéu]ariy,
appropriate for JST is needed in the ‘ES before a final reporttng method is
adopted. In turn, a final reporting system must be va11date and adopted
before funds can be a]located for JST based On any measure of productivity, .
or “entered "employment." Unt11 that time, JST 5upported levels must be.
determined by a direct allocation method. * '

Cost Issues

A number of JST cost “issues surfaced in thé course of the ORC study’
which may not be readily perceived- 1n initial program planning, Among’ them

are ‘the size of the group, the extent to which the program is ut111zed the
Tength of the cycie and payments made to participants. -

.Size of Groups

]

A1l JSTs plan their operations around what they consider to be the
optimal Qr_feasib]e size of ,the group during a cycle: Program .operators
disagreelabbut what size they consider optimat. Some insist that a group
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that exceeds ten participants is unwieldy and loses the “"workshop" quai?ty

In their view, the group becomes a classroom and personalization becomes
ihﬁossible. Azrin indicates a limit of 12 because the counselor can't g1ve.
* enough individual attention to each ‘participant in a larger group. Others
insist that-if a group falls below fifteen, it loses vitality, gets dull, and °
adversely affects staff and participant morale. ORC observed spirited and
- dull groups of varied sizes, though groups with less than five do tend to
- become .demoralized. The skill of the group féader to personalize the
curriculum material, and the dynamism and energy injected,‘by“"fhe\ leader
appeared. to be a more important factor than the size of the group.

However, apart from the effect that group size may have on the gquality
of the program, it.is a critical cost factor. Like all other overhead costs,
staff hours are relatively stable. Staff are allocated in relation to the
anticipated group size, the length of the program, and the importance that
the institution places on the-‘activity, or the self-interests of tae
contractor. The Self-Directed Placement Corporation which, at the time of
this report, had 19 contracts to deliver JST, insists that the sponsoring
organization 1nSUre groups of at least 25 people for - each cyc]e In dits
view, it loses money when groups consist of fess than 15 part1c1pants
‘However, as a private- forfprof1t corporation, its overhead costs are apt to
be higher than they might be in a ‘government institution where JST is one of
‘many functions. Without a doubt, however, .the planned group size. 715 an

important factor when considering costs. = ORC observed groups that ranged
from two to 33. -

—

Lnderut1hzat1on -

ORC found that about half of the programs were underut111zed--the groups'
were consistently .smaller than had been ~planned. - Even in WIN, staff
overscheduled by 50 percent 1in - order " to assure full attendance.
‘Underutilization is a significant cost - item. Staff hours, space, and
equipment are geared to serving a giver number ¢f people. If the group
con%%stently falls below the planned size, the cost per participint rises.
The biggest problem appeared to be the drop-offs betweeh'sign-up and'show-up.
Oropouts were. surprisingly, not considered a serious problem in either
stipended or nonéstipended programs.




ORC staff were also startled to find that no consistent relationship
existed between underutilization and the payment of stipends or allowancse.. '
'0f the programs that were fully utilized, more than one-half were ES programs
Hlth no payments to participants.

Pragram operators offered a number 6f‘,_ explanations for_j_ the under-
utilization of their programs.’ Generally, .these related to internal
recruitment prncesses, turf fighting for e]igtb]e populations, and technical .
problems such as time 1ag between the referral and the start of the program.
What day of the week a program began seemed to be an important factor. -Some
operators found that moving the start1ng day to Wednesday he?ped 1ncrease
- attendance. - o

There were strong feelings prevalent among JST staff, whether in CETA,
WIN, or ES, that staff responsible for recruitment and referral to JST wére
either hostile to the idea, lax in their efforts, or tended tc "dump” their.
Jeast motivated, least employable clients, reserving those more easily placed
for placement staff who also have outcomes'concernst .Some programs made
~deliberate efforts to- overcome the resistance of the - -referring staff by
arranging for their attendance at JST sessions to:.enctourage more awareness of
thelva'l‘ue of the program. IS o

A more universal explanat1on offered for underutilization was the
perce1ved over‘saturat1on of employability offerings in an area, d1rected
essentially to the same group. For example, the ORC/EDD Youth Demonstration
project was designed‘fOr unstipended, out-of-schodl youth who came to ES
" looking for a job. ‘The central youth office is jointly administered by ES
and the CETA prime., Initially, the attendance at JOB TRACK was heavy.
.Shdrtiy after its initiation, a stipended PIC program open to youth was
institutedQ*;At'the same time, summer‘yopth jobs were being offered, and C80s -
were looking for youth to fulfill their contracts. Predictably, attendance
at JéB TRACK dropped significantly. . Evidence of programs doing battle to
fulfill their quotas, struggl1ng for propr1etorsh1p over the same pe'sons,
could be found at many sites.

~In examining thos¢ programs that did not appear to have any consistent
~ problems of utilization, ;értain characteristics surfaced:
\. Programs in existence for a3 longer period, such as some of the ES
programs in California, had over time developed a wide word-of-mouth

base and were no longer dependent uvpon internal referrals to run at or
near capacity. Referrals come from former participants and from other

&
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institutions in “the community. Regular EDD referring staff .also
developed a greater awareness and .respect for the program &nd its value
as previously referred clients reported a favorable experience. - Yet,
‘there were utilization problems initially. Clearly, JST programs  take
time to deve10p, mature, and draw an adequate number of c11ents

Programs that are well-publicized and develop a genera1 cqmmun1ty
awareness and a constituency draw clients directly to them from many
sources including employer referrais. .

Programs % at- are centralized and mix clients apbeared to have fewer ..
-utilization prob]ems; The wore narrowly targeted the group, the more.
the'prob\em merged. '

Ambience appeared to have much to do with ut111zat1on. "Spiffy*
programs with pleasant environments, conductive to relaxation, estab]ish
reputations that make them preferab]e to other kinds of employability
and training offerings. Though this is not a decisive factor, it seemed
to ORC observers that such ~programs drew and retained clien

easily.

Consistent attention to all of the facets of recruitment seem to be
productive. - For example, continuous contact with the referring staff--a
news letter, a joint meeting--is effective. Group
pre-interviewing each referral, attention paid to exactly how the
invitation is made and . what precisely is offered, feedback to
counselors and placement interviewers--all seem to bear fruit.

The broader question of underutilization can well "be "of ‘concern to
policy makers., Why is this a problem? Is JsT really needed, 1f_therexis‘n0
visible public- demand for the service among those who are the targets @f
emp1oyab111tx programs? Actually, the conscious need of that population -is
for a job, or for training. It is not for a teaching program about how *to
get a job. The inability of government programs‘to‘provide the prOfeSﬁiOnal

" one-to-one service iS the major reason that people must 1ehrn'to do it -for

themselves. For job seekers to become aware of JST, it would be necessary

that they also be made aware of the dep1eted.1eve1 of free. professionaly

- government-provided help.  There needs to be a change of pub]ic‘consciousness
about the individual's own role in the - job-getting processes. A deliberate
campaign to change‘ public awareness and create the need for JST is a
necessary ingredient for the full deve1opment of such an offer1ng JST‘aﬁd

its value need to be "sold.” . _ ,

In sum, progams . take t1me to evolve, to- deve]op a. wide word- of—mpuﬂu

Y base, to stabilize. -ﬂrograms must devote time and energy to the recruitment
effort, and that effort must be extended to the general public. Oependence
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on referrals from internal sources only does not supply an adequate flow of
participants to .sustain many programs. .Even in mandated WIN programs, -
potential clients should hear of their value through sources other than WIN
staff to overcome the punitive- implications. Programs should be
wb11 administered, . profe551ona11y run, well-appointed, and inviting. A1l of
these are cost factors that must be taken into cons1derat1on by policy makers,
and administrators, if JST is to become a fully ut11ized. successful public
service. ‘
Length‘of Cycle b

Certain critical cost factors appear to be interr‘elated--the length of
‘program cches, supervised search time, payments to partic1pants, staffing,
and space. Among the 30 sites visited, ORC “encountered no JST effort with a
.cycle of 15 hours or. less that paid anything to participants or supervised
. the actual search effort. Conversely, all programs with a cycle exceeding 15
hours did include search supervision and srme form of cash incentive to the
clients. Since a Supervised search usually 1involves the use of the
talephone, the installation of telephones and adequate space is another cost.

Among the longer programsithe cycle lasted anywhere from two to seveh weeks.
It seemed to ORC observers that many programs pfocee&ed at a-pace of uncommon

le1sure, and were somewhat inflated and spongy. Outside of WIN, the longest

programs were those  delivered by commercial firms, for whom a longer program

- is a distinct advantage. Their prom1nence in the field does confound the

question of what the optimum cycle length might-be: o

A numbeﬁeZiﬁ:::ifigﬂf_ggjgefwhﬁtﬁ'EEEnot be answered by this study, but
which should b essed in the future: _ ' ,

] What is the relationship between outcomes, costs, and the length of a
JST cycle? .

Is it possible to develbp,a model which would incorporate some type of .
supervised search and ‘actual training in job search skills in a
one-week cycle? )

ls it possible to atfract and retain non-supported clients for a
period that exceeds 15 hours? .

At this point, there fs no -evidence to support the proposition that a
six-week program is more effective than one that runs for two weeks. “The
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severe reduction in available resources makes the due;tiohs about program
length particularly relevant now. o

Payments to Participants

As has been previously stated, the question of full st1pends for JST may
now be entirely academic. Nevertheless, the issue is 1mportant for reasons
that go beyond costs. The “carrot-stick" quest1on and its Jmpact on
participants in employability programs has been argued ever sinc 'programs
began. The dilemma is that the Payment of stipends tends to effect| who gets
into programs and how they are run, sometimes adversely. And yet,) without
‘payments of some type or other, an essentially poor population ceuld no%
sustain a prolonged training effort. Look1ng for work does cost money , and
the dynamics of being forced to do so 1in group-supported form often changes

motivation and does ‘svercome inertia and fear. It is unfortunate that the
pnly alternatives that were available in CETA were full stipends or nothing,
and in ES it is nothing. A Simple expense fund which. would enable Job
seekers to conduct a search for work may prove to be highly cost effective.

Summar 4

Though the adm1nistrat1ve issues surround1ng a JST program extend beyond
those discussed in this chapter, some 1nportant elements that affect outcome
measurements and costs have been probed. Success percentages are dependent
upon what is regarded as the universe of .participants, what is regarded as
success, and when it can be attributed to the JST program. Success meaeares
are also somewhat dependent on the methods used to obtain the information and
the aseiduousness with which follow-up is pursued. A special, EDD follow-up
study was reviewed. Despite its limitations, it offers the most convincing
evidence avai]able-of the potential effectiveness of JST as an ES program.

. While it is true that JST is far less costly than other -types of
employability programs, it- is also a fact that the goals of JST are much
narrower than many of the others, such as occupational skill training. Yet
JST has important cost issues--start up, length qf cycle, underutilization,
size of group, and particibant payments--which are all dinterrelated -end
affect other costs such as staffing and space requirements. Given scarce
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resources, experimentation is . needed to determine whether “the “cost
effectiveness of existing models can be-improved. . . '

There is A clear need for the establishment of sound and workab1e
outcome measures and standards- that are applicable to any de11very system
Who is to be counted, what is to be counted, when, and how the data will be
gathered need to be thought through, tried, and standardized. This concern
is especially critical in the ES as it attempts to implement the "obtained
employment" concept. = Arbitrarily fiffing- methods appropriate‘ for the
placement function onto JST, a very different kind of intervention, cbd]d $0
burden field operétors and prove so costly as to destroy the program.’ Aipo,
concepts lifted from a cése work, medical model operation sych as WIN or CETA
have little operating relevance to an ES market model. Prematurely
establishing a ratio of “obtained employment" outcomes.to placement outcomes
could.result in either discouraging the pTaéemént function or,. conversély,
‘ discouraging development of JST programs. Clearly, " a '"EEFiod: of
experimentation is necessary; _ ,

For policy makers, critical research QUestions.remain unanswered. Only
four Stydies have used comparison “or control group designs: the 1976
five-city'-nzrin study, ‘the Texas study " of WIN programs, the Brandeis
University study of Job Factory for Youth, and the ORC youth demonstration
project, JOB TRACK. The first twa compared JST to regular WIN serv1ces--one
intervention compared to another. Only the last two compared JST to groups
that received no other designated service.: _

In a program 1ike JST, where the agengy is not directly involved in the
hiring transaction; there is always a persistent, nagging question about
whether, to what degree, and when people would have obtained job§ without
that intervention. To answer that question adequately would require an
experimentqQ design with a non-treated contrq} group. Idea]]y, the design
would make. a three—way comparison--JST, traditional agency service, and no
treatment. Until that is done, the contribution of JST towards moving
workers -more rapidly into jobs w1$? have to stand on less convincing
evidence. Given the current incursion on the institutions, budgets, and
staffs of delivery systems, relatively low cost job search tfaining may rise

in importance among the public services. remaining for the °unemployed
population. These questions do need answers. '
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Chlpter 199
TEACHING ENVIRONMENT ANO METHOOS

Central to job search training, whatever its adminigfrative base, |are
the environment within which the training occurs, the ipstructional methods
used, and the éurriculum taught. [In this chapter, the focus is on what t%kes )
place in the JST groups between leader and participants, the me thods us d by
leaders, and the general flavor of the experience. The two chapters [that
follow deal with the curricylum.’ They . djvide the content between
instructions 1ead1ng up to the ob search and the job search itself. '

.ORC staff dec1ded that he technique o' part1C1pant observation 1L the
most natural and_least dl;ﬁﬁpt1ve one to apply when making site v1s1tﬁ It
allows the observer to

share the experiences and impressions o ‘the
participants, -and,. at ‘the same time{f provide the group with an ‘honest
explanation for the presence of the;péserver and "note-taker." Group leaders
were asked to introduce the ORC observer and explain the purpose of the visit
in low-keyed fashion, deemnhasizﬁhﬁﬂthe national aspect of the study~jnd the
reasons for selecting the site. Many leaders did as asked, but others chose
to make no introduction and of fered no explanation for the presence of a
"note-taker.” As participants, ORC staff endaged in the group actiyities,
completed many work applications “and resumes, took the required tests,
_ practiced ‘interviews before the. video, played "get acquainted” games, and
joined in the discussions when appropriate. On occasion, leaders called on

the knowledge and expertise of ORC staff to assist in-the training prdfess

Aside from content, the ORC researchers focused their observations on

the f0110w1ng major questions

- l Lt
) MWhat messages - are 1mparted to participants through the physical
environment? . , - R

@ ’
Whidt is the 1nteract1on between leaders and part1c1pants? What rqles do
ledders assume? What use is made of the group?

L

Who are the”participant$? How are they mixed? What generally is; their
response to the progyam? >

Who are _the grohp leaders? what has 1nf1uenced them? What know]edge
and orientation shapes the program? R <
What view of the clients does the progam impart, overtly and implic{tly?

a
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The data analyzed here are~based entirely on the 30 site visits.
Gbservers spent anywhere from one day to a full week at a site, depending on
the length of the program, the agreement made with the program operator, and
the constraints of resources. Site visits included both formal and informal -
exchanges with group- leaders and participants. Observations igenera]]y
favored- the classroom phase of the program, with far less time spent
observing the supervised search phase. No 'direct observations were possible
in two of the sites because of the proprietary concerns of the operatore.

The analysis is basically impressionistic, thohgh.objective‘infonmation
and quantification were sought wherever possible. ORC observerﬁ_brought.td
the task an uncommon background of knowledge and experience in group
processes, teaching methods, psychological theory, and qualitative research .
skills, ‘as well as previous experience with job search a551stance Hoﬁever,
the greatest value of participant observation is that the observer is sharing

the exper1ence with the participants while in the program.

*n,

The Physical Environment
A wide assortment 6f bui dings, neighborhoods, and settingé greeted Oﬁc
observers, imparting very different messages about the importance of the
program, the degree of institutional support, how participants were viewed,
and how they were expected o \behave toward the program. Five _of the
programs, 1nc1ud1ng two cond cted\xby commercial firms, considered the
ambience a critical factor affectlng the program. message and participant
response. One program operator said, “We want these people to fee] that they
have now become part of the successful world. of business. We 1n51st that our
‘,1eaders dress like professionals, our rooms are carpeted, our equipment is
first rate, the plants, paintings, all are desigheg*to make people feel that

they are already 'in'--already part of-the working world." Andther leader

insisted that participant self-image is strongly enhanced when the decor and
settings are imparting a sense that "this program isn't a mickey mouse
butdown.- It's expensive, and highly professional. That's because youire

‘worth it." ‘ R
ORC observers came to agree that fhe setting;-the seating arrangement,
the organization of‘space, the areas designated for socializing and‘coffee'
. drinking, the degree of distance’ and separation _between leaders and
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partic%pants all had significant impact and imparted potent hidden messages.
Though vital and spirited. programs were ~somet§me$ cenducted in drab and
discouraging settings, the 1eader had a diff1cu1t task 0verc0m1ng the impact
of the initial impression. .

Employment service and WIN programs operated within the regu]ar 0ff1ces
of the agency. In about half of the ES programs, JST had no permanent*,
"home,” and used a borrowed. room for the sess1on, a major comptaint of ES
leaﬁers since they could not decorate or arrange the space to soften the
effects of "institutional “grey." ‘The permanently aSs1gned areas reflected
the activity with wall decorations, charts, equipment, .1ibrary, and seating
arrangements. However, the ES and WIN prdgrams generally were set withfn'a_
functioning office and participants usually entered and left by walking -
through‘the 1arger area. General]y, this precluded the availability of an
area for the participants to 'socialize at coffee breaks e1ther with each
other or with group-leaders. ‘ .

In CETA, JST settings varied widely, ranging from . donated, §omewhat
dingy classrooms in an -hrmy Reserve building or the Vo]untafy Fire
Department, to what might be considered optimal conditions in modern
offices-fample space, carpeted floors, windows, thoughtful appointments and
decorations, with specially designed telephone room cubicles. - Commercial
firms with more than one contract to provide JST'serﬁices were the most
concerned with decor. o

ORC -observers found themselves reacting along with the partic1pants to
the "hidden nessage” ‘of physical environments which ignored ‘the esthetic
sensibilities and physical comfort of the_ participants ‘Wwith no evident
attempt to alleviate the force of dreary circumstances. These, did, indeedi
‘create a sense of 'mickey mouse' programs, thrown together carelessly, with
leaders apt to "do their own thihg,“ very nearly oblivious of their own
‘impact or the effect the physical environment was hav1ng on the group.

However, the plushness of the setting is, of itself, not as critical to
the total 1mpact of the program as is the organization of the space,
especially as it reflects the re]atiohsh1p between professional staff and
participants. A description of two programs will serve to make the point.

Program A, a resource center, assigns most of the available and quite
ample space for the convenience and use of the participants. The kitchen or
coffee area is shared by staff and participants and-becomes a focal point for -
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spciélizing,_both among clients and between'clients and stetf. Peophe.get to
know one«another; and the formation of the group often occurs more rapidly
and more effectively in’that'setting. ree coffee is provided, and alhOSt
from the first qu clients are invited to participate in keepihg the area
clean, washing the dishes, makipg the coffee, running errands, and generally
sharing in the housekeeping and operations of the Center. The Center becomes
their own. Independence, equality between staff and client, and active
participation in making something happen are not just words. They are
enacted at every moment. In the classroom, the leaders had no difficulty in
maintaining control, and in assertihg their rational authority over the
curriculum. There was a clear consistency between the jmplicit message and
the overt one, "You are a valid, independént, adult person who is expected to
contribute, just as you are expected to act on your own behalf in getting a
_job. Qur authority here is rationally determined--we are not better than
you. We simply have knowledge you don't have which we aré happy to share."
On the other hand, Program B/has a suite of nine offices, of which one
‘is used as a classroo® and another as a telephoning room. The rest are
closed-door private. offices for staff, except for one small.room that
contains a coffee machine and water coocler for particihants, and a room that
serves as.a central reception area. The reception room is off Timits to the
c]ients, though staff congreggte in the area. In fact, when the ORC cbserver
was: talking with a young male participant in the recept1on area, the director
came by and curtly informed the young man. that he would. have to leave, thath
they couldn't have peop]eb sitting around because .it would look like a
"dentist's waiting room." No area was made available for the social use of
participants. Socia]izing‘ between staff and clients was diseouraged.
- Leaders conducted groups }rom a podium.. A staff specialist interviewed each
person and then supplied a prepared "package” of selling points to be offered
to.the employer, somewhat like a commercial resume-producing firm. K
participants were instructed about'what to .put on their application forms,
whether the 1nformat10n was true -or not. :

The behavior was rat1ona11zed as - an emulat1on of the - bOSS-employee
relationship, as conce1ved by the director. However, classroom insdruction
was full of “Wype," replete with ta]k of 1ndependence, “do it yourself," "be
on  your own. The overt program goals--to enhance se]f—1mage, reduce '
dependency, increase assertiveness--were continuously be11ed.by‘and in direct
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contradiction to the hidden messages imparted by the use of space and other
"subtleties. . . '

Clearly, - the part1c1pants were more comfortab1e in Program A. People .

lingered, talked together, made friends, 1aughed overcame shyness, spoke up,

shared. Whether the greater comfort i trans1atab1e‘1ntq a move. active and -~

productive search for work, whether more -jobs are. obtained, or obtained more
quickly, . cannot be determined by this study. Both programs , claimed

respectable success rates.. But atmosphere and setting does, indeed, effect’ -

the ability of a program to attract and retain participants, to develop a
good reputation in the community, and a wide "word-of-mouth" base.

Overview--Description of JST Methods

o

As wité the ambience, the style, tone and teaching methods adopted by
the 30 programs vary widely, and either serve to reinforce or conflict with
the overt goals of the program. Most JSTs assert that they use the group
approach not only to save costs but also to use the group ijtself as a
socializing, motivational element in the - design.* Yet, programs differ
markedly in how effective they are in making use of the group format. The
ensuing matérial categorizes tne non-substantial JST processes. \
Amenities / o

This category ‘includes the time. spent in introductions, discussions
about administrative and housekeeping issues, setting up contract
relationships between program administrators and participants, arranging for
payments, coffee breaks, graduation exercises, and similar non-curricular
exchanges. - , ‘

A1l of the programs ‘had some element of such activities, occupying from
three to 19 percent of classroom” time. In short programs, such as -those
found in ES, this element was barely present, if a< all. People weré seldom

introduced to one another and, since the groups ar voluntary and

*Dr. Nathan Azrin, in a speech in Indianapolis, September 4, 1980, which was
recorded, does state that the group format in Job Clubs is used only because
it is cheaper He does not regard it as a key positive factor and cons1ders
the group less effective than one-to-one counseling.
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unstipende no contractual relationship between participant and leader was
implied beyohd courtesy. : B

In programs involving payment to clients, however, the fohe is often,
buf not always, set by the "boss/worker" relationship that is established at
that point. Time clocks, warnings, threats of dockedcpay, and "firings,"
"pfoduc;ion“ criteria,‘-contracts--al] are designed to establish that
participants are now "employed” and are expected to produce. The dichotomy
between the subordinated “embloyee“ role and the verbiage in the rest of the
program, urging independence, assertiveness, and self-help, is an dinherent
dou@ﬂe-mes§age problem. Some programs are more restrainea-than others in
asserting the "boss" role and more.successful in reconciling the dichotomy?

MoraTe-Reisﬁng/GrduE;Bui]dingfActivities ‘

‘Preéumqb?y, the entire program is designed to raise morale. However, in:
‘this category are those activities, games, and exercises which are
specifically introduced for the purpose of welding the group and raising
self-image, and are unrelated to the curriculum content. They could just as
well be used in any group work. They include films such as the widely used
"You Pack Your (Qwn Chute," which deals with fear and independence;
ice- bfeaking -exercises intended to introduce people to one another for group
cohes1veness and relaxation; assertiveness exercises; "bragging" exercises;
three~m1nute TV commercials of one's non-job related virtues; "I am proud

because. exercises. Except for the introductions,’ these are

intefspersed throughout the program.. s

About half\of the programs spent anywhere from 4 to 19 percent of their
classroom time onsuch activities. Again, ES programs were generally devoid
of such efforts, e?cept ‘those with CETA stipends. The JSTs that'devoted a
Targer port1on of their time to such activities tended to be those using the
“sales" psycho]ogy appr;\th where the main job-finding problem is seen as one
of selling oneself by making the -employer- "like you." These exercises-have
apparentiy been widely circulated and are passed from .program to program

since ORC staff found the same material appearing in many different JSTs.

feaching-~lmparting Information _ . _
Most of the JST programs, particularly the short ES model}, offered

information in a highly structured classroom style ﬁith a quite rigid
. i / ) - "




curriculum éqgvérning the time and content. Information was imparted in
straight lecture format 1ntresper5ed occasionally with “brainstorming" to
elicit group response, adm1n1stered in conmtrolled and orghestrated fashion,
with the aid pf a flip chart. Visual aids,\written handouts, and exercises
were sometimgs used.  Within that general format, however, there were wide
differences ? tween programs. ‘

Another format, seen less frequently, can\be characterized as the

workshop model. In its purest :form, this is loose, Semi-strUCturéH\'

activity jn which the”curriculum is extremely flexikle, and the needs and

- problems verbatized in the group Targely determiye agenda’ . emphasis,
Discuséibn, participation, .and the surfacing of feelin regarding tﬁe job ‘
search are encouraged. Though the leader has the responsi ility of providing
information, the.experiences of the group are called fonth and used as a
base. The leader's fo]é‘js that of facilitator and consultant to a self-help
group, and social support from the group is fostered and encouraged. ORC
staff obserﬁed only one program that was fully committed to the workshop
method, though a number' attempted to combine the workshop and classroom -
approaches.
“JBb Clubs that are based on theories of behav1ora1 psychology regect'
both-the lecture and workshop formats. They are unconcerned with teaching a
body of information or eiiti%ing group participation. The original. model
subscribes to a theory of‘ﬂearning which holds that the desired behavior is
" attained through practicinb, through enforced repetition, while providing
: DOSitive. reinforcemént_'duﬁing the nrocess; The model has a one-minute
rule--leaders are required/to 1imit their general presentation of a topic to
one minute (Azrin-“and Besalel, 1980). Participants are almost immediately
involved in performing prescribed activities related to job finding. The
leader is required to maintain a continuous stream of directive counseling
and'support to each individual in the group, in rotation,:spending only a few
minutes .at a time with each. In the Indianapolis speech previousiy
mentioned, Azrin stated, “If the counselor is silent, he .oF she is not doing
the job." There is no effort, in this model, to elicit participant attitudes

ﬁgr to form a group. Howe#er, considerable departures were observed from the

prescribed format in Azrin-originated programs. The Texas evaluation also
noted many violatiens of the Azrin manual. [Essentially, the Azrin model is

;o
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L devoud of - a teachlng or knowledge-1mpart1ng e ement and rests entirely on
shap1ng behavior - '

Trainlng--lmpartung Sk!lls _ ‘
Traxnlng here refers to the process whereby people translate knowledge
"into action by practicing the new behavior until it is p@?fected and
“internalized. In®JST this involves four areas how to conduct am interview,
talk on the(telephone, complete a work appliCatmn, and design a resume The
skill of quistioning peaple in 1nformationa1 interv1ew1ng was a]so dealt with
briefly in-a few of the visited prograMS Ih most programs, training in the
“.use of the telephone was part of the SUpervised search phase .of the prOgram,
while 1nterv1ewing, application COMpletion and resumes were’ essentially a
"c1assr00m activity. Most short ES programs do not engage in any training
aetjvity; though participants are urged to practice interviewing and
‘telephone techniques at home. X , ‘ |
'Tratnjing methods’ vary in use and in effectiveness. ORC-staff observed
the following techniques:’ ' - ' o ’

e  Paired practice ‘of interviewijg or telephoning, using “stress¢

questions.

Video taping of them_1nterv1ew1ng or telephoning, using "stress"
quest1ons BRIV - ' . '

- ‘\ .
Exchanges between the leader and one participant at a timeé before the - -
group--role p]ay1ng--for interv1ew1ng and phone - practlce

Small group exercisesS

Classroom paperaexercises.

Homewbrk aéstgnments, writing, and drawing. - _ -
Tape recording. _5' . ’fIf) :'?r"’//:'
.Role playing with visitine\ehployers or other staff.

Listener devices‘on the telephdne for trainihg purposes.

_Selections from fOUr case study reports by ORC observers i11UStrate the

‘e

se of th¥%e methods: — Y. T
* '
: Each part1c1pant had the” 0pportunity of” gding ‘through one or

two mock phore calls with the leader who acted as the employer.
Each person had a standard script -form before them at their seats.
The leader had an engaging techn1que of beginning each ‘call' by




i
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saying, "Ring; ring. Barnes and Noble," or some other .company
familiar to.the group. He then addressed each person's partfcular
'sore points' such as lack ‘of experience, 1lon ‘-period of

“unemployment, etc. He was interested in having fhem just get.

through the first phone call, and was careful to point out when
someone did someth1ng right. They were nervous and made mistakes.
But gradual]y they began to state the1r qualifications more
confidently."

The interview practice was somewhat weak. People wére paired,
with one acting as the interviewer. Each person ended up
pretend1ng to hire the other--no one got turned down. The
experience was not very real and probably not’ very helpful

We alT go into a separate room to. watch the video “replays.
The on]y 1nstruct1on we are given in what is usually a ‘critique’
session ‘is to make only positive remarks about Ourselves and
others. ‘We're all “trained to be critical. This time, look for
the things you iike instead.' First the person on the tdpe makes
comments about him/herself, then others make comments. A dramatic
change now takes place, in the group. It welds to ther. People
come. through this session feeling- good about th selves sinces
something good - was -pointed out *in every case. Therggs a

. purpose--at its base it builds self-confidence.

During the replays, the leader, sitting at the back of the

‘room, operates a device that allows him to stop the tape when he

chooses to make a point. He and the other leader are the only ones-
who comment on the performances. Critiques from. the group were-not

elicited. ' Instead, written anonymous. forms were used to elicit™
whatever comments .they were -generating but not expressing. Once

again, the potent1a1 for developing a group sense is rejected in

favor of ma1nta1n1ng distance and authority between staff and

part1c1pants

ORC staff did observe that some leaders who were dec1ded1y un1mpress1ve

{/1n the ‘teaching role were considerably more effect1ve in the training role,
' particularly in the telephone room. A quiet, undynamnc persona11ty can be

deadly before the group, but the same quiet quality may become a very real ,-’

asset when providing iAdividual assistance and advice.

Program operators. defined a number of purposes served by the tra1n1ng

\T)process . .8 T

gy

Mak1ng ¢old calls on the te]ephone is very alien to most people. They
need practice just to become familiar with a more "pushy" role than one
they are normally accustomed to. .

Fear and nervousness, in both telephoning and interviewing, are
- confronted in the practice sessions. Mechanically-learning what to say.,
with scripts, packaged statements; reduces the ténsion_ as language is
reweated .
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The video tape récording of the,fﬁfﬁgtice interviews 1is the most

, effective and extensively used device for improving interviewing skills.
Program operators .maintain that it provides convincing visual evidence
of both the seif-defeating behavior and of the. improvement, when used at
the beginning and at the end. ORC observers: repOrted repeated examples
of visible behavior changes following the video' experience. In all
tests of participant responses. the video-is regarded as the most usefu1
part of the training. -

Impressions-and Comments

A teacher or trainer prow1de& the group w1th a. role model. The tone
that prevades the experience and the kind of behavior expected from the group
is modeled by the leader,_no matter swhat words are, actually said. Just as
the Jjob seeker is taught how subtie _messages, body Janguage, facial

expressions, and tone of voice affect the emp1qymeat interview,'just s0 the
Jeader's. non-verbal ‘communtcatign affects the group. A 1ecture, in and of
itself, is neither 'good‘ mnor "Zad.' One lecturer with solid 1nformat1on to
offer, may do so in such a fashion as to impart the feeling that "I'm.going
to do my thing. Whether it interests you or not is no concern of mine, so
long as you are quiet. If you speak up, you're intruding."” Another
1ecturer. with the same material, can create an exciting, thought-provoking,
funny experience wh1ch thorough1y engages the group, and 1nteract10n, group
identity, and part1c1ﬂat1on beb1ns almost immediately.

-A classroom/1ectuqe format is. not generally conducive to discussion and
debate when there are time constraints and‘eurricu1um commitments. Though -
fbrainestorming“ provides a temporary shift from passive listening, too of ten
Jeaders used this method mechanically, giving the appearance of inpviting -
* participant responses, but actually. emulating a grade-schob] classroom.
[eaders controlled the boundaries, decided on what gquestions to pose, knew
a]] the answers while pretending to depend on the group responses. The class
obediently called out the expected answers, w1th 11tt1e enthus1asm, as the
leader dutifully deve]oped the flip chart 1aundry Tist.

‘ Despite the . d1scourag1ng structure, people often did attempt to talk
about what they wanted to, and’ groups and individuals did, in fact, assert
'themse1ves.h‘50me 1eaders responded by revising their planned curriculum in
order to accommodate the spontaneous distufsion,-but'most of the time the

leader simply cut it off. ORC obserVeg;reports are replete with examples of
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~ leaders who appear to be ob11v1ous of the group and the expressed needs of
the 1nd1v1duals, and who repeatedly fail to take advantage of the s1tuations
that present themse]ves? The curriculum reigns supreme over the ‘proceedings
and is doggedly pursued even when the material 1is drrelevant. to that
part1cu1ar group. Four examples from the site reports will suffice:

-The, leader asked. the group to contrast what: they had._ expected
with what they had actually gotten from their CETA ,PSE jobs.
Overwhelminaly, - the participants stated that they had actually
gotten more from the PSE Jobs than they' had expected. . The
curriculum design apparently assumed t™at most answers would be
negative. The leader continued the e.ercise as if the opposite
response had been true for the group, to everyone's bafflement.

The participants were still employed as RSE. .employees,
awaiting layoffs. Yet, in the entire discussion about what jobs :
people might look for, not pone werd was uttered or eliCited about
what skills .they were ‘performing e¢r had learned on the jobs they
were currently doing, and how. these might be - transferred to a

- targeted search. The curriculum called for, another method.

During the morning, Mr. X said that.he had an interview
scheduled for that aftétnoon with an cmployer, and he asked for .
heip in preparing him for it. The leader refused, saying that the
curriculum called .for:"interviewing" in the afternoon session and
the program could not be sh1fted to accommodate him. -The person .
left. - Lo "

The discussion centered on where people were apt to. find Jjobs.
One participant raised the issue of the quality of jobs. She said .
that too often, ava11ablp jobs were bad jobs offering nothing for
the future and paying poor wages, and they were available ma1n1y
because people quit them as soon as’ they could. Wasn't it
important, she asked, to make some inquiries about the upgrading
and training opportun1t1es at the place, before a person wasted
their time? She was clearly trying to warn the group "about the
secondary labor market trap she'd been in for sd long. * The leader
treated heF contribution with patient forbearance, but failed ‘to
recognize the .importance of what she was saying because there was
no curriculum item dealing with poor jobs. He simply didn't pick -
up the bail.

Me1d1ng curr1cu1un1 with the emerging concerns of 1ndiv1duals in the
.group is-a difficult problem Some leaders solve it, -but not often and not
in many programs These are two of the examples garnered from the case study
reports:

P
1

S . L K .

Leader was quite skillful at keeping a focused curriculum and
still responding to jssues as they are raised by the group. The
eftire atmosphere was informal and. relaxed, despite the tightness
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of the curriculum and the short time available to deal with .
important information. When he moved away from subjects which were’
* diversions, he would do so with respect for the' group. For
example, "This is a fascinating and important discussion, but we
have only an hour left to cover how to plan a search. Why don't we
pick up the discussion-again after the workshop is officially over?

During the morning, -2 number of people asked about the
. availability of CETA. training slots, which apparently was their
main concern. During the lunch break the leaders discussed -the
afternoon dgenda. They decided to drop a skilling exercise because
it seemed excessive and inappropriate. -Instead, they confronted
‘the CETA slot issue, realizing that unless it was laid to rest,
those concerned would not make an active effort.

In summary, the teacher-classroom nwde] for a JST program has many -
potential disadvantages and traps for the unskilled and uninspired leader.
It can create distance between group and leader and reinforce the
superior/subordinate role. It may‘fecall earlier )ife experiences centering
on a passive student role, Leafning may be impaired by ‘Eiscouraging
pa}tiC1pat1on. The classroom .model may militate against the deveiopment of
group cohesiveness and support. It often ‘discourages assertive behavior
while expounding the virtues of assertiveness jn the job search. If so, it

js not apt to address fears, change behavior, or create the_atmospﬁere for

psychological impact which are the overt goals of -many ‘programs. However,
the teacher-c)assroom mode) does have.the virtue of imparting a great deal of
organized -information to a number of people in a structured fashion. A
leader--or for that matter, a math teacher in high school--who is relaxed,
energetic, and imaginative, can overcome most of the negative factors
inherent in the model. & ~. '

The alternative--the workshop model--with its capacity to respond to the
1ssees as they arise, would appear to represent the idea) amalgam of a
variety of goals. It pr0v1des information that is directly applicable to the
concerns of the group and maintains_f1exibilit} and sponteneity. Only one of
the sites used'the‘workshop mode)l throughout and, in it, most of the prdblems_-
inhekentlin the classroom mode] were overcome. However, it is questionable,
whether such fully flexible, workshop modes could be repiicated in- large

“institutions. To operate such a program successfully requires leaders of
“uncommon skill in group dynamics who exude relaxed self-confidence as well as

a solid foundation of knowledge about occupations, labor markets, and Jjob
=B . ,

A
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search technifjues. Bureaucracies are not plentifully endowed with
individuals as skilled and trained #s were the leaders in that one program. 1
Heither are such skills easily imparted through in-sepv¥ice training. . :

There are also historic experiences with loosé é:;aats which serve as a
warning. During the 60s the employment and training wqr]é witnessed a- rash
of "therapy" programs admipistered by less than qualified individuals, and
the results were hardly impressive. "Rap" sessions weﬁt on endléss]y,
sometimes enjoyably, but often led nowhere. Unlike other types of therapy
and self-help groups, JST is a short, finite program, with limited goals,
1imi ted cgpacity,'and a limited intrinsic contract between-the person and the
ﬁrogram operator. ]

Nevertheless, any leader's performance can be improvéd through training.'

For J3T to become and remain an effective social intervention, reasonable and
possible goals should be set. However lofty the prevailing rhetoric, it is
unreasonable to expect that if -only.the 'right’ leaders and the 'right' -
method were instituted in a large delivery system, JST could be an effective ’
mechanism for changing the basic personality and outlook of its users. Even
with optimum leadership skills and teaching methods, such quick "fixes" are
generally ephemeral and shallop. It is reasonable, however, td set a goal
_ for improving: JST programs afd making them .more effective. At the very
M}gast, leaders should be disaplised of the prevalent notion that their main

job is getting through all off the prescribed material as QUickfy as possible.

A silent group.that doesn't{interrupt should not earn "brownie" points for

the leader. Even less effective leaders could be helped if they were
provided with built-in exercises or techniques for creating a more relaxed

mood and some group _sense. At a minimum, participants should introduce
‘themselves to the group and state the kind of jobs.they are looking for.

This is possible even in the short ES programs. B '

Leaders need better training and supervision than merely being provided

with written materials and seeing someone run one session. They need to
observe effective models in operation, they need a period of internship, of
try—out,_of critiquing, and supervision. And, in the last analysis, some
Teaders simply should be replaced, for their own sake as well as for the
program's. While the goal of having .highly trained "therapists" in a mass
delivery system is unrealistic, it is equally foolhardy to“assume that anyone

[




can run a group, that the jdb is easy.
in a cavalier fashion.

It isn/t and it should not be treated

“~._ The-Participants
—

- In all, ORC staff observed approximately 300 individuals participating
in JST programs.. Three groups had more than 25-participants; whilé three
groups had three or less. More than half of the participants were women, /zé
although only one Pprogram had only women. Racially, about half of the
programs had mixed participants. However, the other half reflected the wide
differences in minority distribution of population at selected Tocations. .

Thus., they were strongly ‘“ghettoized"--almost a1l white, or black, or :
Hispanic. As would be expected, the participants came from all walks of
life, all levels of educational attainment, and a wide range of occupations.
About half were seeking white collar jobs, the other half were in blue

collar, service occupations. 5
ORC observers were especially interested in the relative degrees of - -:

homogeneity and heterogeneity, on any significant dimension. Of the 30
programs, 16 were targeted for  particular groups--youth, PSE employees,
welfare clients, or prqfessionals changing careers. The other fourteen were
available to the full flow of ES job seekers or to any CETA eligibles,
; regardiess of other characteristics. Hence, partihipants with college
degrees sat next to high school dropouts and artists and musicians exchanged
experiences with waitresses. The prehhnderapce of participagts were in their
20s and 30s, but eighteen-year-olds joined in discussion with middie-aged
clients. Most of the heterogeneous programs included SOmE'we]farg clients,
rehabilitation clients, ex-offenders, and other peopie with special problems.

. There were relatively few older workers noted o 5
Of particular 1nterest was the way part1c1bants felt about the Programs.

Many feed-back comments were made to ORC observers during coffee breaks, and
itive, except in a few .§

in the course of discussion. Most were very p
" programs where there was clear. irritation and anger\at being "treated Tike 3
children.” Occasionally, individuais engaged in hostilg and angry'attacks on ‘
the leader. By ;;E_Thrge, however, the participants appeared to enjoy the
experience and to appreciate the obportunity to. attend. . In order to check
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the validity of the observatiéns, an evaluative questionnaire was offered at
the completion of the classroom phase at 11 of the sites, to which 84 .
participants responded. In response to jhe question, "Do you feel that the
program has made you better able to find work?" 59 of the 84 (70 percent)
answered, "Yes, much better." Another 25 {30 percent) said, "Yes, somewhat."
Asked how the program had met their expectations, 35 respondents (42 percent)
indicated that they had gotten more than they had expected, 43 (51 percent)
said that they had received about what they expected, and six {7 percent)
felt that they had gotten less. In addition, follow-up telephone interviews
were conducted with 21 participants from nine of the programs three to six
months after their attendance. Of the 21, 19 (90 percent) thought that the
brogram had been useful. Eleven were working at the time of the contact but
.several more had had short-term jobs in the interim. ' ‘

The participants felt that the two most valuable aspects of the training
were improvements in their 1nterv1ew1ng abilities and the boost given the1r

self-confidence. ~
Commeénts on Relé@!(:\?;sues

_ . . .
1. The CaTgfoﬁnia EOD survey of -participant responses, the survey of
participants at visited sites, and the impressions of ORC observers are .
in agreement, Generally, JSTs are li%ed and appreciated by users who.
appéar to consider them a wuseful and helpful social intervention.
Participants of programs which ORC felt were dull and uninspired still
maintained that they had been helped. Even in very short programs there
is evidence that the public appreciates the effort. .

- A serious trade-off question is involved in determining whether groups
should be homogeneous on any dimension (age, occupation, welfare status,
ddsab111ty, etc.) or heterogeneous. The positive value of homogeneity
is- that it is possible to get/into more depth about the issue that ties
the group, and to tailor the curriculum to suit the problem. . Thus, the
JST program targeted for professional and managerial career changers was
able to devote considerable curriculum time to the subject of
transferring skills. The ORC Youth Demonstration--Job Track--tailored
the curricuium to the specif1c problems faced by 1nexperienced young
workers, and employers' prejudices about hiring youth. ° Ex-offender
groups can-deal more specifically with the problem of confronting the
employer with a conviction record. JST programs for welfare clients
might be more effective if they dealt more openly with the trade-offs
between staying on welfare versus working for low take-home pay while
meeting the cost of working. .

The prevailing feeling in" the field, however, especially among
those who administered heterogeneous programs, was that the mixed
programs - were preferable because they provided an unusually
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enriching experience for the participants with considerable -gain
from the exchange, everi at the cost of depth. ORC observers tended
to ~agree. Youth 1learn from the. adults present, welfare clients
were less stigmatized and - "ghettoized® and more apt to see
themselves as | potential workers: ORC observers 'reported repeated
instances of ¢lient surprise at -the revelation that other people,
previously regarded with awe or contempt, actually had similar
problems. Often that experience was, in itself, as fear destroying
as confronting an employer. Cost savings and better utilization
are also factors to be considered in deciding between the two
alternatives. Not infrequently, program operators chafed at- the. -
homogeneity which was arbitrarily imposed: by fUnding sources and
institutional differences and prerogatives.

The difficylty of personalizing and individualizing a job search plan
from the core of advice offered in a group setting appears to be .an
endemic problem, not subject.to easy solution. Nevertheless, it did
appear to ORC staff that opportunities routinely presented themselves to
- do so without unduly disrupting the proceedings. Often, focusing the

attention of 'the entire group on solving one person's problem is a -

learning experience for everyone, especially if the prob]an is fa1r1y
common to the group.

Selecting Group Leaders

“ORC observers sought to determine who the group leaders were, what
training and background they brought to the task, and what criteria appeared
to infiuence their selection. ’ F

Despite JST's relatively short histony,_fhere seemed to be an extreme
degree of tusnover in JST leadership, which confcunded the research task.

Out of some 60 leaders, either observed or interviewed, only 11 had been with . -

the program since its incéption, which was seldom more .than three years, and
some had begun only weeks before the ORC visit. In one employment service
site, there had been four different leaders in eight months. A variety of
reasons were offered--"burnout," promogion: other jobs, etc. However, those
programs that had maintained the same leadership over time were having fewer
problems of underutilization and were operating. far more smobth]y.

‘ Opinions in the field differ widely as to the importance of the leader
to program 'outcomes. The Azrin model and the WIN material state that
*anyone” can be trained to lead a group. To others, howevér, the qualities

of the leaders are the critical factor, even beyond the content.




Criteria for selecting JST leaders remains an enigma. Charles Hoffman,
the founder of the Self-Directed Placement Corpoﬁﬁ%ion, confessed to ORC
staff members .that the matter of leader selection continued to baffle him,
desp1te his varied exper1ences At that point, he was seriously considering
. the use of actors, or people with any kind of performing backgrOUnd In his
considered Jud%Egnt the background and exper1ences that were least 1ikely “to
produce the kind of effective leadership - requ1red to deliver the high energy .
Self-Directed Placement model were social workers, counselors,-and teachers.

These, howeaer, were precisely the backgrounds of most of the leaders in
the JSTs studied. Most had been involved in human services in some capacity.
Some form of counseling characterized the background of 35 percent of the
leaders, espepié11y with youth, ex-offenders, the handicapped, and menta’
health patients, but few were vocational counselors. Almost a .third were
former teachers. Several had experience in personnel work in private
industry and in private employment agencies, and two had been clergymen.
Within the ES/WIN delivery system, the . leaders were administratTVer
classified as counselors, p]acement interviewers, and Ul claims examiners.
However, though a few had extensive employment service placement expérience
in the line operations, many were temporary-intermittent employees whose
functions within. theé agency had not exposed them to labor market
intermediation dealing directly with employers.

ORC staff had posed for itself the analytical question: To what degree
do the JST modes and processes reflectgiﬁe background and training of the
leaders? Half of .,all of the programs had one’ or more leaders who were
apparently selected because they had  done some form of counseling -with
troubled “special problem“ people. Such a caseload is perceived: to be
suffeking from some disability, ma1adaptation; or social problem. One may
speculate that the tone and quality imparted in a.program where the leader
sees the participants as problem people will ‘differ from-the tone and qﬁa1itx"
in a program where participants are 'seen.as mainly lacking 1nforﬁation and
certaln specwfic skills. The essentially dependent and dnequal fe?ationship
betieen counselor and counse]ee, if carried into a JST program, militates
against an eaSy exchange between equals. The contrasting view is
encapsulated in the opening remarks of one leader to a group: t-'-Tht=.-r't=.';s no
difference between you and me. I have a job and you don't--that's all.
There's nothing wrong with you." _ '
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’One-on -one counse11ng is a very different activity from leadershlp of -
JST not only overtly but also in -the basic assumptions made about what

. people lack or need. The group dynamics of a self-helo group differ markedly
“from the dynamics for “which most counselors are trained. If properly

. adapted, the psycho]og1ca1 1nslghts may be of use in JST, but grafting the
assumptions of counse11ng onto job search tralnlng may be counter-productive
and in conflict with the stated and more limited purpose of moving people
into an effective self-directed search

A teaching background appears “to be another strong selection factor.
This may account for the preponderance of programs that emulate the classroom
model in one or another form, be it 1ecture, curriculum structure, control of
the agenda, homework, or the discussion format, though the quality of
delivery may vary as widely as it does within the educational system.

).Conspicious1y missing from the apparent selection criteria was concern
with whether the_pefson knew anything about the subject--the labor market and
how people might improve their'ability to-get a job.. Only a small number had
been trained in.vocational counseling. There were some whose'experiences in

- the private sector, either as personnel officers in private companies or in -
'pr1vate employment -2yencies, would have exposed them to Job-gett1ng
transactions, but_thot experience rested heavily on professional and upper
white-collar jobs. Even in the ES and in WIN, few of the programs .were
drawing on the reservoir of knowledge represented by the experienced
placement and job development staff. In fact, the involvement of .placement
staff in JST was regarded as an intrusion upon the self-help goa]s of the
program, according to the Texas WIN study.

Though optimum selection standards are still illusive and may, in fact,
never be fully realized, agenC1es need to work towards estab11sh1ng some type
of minimum standard, or a performance test before a group, before asslgnlng

JST leaders. Aithough not a widespread problem, ORC observers d1d7ent nter
some programs which can only be charocterized as bad. To be forced to sit
through such programs was tantamount to'pun%shment, for both observer and
participant.- Not Only was thelleader duLl or offensive, but even worse, the
information given was fréquently fau]ty,\‘misieading, or sparse. If the
responsibie agency can find no alternative other than the use of their least
effective staff, the orogrém should .be abandoned. It is fallacious to

belieye that just anyone can be entrusted with a group and the development of J
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program content. Better alternatives are possible. A well-developed series
of film modules covering various aspects of job search, followed by group
discussion, would be a moreJhelpfu1 device for the job seeker. At least the
1nformat10n would be aCCUrate A basic, bottom-line criteria should always
preva11. Programs may not always be very, helpful but they must never be
hurtful, they must’ never weaken or deprectate fhe1r clients, or misdirect
them.. .. -

I

Influences on JST Leaders and Program Deveiopers

ORC staff examined the literature and Questioned program operators to
_determine . what wellsprings of inspiration and theory most influenced -the
shape and tone of the programs, and what the paths of influencé were. 'A
number of observations and anqutlcal questions generated this ‘probe
Cross-fertilization between> programs and changes in original models was
clearly occurring. In. the initial search for programs, ORC staff had
obtained a number of curriculum and program,packages. For example, One
package sent by a CETA prime had been sold as a JST program, but it was, in
fact, a Management by'bbjectives_training backage. It was as if the vendor
had inadvertently opened the wrong file drawer--Management -instead of
Manpower—-whlch was now being pumped into puzzled job seekers. Another
package arrived which was characterized by a zealous religious orientation.
Thege ‘were programs administered by individuals using the téchniques of the
est movement, others committed to language manipu1at10n, and any number of
other disciplines and gimmicks. The content and siape of- prOgrams had been

deeply affected by the popularity of the commercial "How To" literature.

What was the pfocess,of change? ‘What was the relative influence of
labor market oriented sources, as compared with "outside" disciplines? To
what degree had the field been invaded by’ "faddism,” unknowledgeable
gismicks, and personal proséiytizers?.‘Respondents were asked to recall all
the sources. 6f influénce on their program design'and substance, which were
then aggregated by ORC into four basic categories, by maJor institutions
{Table-1). . = - a0

A number of observations can be made from this table:

‘The influence of the commercial Tliterature very often. affects the

content and orientation of .a program. B8olles' "skilling" methods
(Bolles, 1981), and the "No, no, no, no, no,. no, yes" construct

62

53




taken from Tom Jackson (Jackson, 1978), were ev1dent in a, number of
v1s1ted sites. .

Though ES staff appears to read the commercial 11teratUre, very few have
visited other programs \
Materia]s and handouts prepared " by the Department of.
Employment Service were used only in ES programs (

program). Apparently the materials have not been disseminated
be that institutions make no effort to inform the field
availability, or other programs may rejéct thep.

sUrpr1s1ng in WIN, since it sits within the ES system.

1nst1tut1ons was the St. James handout on stress questions.

_reviewing all program literature, including that which was develope

the educational system, ORC aﬁalysts found that the documents produced
by the Department of Labor or the state employment services for either
public distribution or- for staff training contained some of the mo5t
substantial, sophisticated, and knowledgeable job search informati n
available, even though much of it Yacked imagination in presentat1on.
For; example, the training guide for unemployment insurance interviewers
instructing them on the administration of the Seek Work provisions of
the law in California would provide JST leaders with an excellent basic
approach to. the widely different methods used by Jjob seekers in a
variety .of occupationa] groupings. -

psychologists and others from ou {ide the e$tablished employment and

training institutions dominat e field, which again raises questions
about the relative inertia Af the pub1ic institutions to which this
"~ terrain is mandated. It appears that once a program or document is in
place, no further development efforts occur. WIN program operators,. in
particular, appear disinclined to enrich their perceptions with forays
into the literature or with observations of other programs. Yet, the
very test of reality appears to have altered the original design. Both
ORC field staff and the Texas evaluators found that observed WIN Job
Clubs have departed markedly from'the techniques demanded by the Azrin
model. * For example, ORC staff -saw no evidence of a "buddy system"
operating anywhere, letters to the homes of participants ‘have been
largely dropped, the rules for group leaders in regards to Vecture time
and the rotational method have been bent, and letters to employers are
not assiduously pursued. Each of these techniques is fequired by the
Azrin manual. Inevitably, the process of 1nst1tutiona11z1ng a concept
alters 1t, and the mandated g1ves way to the possible.




TABLE 1. Influences on JST Programs

Pro ram§
WIN/WEL

Institutional Influences

EDD training-Toni St. James Demonstration*
DOL or State ES written mater1als
Visit to EDD programs
Job Factory
Received training
Visited site “

Psychological Influences

Sales psychology--SeIf ~Directed Placement '
and others .
Received training
Visited site
Articles, Moyers tape
Behavioral psychology (Azrin)
Rational Behavior Tyerapy (E1]1s/61aser)

" Humanistic Psychology (Rogers/Masiow)

Educational Influences

Career education literature
Dv. Robert Wegmann, training and writings

Conmicrcia? Literature

Bol1es/Crysta1, "What Color is Your Parachute"

and others
Attended training seminar by Bolles
Jackson, "Guerr111a Tactics in the Job
Market"
Other books

3
2

‘providing inspirational demonftrations, which were extended into other

*Toni St. James was employed hguzgz and strongly infiuenced programs by

states. Her "Sixteen Stress
programs across the country.

stions and Suggested Answers" appear in




widely--tao widely. While JST has every appearance of be1ng a pnwerful too}l .

Coﬁclusions ‘
s

. "
The environment within which JST occurs and the methods used vary_

- for labor market intervention, it needs diregtion, staff tra1n1ng, standards,
supervision, and experimentation . to fulfill its full potent1a1 In
particular, confusion re1gns and needs to be reso]ved arohhd at least three
issues. . : - ©- ¢ . -/

Uses of the Group . \\ah“ ] :

# important values to grouping pedple fo

Besides . the cost advantages. to Aré realized, there are potent1a1 .
Job-search trainjng. It might be ~

well to review br1ef1y the possible uses that can be made of the group
format:

1.

Groups as a source of social squort Initially, it is hélpful to job
seekers to see that others are "in the same boat." Then, exchange of
experiences, discussion of .the ¥inds of Jjobs sought, sharing the
frustrations of - rejection, venting feelings, drinking coffee .

_together--all reduce anxiety and unemployment "blues," enhance the sense

of commonality and social support, and act against discouragement. Too
many of the observed programs, particularly in ES, did not allow or

.encourage any sense of social support.

L

l . . . r
Groups as a spur of leads--networks. People gain a sense of

importance, pofency. and usefulness vital to an unemployed individual
when they.can be of real help to someone else.  Even in the two-day ORC

~youth deg;nstration project,. the young participantsﬁpoéte% leads on the

board and.actually got jobs for others. Unless the pardicipants hear
and are erfjcouraged to remember what .the other groqb members are looking
for, this/daes not take place. Sharing. leads, ideas, jnames, etc seells
to have been 1gnored‘0r abandoned by many programs.

Grogps as an a1d in runn?ng the ‘program. Members of the group can be
useful and helpful to the -ieader in a wvariety of ways. They can share.
in the practice and rehearsal of interviewing. Theysoan run the yvideo
machine, assist in Preparing the handout foners, assist in the coffee
process, in setting up tables, in clean1ng up, in runn1ng errands, thus
reducing the need for“additional staff. To the degree that they are
asked to participate in\the process, they become part of it and the
distance between leader and group is reduced. .

Groups as a motivational too]. If a group sense is fostered, it often
generates motivation to actively search for work. A competitive sense
sometimes develops about who will get a job first, especially when the
leader creates a method for honoring the accomplishment. Feedback,
bolstering, seeing improvement in others--all operate to catapult the
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“Yndividual out of inertia and fear, towg;a action. ‘

Those programs that choosgeto ‘place all power in the leader, that
create great distance between Peader and group, and that rigidly.adhere
to curriculum at the cost of making full use of the group have made a
costly trade-Off

M1xed Messages - E -
The 1nc0n51stency between the verbally expressed 1nJunct1ons, teach1ng,
~ and training goals and the hidden messages imparted by the methods used was
often start11ng . . R - P

" WHAT IS SAID

Be assertive
Help yourself

: Emphdsize the positive when
talking to an empl?yer

Gain control of the interview
We want to help in every way

Have self c0nfiﬁence
) '} “\
Be independent

~e

Help each other

Feel good about yourself and
your potential

1y

HIDDEN MESSAGE OF APPROACH

Don't talk, be passive, listen

and do what we say, be
subordinate.

No structure for positive feed-
back. '

Rehearse scripts or packages

_?pt1rely prepared by pro--
essional staff.

‘We'll tel}'you what to:do, 5ut

we won't allow any placement
help for you.

Be obedient, passive, subor-

"dinate. Invite negative
criticism.

"Boss/employee" refationship
with rules and threats.

Look only to siaff‘professionals'
No structure provided for
mutual help. ‘

Distance between leader and
group. Group treated like
children in classroom.

Certainjy, participation in a structured group requires that, to a degree,
individuals subordinate “their personal concerns to those of the group..
Inev1tab1y, time l1m1ts require‘that the leader keep a measure of control.
Without guestion, when people are being pa1d from public moneys, some kind .of
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supervision and time accou;tability are appropriate, and expectations need to.
be explicit; However, the mixed messages noted above spring from extreme
examples of conflict and inconsistenty. JST leaders and their clients would
all bepefit from becoming aware of the problem and striving for more
consistency between what . is said, what is taught, and what.is actually done.

Goal Confusion--ﬂhatﬁls Meant by Self-Help?
The basic purpose of JST is to train pecple to act as their own brokers
1h the labor market Certain objective realities prompt this development:

1. Joblessness is costly to the individual and to society.

2. Large numbers of individuals are ineffective‘as job. seekers This is
partfcularly true of poor people. .

Poor people can't afford to buy job-getting services. Professionals,
executives, even employers, often do choose to. buy a broker service.
They pay sizable fees to executive search firms, private employment
agencies, and other private sector institutions to perform the brokering
function for them. They do so because they don't know the field, can't
do ‘it well, or don't chobse to spend their time and efforts in that
activity. That option isn't available to poor people, as a rule, not
only because of the costs, but because less.skilled individuals are not
des1rab1e cllents _

Pub11e 1nst1tut10ns that offer the service. free of charge have
increasingly fewer resources avajlable to provide most job seekers with
professional brokering or advocacy assistance.

In the light of those realities, when a public institutiuon says "Help
yourself," it is essentially saying, "We itan't do it for you." A welfare
mother with small children who-a]ready copes with ipnumerable problems does
not gain in virtue if she finds her own job. Neither does an engineer lose
virtue if he pays someore to do it for him. - The difference betweéen them ig."
‘that she doesn't have hig option, and therefore, she must help herself by
finding her own job. There is no one else to-go it for her.

What, then, should an agency contribute to the JST process? What are
the obligations of the service prov1ders? A range of EOncepts surrouhd the
self-help rubric. A JST program in an employment service office, for
instance, says it is providing "self-help" and yet retains the entire broker
role, withholding information about any job-getting methods other than. ES,
even though the agency in that community captures only 5 to. 6 percent of the
job. transactions. "Self- help" in that program really means, "Do it well




when we. send you out on an fnterview.” What are the ethics of such a stance?
Hasn't the agency an obligation to inform the participants _of the 11m1tat1ons
of its own capac1ty and to teacWother ways to get jobs? .

The other end of the self-help“.mythology spectrum appears in the Azrin
rmodel of the WIN Job Clubs where the self-help rhetoric is so operative that
any help offered by .the placement staff of even the act of allowing clients
to -examine the Job Bank is frowned ubon‘ as a. violation . of the basic
"self-help" tenet under which they operate.-tEvery other job seeker may look
to the Job Bank for help, including the teenager. Yet practical help for the
welfare mother with many more strikes against her 1% frowned upon. I$ that
welfare'mother really better off becayse she has to work harder to get a job?
Is working harder to get a Jjob- intrinsically "good" for her, or is fit
actually punitive? T -

What is the goal? Is it to proviae "therapy," q; is it to help people .
get jobs? Is it to effect major changes in fhe values and personalities of
‘users, or is it to 1ncrease their effectiveness as job seekers? g

In ORC's’ view, self heip shouldn't be used as an 1nsq1tutional

- "cop-out. * It doesn't absolve the agency from offering whatever it has to
offer. "Self-help" 1is an inst1tut1ona1 plea, an admission: "We can't do it
~all. We don't command an adequate reservoir of human resources. You must -
contriﬁute to that reservoir by doing some of the work yeurself.“ The
contract between the institution and the individual should be a partnership,
a promise that each will do everything feasible to get the task accomplished.
For the job seeker, the stakes are far too h:gh Mahipu]ative withhq]ding
games, in the name of "self- he1p," are 1nappropr1ate and arrogant ~ However

,3_11m1ted its resources, the agency. is obligated to make them available to the

uJDb seeking public, even those who participate in JST programs.
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Chapter. IV
“PREPARATION FOR THE SEARCH

Common to all JST programs is a curriculum, a body of .subslantiﬁe v
information and advice which presumes to inform and prepare participants to
pursue the most effective way to bec0mgm;emp]pyeﬁ,,m“Host;;reports__andﬂmﬂwﬁ__
evaluations of "JSTs' focus on the motivational, operational, and outcome
aépeﬁts, but Tittle evaluative information or critical dialogue has emerged .
about the substance--what, precisely, are people being taught about getting a,
job for themselves? What is the source of that know]edge?‘_Do people come
away with a realistic "game plan?" Do and can they confront the labor market
more effectiveTy~a§ a result of their participation?  Is there concensus in
the core of advice offered? The following observations from initial site
visits 111ustrate the question:

1. There is wldespread 51m11ar1ty of subject matter. For instance, almost
every Pprogram has -something to say about the interview and the

application. Yet wide differences were noted in what precisely was sald
about these subjects. A few examples will suffice:

Program A teaches that the important thlng to do -in lnterviewlng
for a JO% s to “gain control of the interview.” Program B, with equal
vehemence, .addressing essentially the same kind of individuals, teaches
that the most negative impression a job seeker can make is to "take over
an interview" and waste the interviewer's time.

Youth Program A spends most of its classroom time teaching its
clients ail of the intricacies of writing different types of resumes
because it considers the resume the single most important job getting ..
tool for a youth. Youth Program B regards the resume as a waste of time
for inexperienced workers and does not lncorporate it in the curriculum.

Program A tells its CETA e1191b1e clients in a nndlum sized city
that going directly to the emplcyer's establishment is the "worst way to
look for a job," while Program B, with the same type-of clientele in a
similar labor market, declares that the single best way to get a job is
to "hit the bricks,” to go directly to the employer's place of business.

Although these injunctions are diametrically opposite, no external
_ or-objective reasons for the differences were apparent. _ |

Generally, the advice. is offered with great authority and certainty..
Programs committed to a single "best" method, such as the sSupervised
telephoning technique, or rooted in a particular psychological school,
serve their own purposes by generally .disparaging all methods save their
own. A good deal of the information and advice offered was permeated
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with the particular personal views, 1imdges, class orientations,
backgrounds, and biases of program designers and operators. Few of
- these " injunctions appearad to be either grounded in labor market
research findings or their .own wide personal experience with the labor
exchange function.

Despite the dissimilarity of advice, the same materials and exercises

~ appeared in many JST. programs across the country and across
institutional lines, passing from program to program, often without
identification of authorship or source. The material was used because
it often was the only material available. Its relevance to a particular-
target group or a particular labor market was generally not a
consideration. - i ﬁ

ORC observers often noted @ marked discrepancy betd%en the advice
offered and the job barriers and personal problems endinciated by the

: participants present. Rigid ‘adherence to program curriculum too often
missed the mark entirely, and appeared irrelevant to the|concerns of the
group. Welfare mothers with 1limited skills and work experience
expressed cancern that the low wages they could command in the labor
market, coupled with the  loss of all welfare benefits{ would actually
leave them- in reduced circumstances. Yet, in some prpgrams they were
exhorted ‘to engage in "I am proud. . ." exercises, oy were taught the
difference between a functional or chronological resume, while the real
barrier, the actual cause of their apparent lack pf enthusiasm and
motivation remained unaddressed. :

These .initial observations "convinced ORC staff at, no matter how
difficult and elusive the task, the most useful contribution it could make to
the state of the art would be to analyze the content, the substantive advice
and .information offered in JST. However vqried;th qué]s; the analysis
would focus on the one common denominator: all JST programs teach a body of
information about how to look ' for wdrk.' The analytic questions include:

From program to program, how similar or different are the teachings? Is
there room for improvement? To wWhat degree does that which is taﬁght
represent the most authoritative body of knowledge available about the labor

market? .
ORC observers approached the task with the following viewpoints:

Penpie in different occupations and different 1abor markets findvjobs in

a variety of ways. No single technique is foolproof or offers a °-

guarantee. The opening and filling of & job is a chaotic, volatile
process.. Effective search ‘is- enhanced by familiarity and ease with
multiple methods and a wide knowledge base.

Because -of time conétraints, all JST programs would not be abie to°
incorporate all possible aspects of Jjob search in their curriculums.
However; a Tleader who possesses  a body of knowledge beyond the
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curriculum 1imits is far better equipped to serve a disparate (and often
desperate) group of individuals who often ask questions and raise issues
that go beyond the limjtations of selected curriculum subjects.

Placement success does not, by itself, prove the va]idaty of the
information and advice given and the truasm, “You can't argue with
success,” begs the validity question. The success statistics
attributed to JST programs do not speak to the cause/effect
relationship between the substance taught and the final outcomes.
Also, success. is not uniformly high in all programs, and concern
should extend to those who do- not succeed through JST intervention.
Little is known. about which elements in a program are more or less
responsible for -relative success, and it may never be possible to
isolate and test ' the sSubtler variables of" such a complex
_ intervention. A program could be teaching nonsense, but the mere
©act - of groupang people with similar problems and paying them to
persist in-an activity could produce. respectable outcome statistics.
For example, the astonishing success rate of one of the youth programs
" visited might be attributable to a great number of very exciting and
unique features ‘that surround and underpin .it, but it would be foolhardy
in the extreme to use the success rate as a validation of the mediocre
content and uninspired delivery of the classroom activity.

Despite the caution-of the observers in attempting tg capture all
significant content items, it is possible that -some of  the teaching
elements escaped attention. In such a vast array of /material, Some
slippage is inevitable. However, it is the corisidered. view of the -
observers that the core of advice in all of theTLng ams studied 15
essentaa]Iy captured and synthesazed 1n the ensu1ng analysis. -

Criteria for Evaluation

ORC observers adopted a more evaluative stance towards the content
analysis than they did toward other dimensions of JST. In orderuto do that,
they sought to identify criteria which were .acknowledged as expert and
objective, against which the JST teach1ng could be compared. The criteria
used in this analysis reqU1res a brief rationale:

It can be said that all JST programs are an attempt to “professionalize"
the population, to convey at least some  of the knowledge and skills that the’
pkofessional Tabor market broker acquires and uses daily in acting both as

the. employer's agent when appraising the applicant, and as a job seeker's
advocate when se11ihg the applicant to the employer. When JST programs teach
participants how to talk on the telephone, how 'to uncover unlisted Job
openings, how to “package" themselves, how to bring out their best points,
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they are, in essence, teaching participahts to substitute their own efforts
for the professional advocacy role. When JST programs teach people what may
be offensive or positive on an application or in an interview, they are
essentially imparting the knowledge used by the professional ‘labor market
broker in the role of empjoyer s agent. The behavior of the job applicant
that would most deter the broker from making the referral is, in most cases,
precisely the same behavior that would cause the\%mployer to reject the
applicant.

Hence, the expertise of the professional interviewdt or counselor acting
in th\ broker role is one relevant measure which can be applied in evaluating
the validity of JsT teach1ngs about particular aspects of the job search
process. . .

Two mechanisms--the public employment service and the private employment
agency industry--embody a large pool of this expert;;Ex‘in~—+abethnggket
intermediation and their materials were used as comparative measures. ’The
public employment service has, for over 50 'years, developed and used a core
of techniques involved in labor market brokering across the full occupational
spectrum. It has assembled a broad base of knowledge and objective standards
for the purpose of administering the work test for unemployment insurance
claimants which determines the adequacy of their search for work. That
knowledge and expert1se is contained in the various tra1n1ng documents used
to develop qhd retain a high standard of profess1oQFl1sm in the tasks used by
its staff ih. matching the worker to the job. Evaluation criteria’were drawn
from the following ES documents: Instructor's guides and reading units
addressed to the assessment and compietion interviewers, the placement
interviewer, and the employment counselor; the training guide for use of the
Directory of Occupational Titles; the reading unit used to train interviewers
to review the éQequacy of seek-work efforts of unemployment insurance
claimants, and training material for taking job orders. These documents
represent a broad array of technical knowledge and skills required of a labor
market broker or intermediary within the ES.

Although the visions and ad%jvitjes of mosf*brivafe employment agencies
are limited to serving white-collar occupations, ORC staff analyzed various
documents used by the private employment agency industry to- train its
professional staff.* It was a surprising revelation that a considerable

*Proprietory interests prohibit references to tities and companies.
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portion of -the training was almost! identical to that offered in ES. While it
is true that the roles and goals of. the interviewer in the public eriployment
“agervice, the “counselor” in the private employment agency, and the individual
‘job seeker are very different in many respects, there 1is one area of
congruence: the job performed daily by the labor market brokers in both the
employment service and the private employment agency induStry includes'ﬁany
of the same tasks that job seekers must learn to perform” if they are to-
_funcx1on on their own behalf. —_
The theoretical, emp1r1ca1, and commerc1a1 literature, which is reviewed
in a separate volume of this study.(Mangum, 1981), also formed a basis for
comparisonlwith the contents of JST:programs; Research findings about labor
market behavior were explored. to determine whether QST teaching contradicted
or ignored important 1ns1ghts wh1ch would be valuable to.job Seekers.
Finally, the prOJect director drew on her 17 years dealing directly w1th
job seekers and employers of. all occupations, 11 years in labor market .
research, which included national ‘studies of help wanted ads -and of the
employment service, and three years as a public member of the Advisory Board
to the Bureau of Employment Agencies in California, the regulatory body For
the private emp]oyment agency industry. Thie represents “considerable
exposure to labor market transactions and 1ntermed1ary roles, validating the
role of “expert."

_'Data Base

em——

Matrices were developed represemiding critical dimensions of the 3jqb
search process.. The following docubfnts were analyzed into matrix format:
ORC case study reports of visited sites; printed curriculum and handouts frqm
visited sites; curriculum and han'dout material from non-visited programs; WIN
Curr1CuIUm in the proposed Technical Assistance Guide; the Workshop Leaders'
handbook 1ssued by the California EDD; the Azrin Manual; and other seminal
works . 1ﬂC1Ud1ﬂ9 Department of Labor printed pamphlets, state ES documents,
and commercial packages used in _non-visited sites.

The structure of JSV progr\hs and the logic in which the material was
inbedded varied so w]dely, it became necessary for ORC to ?ev1se its -own
categor1es and super1mpose them on the matarial. Hence, similar types of
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information were taken out of the format used, synthesi%ed and categorized
under the ORC structure. Particular attention was paid to the fact that
though many programs included a common item, the amount of time and emphasis
devoted to it varied widely among programs. Where possible., the percent of
classroom time devoted to a category is used as an indicator of the relative
{mportance attached to it. Th1s excludes supervised search time, and is
iimited to the classroom sett1ng Unless otherw1se noted, the examples given
refer only to the visited sites. :

Conceptually, the substantive categories for the ana]ysi§ were grouped
in a sequence that might'bé logically pursued by the'job seeker, beginning
with decisions to be made before the search begins and extendiné to
post-interview behavior. Again, this order is imposed on the material, since
each program applies its own logical Sequence. _

The presentation of what is taught and done in JST programs is d1v1ded
into two principal parts. The first, constituting the remainder of this
chapter s preparation and orientation for the Jjob search. I; contains
two subdiv.sions: (1) Pre-search ‘knowledge and .decisions.. This includes

concepts about the labor market and -its operations, and it deals with
- decisions about what kind of work to pursue, and (2) Approaching the search,
which is concerned with pianning and preparing for the ,search. The second
part, consisting of the job search proper, is the éqbstance of the next

chapter[

Pre-Search Knowledge and Decisions

The dimensions that are most commonly dea]t‘with under this category can
be framed as two simple questions: What is the nature of the playing
field--the labor market? What kind of work should you look for?

i

Labor Market Concepts and Information _

AT JST - programs. are jnherently' imparting some vision of the 1labor
markét, whether they do so as a curriculum item, or whether it emerges in the
course of ‘ Justifying recommended, participant = behavior. - In fact,

approximately 60 percent of the JST programs visited used about 10 percent of °

It
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their classroom time to provide formallzed labor market orientation or
information. "

It is unfortunate that the term "labor market information" evokes an
-1mage, especially with government agency staff, of that type of aggregafe
data that are regularly collected and produced by labor market analysts,
either for a particular SMSA or nationally. Generally, the data provide
quantitative information about employment and unemployment and industrial and
occupational trends. Reports flow regularly to tS 1local offices,_ on to
interviewers' desks, and int0o waste paper baskets. They are of notoriously
little value to interviewers who act on behalf of job seekers As a result,
ORC analysts encountered con51derab1e aversion when Pprogram leaders and
operators were questioned about the use of "labor market 1nformation

Nevertheless, JSTs operate in the context of labor nnrkets and their
institutuions. Labor market information, in.fact,‘incorporateg/a much wider
range of dimensions which are potentially useful to job seekers than the term
has -come to imply. - Labor economists generally teach that accurate
inforpation is a valuable coftmodity and that job search gdcceSS'is positively
correlated with knowledge of the labor market. If that is so, then a JsT
program that provides little information or {worse) inaccurate perspectives
about the labor market cannot be regarded as an exehp]ary model, even thohgh
" its efforts are directed to improving morale, self-image, or techniques.

ORC analysts searched. the content of the JST programs and program
materials for three types of labor market focus:

‘1. A broad vision or concept about the job market and how it operates.

2. Information about the structure and behavior of labor markets and labor
. market institutions.: This information maps the terrain for Jjob seekers
and serves to inform their decisions about what kind of institutions are’
apprapriate to use, and what to ant1c1pate in the hiring and upgrading
processes. , : -

-

Intensive information about the local market, its institutions and
employers. and their 1dlosyncra51es, conditions, and practices.

Broad_Labor Market Concepts. The theoretical concept most often referred to
in JST programs is the’"hidden market." Basically, the hidden market, as
used, defines job openings that are uncovered through one' s own efforts, as

distinct from Job openings formally listed with labor market 1ntermediar1es
- -
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This concept is probably derived from the numerous research studies about how
people get work, which inevitably find that the majority &b so through the
use of informal mechanisms such as networks. of friends. and relatives and by -
contacting -employers directly without referral from any source {Mangum,
1981). Most studies find that this varies significantly by occupation and
industry, by age, race, and even location. As can be anticipated, the
percentage of individuals who get work through informal networks is
significantly lower in poverty popufations, since their networks are less apt
to produce access to jobs.

The "hidden market" sobriquet was applied by a well-known commercial,
wr1teJ in the field and is now w1de1y used (Jackson & Mayleas, 1976).
Haldane Associates, the world's largest career madhgement service, uses
“hidden market” in its advertising, assefting that 75 percent of the
highest-paid administrative, professional, and executive. positions are not
advertised or listed. However, as with the term "secondary market," its
-meening is diffuse and imprecise. JST operators offer a bewildering hange of
percentages--75 to 95--which are supposed to describe (1) the portion of job
f1nders who cbtained jobs which had never been ‘advertised, or (2) the size of
the “h1dden market“ on.any given day. "Hidden harket® . is also used to
describe the procéss of “creat1ng your own job." In actual fact, a synthesis
of eight studies conducted since 1968 about how people found work indicates
that approximately 58 percent did so through friends and relatives,_direct
contact with employers and other informal means (Mangum,'lgai,'pp. 21-35).
ORC ‘staff were unable to identify any informatibd source which defines the
size of the "h1dden market" or even the s1ze of the open market at any given
moment. Neverthe]ess the term appears to have strong operational value and
conceptual impact. ’ ' ' A

The "hidden market" construct offers a rationale for the "boiler room"
teTephoning strategy aHopted by many JST programs, using mainly the yellow
pages of the phone book. Small and large employers are contacted who might
have an opening or might be considering a new hire, in order to capture the
job presumably ‘beforc it has an opportunity to.filter into the pub11c arena.
In a peculiar twist of logic that speaks ‘to the m151nformat10n somet1mes
found in the field, oge program offered by a pr1vate contractor discusses the
| "hidden market" as a concept,-and then proceeds to offer the help wanted
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ads--the least hidden of markets--as the main telephone targets in superV1sed
search.

The-high rate of turnover is another broad vision of labor market

behavior which . is often imparted in JS¥ programs. \\The purpose for
introducing the turnover construct is to reassure participants that "there
are always jobs out there, even in 2 recession." However, the turnover

fnformation is poorly understood and often misused. There is no discussion
about” high-turnover industries or occupations as an indicator of job quality,
working cqnd1t1ons, or job accessibility.  An example of confusion about
turnover was evident in one particular site where the leader - stated
reassuringly, "Our goal here is that you get a good stable job, not just any
job." However, when prepar1ng t@? group for the telephoning process, the*

same leader stated, "Our methods here are designed to give you access to.
those high- turnover JObS we discussed." The leader appeared oblivious to the
discrepancy between the two statements. : !

In fact, tho:gh hiqh-turﬁover'occupations are, not necessarily "poor"
jobs (longshoremen, construction ‘workers, etc.), high turnover is one
“important dimension of the secondary labor market because it is often caused
.by low status and low wages. Such jobs are m0re easily obtained and as
quic£1y abandoned. "Good" jobs generally take longer to get because they are
either in protected markets or become available at the pbrti of entry into
internal markets. Characteristica]]y; obfaining such jobs requires a
deliberate cﬁoice, and ' above all, persistence of effort. | Again, the issue
~relates to the apparent conf11ct between program goals and the strateg1es
being taught. ORC observers were unable to find any program that recognized
tﬁe fact”that Jogzﬁéafﬁﬁfstrateg1es would be quite different, depending on
the stability and desirability of the work being pursued. "Good" jobs were

distinguished from “bad" jobs in terms of personal values and tradeoffs, but’

not in, relation to the re]at1ve comp1ex1t1es of finding them and the
different strateg1es requ1red

A comEet1t1ve view of the market 1is sometimes - put forth as a_

- metivational impetus for intensify of search. It is argued that there are
"moré pecple than jobs in most occupations. The competition becomes more
intense and selection factors become more rigid-and demanding when the job is
more wideT} publicized, Hence, the competition can best be "beat out" if the

¢ / ;
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opening is‘Unearthed prior to its public announcement. Employers tend to
. raise their specifications as they cope with large numbers of job applicants.
The widest.oivergence of views was found in thé “varying perceptions
about’ what happens at the hiring point and how employers behave. One vieﬁ,
frequent1§ found jn the field, regards the emp}oyer's decision to hire as
intrinsically rational, based on the desire to make profits, to keep down the
.costs of hiring and training, to reduce risk factors, to reduce turnover.
However, a tneoretical principle put forth by wmost influentia1 programs ..
tea.ches that the employer's decision to hire is primarily non- r'at'ional
dependent almost so1ely on the subtle personal ‘interaction between the hiring
agent and the job app11cant, and therefore, infinitely malleable,. given the
right "satles” gE)pr'oach. The secret of success is "make them like you." AIl .
- manner of statistics are cited* to substantiate the contention that by far
the most powerful elements in the hiriﬁgudecision are the persona1ity'and

- communication skilis of the job apb1icant,‘ho matter what the oCcupation.

Both "rat{onalists” and “non-rationalists" offer the same basic core of
advice--present yourself well to the employer. However, there are important
differences in what Drecise1j is meant by *well," and what specific elements
about a person would serve most to impress or. discourage an employer. The
rationalists are much mo SI concernéd, for example, with eliciting
work related sk111s, with overcoming problems associated with work’ h1story

-such as job hopping, gaps in chronology, recent extended -and unexp1a1ned
unemployment bad references, firings.. To the rationalists with a strong
labor market ‘orientation, these are the indicators to the employer of high
risk. They may suggest 1nab111ty to do the work', inability to get along, with
others, absentee1sm, -obscured problems such as:having been in jail or a
mental hospital, or lack of serious attachment to work. On the one hard, the
non-rationalists are much more dinclined to focus on the "sales"
issues--"reading the office” to find the basis for small talk. during the
interview; "packaging” yourself as.with an attractive resume, and fofioﬁ-up
thank-4%u letters on colored stat1onery of course, two " viewpoints ha#e
areas in common Both would be cbncerned with a neat and comp]ete ‘

P b

*The proposea'NIN technical assistance guide refers to a survey oT*ZOO
‘employers who maintain that only 10 percent of their decision is based on
experience or job skills. 1t would be interesting to know the occupational
“spectrum included 1n the survey

78




application, od appearance, not speeking "ill of former employers,
displaying good {manners, and bther'common-sense advice. But the difference
in emphasis meke'for very different messeges.

There are subtier content . implications that stem from how program -
"developers and leaders view the labor market and how they see their clients
in relation to it.. An underlying philosophy that basigally sees the client's
problems as a consequence of social and systemic " thologies" 'is apt to
express a stance along the following lines: "Mbbi??ée-your own- resources and
pit them against victimization. . Learn the game as it is actually played out
there. Our collective task in this program is to remove the extra barciers
" that are created because you—nﬁyllack the knowledge and skills needed_to
: ﬁanipu*ate “an  essentially cold, -indiffereni} and often  unjust, .amoral
structure. " its punishment and reward systems are jmpersonal, systehic,-and
do not, define your personel worth." With sych an approach there would be a
concerted effort to explain ﬁout there" as much as possible. \

At the other extreme is a frequently. encountered view-whﬁth.perceiées
the ‘pathology' as a personal one--that the client is culpable, the primary
generating source of the employment problem.f The imp]ications are that the
social and economic institutions are essentially jvst and rational, meting
out rewards for boldness and aggressiveness, aﬁd punishment for reticence and
timidity' Helping means chang1ng 1nd1v1duals to fit the reward standards.
The approach that .emerges from such a staqpe is, basically evangelical,
uplifting, and directed at the who]e person:‘ "You can be and do anything you
- want, you can .control your own life (or the interview), you are empowered
you-and you alone are responsible for everything ‘that happens to you. I-leI
believe in yoe and will help"y0ufattain your highest goals}“-xThis view would
tend to concentrate its efforts on the individual, changing ®the’ person's
self—imaﬁe "and behavior with far less- focus on’ providing. practical
information about the labor ‘market. Though essent1a11y positive and
humanistic, the difficulty with this message is ‘the second- edge of the sword

Success proves worth1ness, but failure can only be eguated,w1th_personal '
o .

*Susan Sontag_ﬁas discussed- analogous conJectures prevalent in the country
that cancer was essentially self-willed and sélf-generating. She compared -
it to the history of tuberculosis. When the cause of the disease was’
identified, and the appropriate curing agent was found, such conjectures
became irreievant. Sontag, Susan. Iliness As A Metaphor.. New York: -

- Farrar, Straus and Giroux, 1978. . _ . o S
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worthlessness, a self-assessment that is already in oversupply among JST
participants. ' ' : '
An example of this type of message can be seen in one youth program that

put forth such underlying disdain for "lousy" youth market work that one

could only wonder at the middle~class tunnel vision that pervaded fhg
otherwise commendabie attempt -to motivate “the young people. Some
participants had yet to work for anyone, and a.job'obtained and retained for
three months at McDonalds might represent-a major accomplishment. Yet such
.experiences were being ‘methodically downgraded. Generally, people start
their work life in the poor youth market Jobs, from which most . 1nd1v1duals
learn something about working and subsequently leave. Too often, in the

effort to raise the goals of the participants, leaders who are generally of
the professional class themselves tend to impose thei#hown values, and the
result is the exact reverse of the intent--the self-image is lowered, not
raised--because the work the participant has done or is apt to do is
downgraded and demeaned. . _ ' ' _

" A personal experience will clarify the point. In a JST workshop

conducted by this writer with a group of severely disadvantaged black men in
1965, one of the men stated that he was looking for a janitorial job, for
which he had ;ompletgd a six-week MDTA training course. In the course of the
evening, in a burst of motivational "hype," I reproved the group for setting .
such consistently low goals. The youné man, awkwardly and with more kindness‘
than 1 deserved, defended the océhpatjon, declaring that there was a lot more'

" - to being a good janitor than | might be aware of, that he had learned how to

strip a floor, how to operat d1ffer9nt kinds of equipment, and did T know
that a person could permanen
of material to use?

The question of whichfapproach is more effective is rea
The issue fomes to this: Is the immediate 1ift, the "hype,' enou
1nd1V1dua15 into actions which result in some measure of immediate /suc
which then creates its own dynamics of behavioral change? Or is it
that a -Qreater understanding of that outside sysgem, its Stfucture,v
insfjtutions.\how and why it operates, how it is{ﬁ$ﬁpnizéd, and where

back doors are apt:- to be, actually serves to relieve the onus qf personal
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worthlessness, and to enable the individual to take realistic steps toward
getting “a piece of the action?" The jssue i5 posed in dichotomousfterms for-
the sake of c1arity."There is no inherent reason why the two appfoaches are
irreconcilable. People do need to be moved, they do need to tap in on their
own resources. ‘They also need to understand the real world if thex are to
funct10n well in it. Nonetheless, the two directions emerge as dichotomous
in the analysis of the programs and the program materials.

In sum, ORC observers found that broad visions of the labor market in
JST programs were Yimi ted to the "hidden markef" construct, poorly understood
and inaccurate information. about h1gh turnover as a market phenomena,
disputed and questionable- perceptiens about employ'r behavior, and. a
compet1t1ve view of the laber market. Also d1fferen perceptions about the
degree to which the individual or the market p]ace is/to be held culpable for
Unemp1oyment significantly affects the content emphasis in JST'programs;

Labor Market Mepping. Labor market perticipanus face a complex range of
choices involving the relative valug of jobs and ways of obtaining them.
Rational choice requires institutional and structural information to korewhrn
or“instruct the job seeker about employment practices of‘dif%erent kinds of
institutions and variations in recruitment and hiring environments. Examples

‘are the re’ative advantage of working for small, medium, and large employers;
‘the paths that lead out of the secondary market entrapmeat in various fields;
'prevai1ing practices in hiring and upgrading in different occupations and
industries; the trade-offs between starting wage, fringe benefits, ‘and -
chances for upgrading; back doors into job preserves (e.g., “helpers” jobs
into apprenticeships, clerical inta professional, temporary or part- ~time into .
permanent), long- -range civil service strategies; and other types of such
mapping information which m1nht facilitate and.inform the dec1s1ons and -the
behavior of the participants. Only in JST programs conducted by employment -
service staff was any such information for*hcoming. Most other JST programs
were devoid of such focus.‘i . . i} -

Intensive Local Job Information. Only one program had a curricuium item on
this subject. However, such knowledge is often'effective1y provided in other
formats: {1)" By the leader and thes group in- their collective efforts to
assist each other with job leads or Lith general information about the local
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market ih'particular occupations. A number of programs maintain a job board .
on which 1eads are’ posted and shared. , {2) By the use of materials, tools,
printouts, emp]oyer di;ﬁgiﬁzigs;_ﬂemand lists, access to job-bank “openings,
faccess,tq in&ﬁtive‘job ordérs, and ophér types of paraphernalia, designed. to

provide participants with information about the local market, ranging from
ﬁ%anspbrtation maps to actual openings.: {3) By local employers addressiﬁg '
the group or part1c1pat1ng in role p]aylng as was done in six programs.'a11
run by ES staff. ‘ !

In this arena, no other program eveQ«touches some ES programs in either
volume or approprfaténess of the material. This is understandabie since ES

5'staff or form?r staff are more 11kely to be aware of the sources and

constructs of /this ‘type of 1nformat10n For example, in two ES programs,
participants had access to ifactive Jjob Ordgrs:b A job érder contaj the -
most usefui, the most intensive type of written information ava+ able about
Jobs and//employers " It describes the type of people~ hey hlre both
occupationally and preferent1a11y. the person- to a or, the Jocation, and
transportation, working cond1t1ons, level of s and type of - £irm. Thoﬂgh
participants are warned that the order/does not indicate a current ope 1ng,
the job orders prove most helpfu]/tb people in targeting their search.

One ES youth program in “a community where pub]tc transpOrtatlon is a
severe probiem utilized the special resources of the agency in an innovative
way.  Participants were gprovided with computer printouts 1listing) all
employers in the SMSA, .either by zip code, by size of firm, and/or-Sta Qard
Industrial Classification {SIC) code.  Armed with . industry/occupational
matrixes, the DOT, -the SIC book, inactive orders, want ads, and ye]]ow pages,
18-year-01ds “researched“ the mater1al and made.decisions about whom to phone
and wherc to go, based on the avar]ab111ty of transportation to them, and

| " ~~gheir preference in reqard j/to size and type of firm. The observer was
y h\i}h{t1ed at the ease and pleasure with which these young people grasped and

pursued the-research task, once the prﬁncip]e and process were made clear:
Perhaps they learned as much ab&ut research as they-dih about getting jobs.
At one FS site, staff had prepared an” audiovisual presentation about
firms and occupations in the local labor market, using successful former
wdfkshop participants as models. At anofher ES site, where J§T'workshops
had been operating for a number of years, the program had developed what is
5robab1y the most extensive labor market library; seen anyﬁhere \jn. tpe
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country. It contains nearly every k1nd ‘of ¢areer-choice aid, 1nC1uding all_' ‘

of the available occupational materials, pupl*ﬁﬁ;d both counercia]]y and by
the .. Department of Labor. It also coftained numerous other: materials,
including an inactive order file. The scope of. 1nformation available about
vi<ious dimensions of the lTocal labor market _and the search for work would
sat1sfy every reasonable need of a word-or1ented JOb seeker, Because this
program i5 targeted .for. profess1onals seeking to ‘change OCCupations, the
library is in active use. Library materials are available in other programs.,
but there 1is less ev1dence of use, since the targeted populat1ons are
generally less inclined toward a self-directed tangle with wr1tt n material,
unless specifically taught how to do so. ’ T

- i : ) . )
_[t_o_pc]usio analysis of the amount and gquality of labor market

information imparted to JST participants leads to the following perceptions: 5

1. Overall, labor market- knowledge in all the dimensions discussed 1is
ser1opsly inadeguate in most programs. ORC observers found during
interviews ‘that leaders are generally undereducated and
unknowledgeable about the subject they are’ teaching. Lo - )

The employment service as a labor market institution is understandably
better equipped in this respect than are other public or Pprivate
deliverers of JST. 1Its exposure to the labor force is more catholic and
ubiquitous, and jts orientation is inherently more reflective of the
market intermediation role. Nevertheless, even the ES 'has not plumbed
the richness of information that is inherent in its own written
mater1a1, that 1ies in .the heads of its experienced 1ﬂterviewers, that
exists in research findings and theoretrcal constructs.,

Far more information about the local market is currently being gathered,
analyzed, and researched undesr the auspices of the Jlabor_ market
information program, and made availabie to al! but the most rural labor
markets, than is being disseminated through most JST programs. The
format in which the information is organized and presented. is not
designed for such disserination. Translating such esoteric information
int0 usable and understandable form s beyond the -2bility of most
work$hop leaders. Whether for use in its owi programs, Or as a- serv

to the field in general!, the development of such material is basica%
the respendibility of ES, the agency bestJkquipped for that: role.

\‘kg theoretical 1literature 1is permeated with many {insights and
constructs that could usefully be converted into practitioners' terms so
that they could bring more substance and depth to what they teach to
cliznts. n the process of .designing - its San Francisco youth
Jemonstralipn ‘project, ORC st:ﬁ;‘asked Garth Mangum to test a syliabus
by presenti to a grour of’ EDP" workshop leaders in the San Francisco

74

- 83




Bay Area an_ economist"'s review of pra¢t1éal applications ~ of the
prevailing theories about various; 1abor market dimensions. A number of
participants. 5ubseQUent1y expressed their gratitude . for the
"mind-stretching" day, indicating. that this type of knowledge is
invaluable in running workshops. The main value of the presentat1on was
that no matter how theoretical the material, it was cConceptualized in
"what*s_in it for me" terms--exactly how the construct op‘knouledge
could be used in a workshop.. ,

It does appear thats the“. often esoteric formulations of
economists, wusually intended only for each other's eyes -and ears;
.are translatable to ordinary people when it conterns their own - -work’
lives., Surely  the material presented -to the EDD group could be
refined, sharpened, and related to practical use. in conducting
groups. . ’ : . / )

The present state of research into the efficiency and effectiveness of
various job search methods is insufficient. Virtually nothing is known
aboqt the duration of unemployment associated with alternative search
methods. The résearch literature has little to offer that identifies
differences in the hiring environments, selection devices, and hiring
deécisions by occupation levels, industries, or size of firms. Hence the
image imparted by JST programs 15 always the same--a desk interview, a
work application, a resume. It is doubtful whether the same elements
are equally valid in large segments of the work-world hiring
environmments. Nonetheless, JST programs are not making maximum use of
the -research findings that do exist to inform the substance and content
of their teachings.

({ne may conjecture about whyithis is so--why JST program leaders
know so little and teach so little about the labor market. A number of
explanations seem relevant: :

a. Program designers have made a deliberate choice about the kind of
training needed and about the best use of twme in_ the JST program
because of the 11m1ted resources and limited time with the part1C1pants.

b. There is much emphasis in the programs on the motivational,
morale-building, and behavior-changing aspects of JST. There is no
-comparable emphasis on conveying substantive informatdon about the labor
market that would be useful to the partwcrpants [t. is a reasonable
hypothesis that one reason for such imbalance is a lack of knowledge of.
- and experience in, the 1abor market among program. désigners. operators,
and instructors.

-

c. Programs, such as the WIN group job-seeking program, are strongly
influenced by behavioral psychology. Theoretically, this orientation
eschews  information-giving and rests instead on a  rigid
behavior-changing format. The “why“ is subsumed to "do it this way."

d. Many programs, in¢luding WIN, offer their commitmert to “self-help”
and a single strategy a%hlthe rationale for denying information and
practical .assistance or Miowledge. The argument is made: . "Let the -
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labor market teach." Hence, the intervention .of staff with advice,
tips, or leads is “taboo," since it is seen as a violation of the
self-help principle and a contjnuation of dependency. This goes so far
that the use of the Job Bank, which is available to any job seeker who
walks through the door, is regarded as a violation of the principle of
self-obtained jobs (Jordan-Laurenti and Associates, Inc., 1981), and
welfare clients are discouraged from itS use. However, when ORC staff
participated in a tonference conducted for WIN group leaders where the
proposition was advanced that labor market information was insignificant
and of little value, the group leaders voiced considerable objections.
In observing WIN programs, ORC observers found wide variation in how
leaders actually dealt with these problems.

Making Choices--Targeting the Search _

Included in this category is a wjde and varied range of subjects and
activities which are essentially desidfied to examine and surface the interior
landscape of the participar 3 i1 desires, values, qualities,
selling points, and sq

Nsearch. Approximétely ercénti-of the programs spend anywhere from 7 to as
i assroom time on activities that are.connectéd
- .with determining what Kkind of work a person should seek. The program goals,
stated or implied, may range- from- "get any Jjob" to "change the whole
direction of your life." This matter of relating progrdm goals to" career or
job choice is one of the most difficult for JST programs to resolve. '

Every pe};on who looks for work has to have some notion of the kind of
work being sought to detenﬁine where to go and what to ask for. Every JST
program has to-deal with this issue, whether it-is relegated to “pick three
jobs you don't hafe“ .ar coﬁsume; two whole weeks of intensiye' career
exploration. ~Participants often don't know enough about what people_qb ‘on

_jobs or enough about themselves to begin the search, let alone make informed
choices. Others make choices that are clearly unrealistic. Frequently,

- within the same groJB“are'thdse with work experiénce who know what they want
but don't know how to get jt.-ahd those who don't know what they want but
would be guite adeptainﬁjob-search‘ski]]s.

Cccupational choice is but one fersonal choice factor confronting job
seckers. Personal inclinations, values, and needs_are_oftén as critical.

the work place; the size of the firm, its location, Fours and.




cafeteria, a bowling team, all .impact on joﬁ setisfaotion; on need, and

therefore on choice for search. T0 a woman ﬁith children, hours, distance
from home, and wages sufficient to compensate‘for additional costs incurred
by working may be far more critical than the tasks she will perform To the
father of a young family, the medical coverage “in the fringe benef1ts can be
a make-or break consideration. The possibilities for futyre stability,
upgrading, and incorporation into a protected position in an internal market
structure, a trade union, or a Civil Service: system may critically’ 1nf1uence'
the trade-off decisions made by job seekers in p1ann1ng or targeting their
sedrch strategies.  The financial situation of fhe Jjob seeker may pose the
most serious determ1nant of all--the .degree of urgéncy for immediate. income.
As in all other matters, knowledge about the a1ternat:ves,x§ va1uab1e
. for making informed decisions and proceeding with -purposeful action. The
degree to which individuals can, in fact, control their own work life or are
controlled by external organizational and strﬁctura] factors is not at issue
here. An individual fob seeker, armed with knowledge, can determine whether
Company A is a better place on which to concentrate h1s/her efforts than
Company B. There are a host of decisions that do lie withvn tne province of
“individual cho1ce and need, if the person is made aware of aiternat1ves..
The problems faced by JST programs in attempting/to meet all of the
different needs and choice issues are very real and qb not yield to easy
resolution.  ORC observers found great varigtion in the ‘field, with widely
different approaches and philosophies. FEor 1nstanceﬁ
) The proposed WIN ‘technical assistance guide suggests that JST programs
' engage in a "light self- counse]fng activity which will help participants
get uysed to examining theif Tikes, strengths, and abilities." The
~ employment goal chosen by, clients is essentially unchallengéd, and very

little effnrt is spent in arriving at serious 1ong range occupational
choices.

The Californis EDﬂ' workshop Leader's Handbook recommends that the
participants® choices, both occupational and personal, be dealt with in
a curriculum item entitled, "What Are Your Job 0b3ect1ves?“ Points
rovered include the fol1ow1ng What ‘kind of job do you want? Why do
you want it? What working conditions do you prefer? What satisfactions
do you want? .The workshop leader is advised to clarify the iSsues, with
_ the help of ths DOT, occupational guides, field office lists of going
waqe ranges, open and closéd job orders, and other materials. However,
there is no attempt at closure--the decisions made by job seekers are
ot subject to further examination. Participants are merely directed to
carcider. these' issuyes and, in some  cases, are offered access to
decision-making tools.
. 86
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The Self-Directed Placement prodram openly states to part1c1paﬁts that -
the program does not undertake to provide vocational counseling, and
- does not generally question ‘the cho1c=s voiced by part1cipants

A number of programs separate occupat10na1 choice from job seakch and
-establish a distinct, separate module for that purpose, atthough it may
be taught in the same locale by the same staff. At times, the matter of
occupational direction is handled during the assessment process, prior
to participation in JST. In fact, completiow of the choice or
assessment module is a prereguisite "to participation in the search
mD§QH31n a few programs. ' ‘

Most programs incorporate some . kind of self-assessment,
"skills”-analysis process into their curriculum. Though this is usually.
offered under the rubric of choosing-an occupation or targeting the job
hunt, ORC observers found that.there was no disCernible- bridge between
the "skilils," "likes," and "dislikes" and- "accomplishment" exercises,
., and chooswpg an occupation or targeting the immediate search The
exercises appeared to be directed more towavrd developing a “package" to
present to emp1oyers Many users of the skills-analysis techniqué admit
that the purpose 3is not to’ make an occupational choice, but- rather to
bring about<a heightened self-concept and consequently a change of
behavior in approaching employers.
There are “programs_ ~_that ‘treat occupational choice rather more
deliberately and either recommend or themselves administer and interpret
aptitude and interests tests to assist in the process, with individual
counseling interviews scheduled.

In those programs that are 'strongly fnfluenced by the employment
service, the targeting process 1is more related/ to a dissection of
work-acquired skills and their o€cupational relevance as defined by
the Dictionary of Occupational Titles.

i The eﬁOrm0us variations found i \TFE"ﬁE;;FF5§¥‘ programs handle
participant choice bears little relationship totdiffere'nces in the need and
backgrounds of their clients. Instead, they &ppeared to reflect the
:particular bent of program designérs and operators who draw from approaches

prevalent 1in the field. These can be grouped under three broad headings, -~

each of which has a unigue body of core techniques, literature, and research.

for the sake of ‘clarity, they can be labeled the’ educationa] approach, the
self- ana]ys1$ approach, and the serv1ce-_genqy approach In actual practice,
;tho lines get fuzzy as borrowing between adherents occurs. .

. . ]
The Educaticnal Approach:” The educational model is used extensively in high
schools 4nd colleges where the clientele are normally enrolled students of

the educational institutions. At the secondary level, this is often embodied
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in Career-eﬁp1orat;on classes, offered at the 11th and 12th grade levels. In
colleges, the format may be that of short séminérs, conducted by counselors
who specialize in Career planning, or it may be in a fully-credited course.

In this ‘model, information is provided about the world of work which
includes the characteristics of occupations and,work environments, rewards,
hazards, and prospects. The nnqp1:also set$ forth methods for evaluating
work dimensions_in personal terms .as a basis for making decisions. The
emphasis is on learning what the processes are for occupafiona1 choice, -
rather than arriving at the choice itself. The logic of the model begins/
with the personal charaCteristics, the psychological attitudes, and fﬁe
values of  the indiJ?Hua], then proceeds to relate these to wvarious
occupations. In a campus. context, the'n@de1‘also influences educational
choicer o .

The educational model makes extensive use of validated tests and
individual counseling, and is rooted in a comprehensive body'of educational
'psychology theories presénted in the works of J.L. Holland, D.E. Super, and
J.0. Crites. This model is directed toward a popula’fon with limited work
and 1ife experiences and for whom the economic nged for decision and action
is generally less pressing than it is for adults or for those with full
attachment to the work force. HNevertheless, many elements-of the educatiéna]
nodel can be found in a number of JST programs addressiﬁg all kinds of people
whose need is more urgent and whose alternatives may be conéiderabiy mo re
1inited than those -of students. '

The Self-Analysis Approach: -Both the éounmrtiﬁl;lliterature and career-
counseling firms in the privaie‘sectoﬁ are advocates of this approach which
lends itself- to many variations. One of its majOr vriginators, Richard
Bolles, has stated that he first developed it as a tool for ex-ministers who
felt they had little’to cffer in the secular world of work which they were at
that point coﬁ?rOnting. The method and philosophy have subsequently been.
used with school teachers facing reduction-in-force layoffs, and with other
professionals involved.in career chdnge. Originally appearing in Bolles'
book What Color Is Your Parachut.-? the specific issue.of occupational choice
is subsumed by the general approach which perceives career planning as
inseparable from 1ife planning.
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The key to the process as exploring the areas of interest in Which there
are natural talents and which are emotionally important to the person. It is .
less concerned_w1th the gducation and work life of the individual. The
talents, preferences, and achievéments are anaiyzed and identified with -a
career direction. The approach .is essentially future or1ented, and the
j1terature ant1c1pates a serious comm1tment of time over. an extended period
to complete the process. Like the educational approach, it is aimed at
identifying the person's potential and in teaching a process. The basic
premises on which the method rests have yet to be va11dated by objective
evidence.

ORC observers . encountered at least ‘one  JST program that was fully
committed to the complete Bolles method, although man¥ programs drew from the
approach and used the exercises The Bolles' books are available and in use
at many sites. In such programs, there is heavy dependepce on the group
process for . social reinforcement and cohsiderable emphas1s is placed -on
*skills analysis.“ In observing the exercises for analyzing skills, there
appeared to be 1little to stfinguish occupationally relevant or marketable:,
skitls from personal accomp]ishments or gratifications, and work-acquired
skills were seldom elicited. When conducted by leaders with little personal
or profess1ona1 familiarity with labor market realities and occupationai
variables, a sort of benign never-ﬁeyer tand emefged. and it was difficult to
see wheré a realistic plan for finding .a "best bet now" job could emerge.
Thus, “communicat?oﬁ skills" were cheerfully assigned to a participant who
had spoken up on a few occasions. (In Tabor market parlance, a person with
"conmunication skills" is expected to be able to write articles and speeches,
make speeches, use the media, appear on TV, etc.}. When the curriculum
called for a demonstration of accomplishments,, a young'man of truly limited
capabilities who had been unable to hoid a job\ﬁn a gas station, produced a
toy model he had put- together. .The leaders commented on the "mechanical
<kills" he displayed which caused the group to urge that he direct his search
towards obtaining a mechanic's Jjob. The only work experience of a
63-yea: -nic woman had been a six-month stint as a telephone operator édnyears
earlier. She had left schcol in the 8th grade and had\spent most: of her
years raising a family on an isolated small farm. When\"\gr‘essed for her
accomplishments, she said she o--asionally_ crocheéted. She was advised to

pursue a career as a manager of a knitting and wool departmén; in large
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retail establishments. For an experienced placement interviewer, finding any
kind of work for these seriously unprepared individuals would constitute a-
- major victory.. It seemed that the week might have been more productively
spent if a more realistic game plan had emerged. -

The self- analys1s method emanates . frmn and 1s heav11y directed toward
indlquuals who are equipped to compete for professionaL, nanageria]s and
, high]j_;echnical occupations, and the techniques used imply a considerable
tevel of verbal skills, and analytical and research capabilities. Hatchind
the method translated into group form in any of the program. left ORC
observers puzzled about its value. The material seemed weak and
inappropriate when matched aga1nst the problems of the typ1ca1 participants
in JST programs. "It was difficult to see any closure, any contribution
towards making-a rationa) occupatidnal choice or in targefing the immediate
search for work. Yet, participants appeared to relish the process and
entered cheerfully into all the “skilling games.” In a bemused, somewhat
disbelieving aside-to the ORC observer, the 63-year-old woman said, poinfing
to her "skilling" sheet, "Look at this. I never knew I was such a genius.”

"The fact is that to date, ORC researchers have not encountered any
successful translation of this approach into group form for JST participants
either in adult or youth programs. Perhaps such a translation can be
accomplished, but it would require considerable creat1v1ty, thought, and the
incorporation of & wider knowledge base. It should be understood that this
critique is based only on the observed ability of this method to facilitate
the occupational cheice of the participants. It is not addressed to
peripheral issues such as the possible therapeutic value of {mproved
self-image and peer_support.

Service-Agency Agproach‘ The prototype of this -approach to occupationa]
choice resides in the processes used by ES local offzces and, to somb degree,
vocational rehabilitation agenc1es The clients are seeking the specific
<ervices of the agency, and, in most 1nstances. their pr1mary concern is
againful employment. They are usually not in schoolq, although traTn1nc may be
a component of the services offered or a recommended step toward  the
long-range goal. . )

In the employment wervice, the process of targeting or choosing an
appropriate occupatiun for a client actually has two levels whigh are
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identified with two different institutional , functions. They are worth
£exploring because the differences between the two help to pinpoint the
"dilenma faced by JST programs, and offer .some usefu]‘ insights into
alternative levels of-depth, alternative goals, and methods.

Completion or Application Assessment Interviewer: A job seeker who comes
inte the ES local office looking for work is given a self-completing work
application. - A coﬁpietion interviewer has the task of reviewing the:
application, éompletﬁng' and - ref1n1ng the data with. the- ﬂe?p of the
individua]. An occupational t1“Te ard code is assigned from the Dictionary
of Octupationau Titles, The code reflects "the highest skill level for which
the person is qualified,"” and is assigned with the approval of the applicant.
To.arrive at a title and code} the complgt1on interviewer applies a

job-analysis formula to the work hiptory which consists baéica?]y of the
questions: What did you do? »How did you do it? -Why did you do it? What
was involved in doing it? Ihe'same basic formula is applied when recording a
Job opéning from an employer. The job-analjéis formula is the basis'for .
classification and descripfion of all 22,000 occupations appearing in the
poT. - ‘

If the work experience warrants more than one code, additional codes are
assigned. [f, however, the job seeker does not have work experience, a]l_
other factors such as education. volunteer. work, -hobbies,_work preferences$,
etc., .are cons1deredf The agreed upon occupatlonal title and code 1is an
entry code and does not carry the connotation of an experienced, qualified
worker. | _ ' . .

The process of eliciting occupationally significant factors and
assigning. a classification is relatively short, usually perfbrmed within ten
minutes. The act of assigning an occupational code and tit]e'is'a1most the
precise equivalent of targeting the unmed1ate search and- narrowing the
oecupational cnoice. It does not limit a personw-but it does target the 1;_
which the person is best equipped to do now and is willing to accept The
process is c1ear1y rooted in labor market realities.

\.

Employment Counselor: Thp methods and boa]s qf the emp]oyment counselor are
51qn1f1cant1y different from 'those of the completion interviewer when dealing
with individuals who need to choose or change vocations. The client and the

L
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counselor are agreed about the -problem and the goa]:' to arrivel at an

appropriate vocational direction consistent with the client's abilities,

needs, desires, and limitations, and yet is realistic in the relevant labor

market. S ‘

The theory-thaf underpins the coqq}elor's-approachfis derived from the
characteristics related to a job--often referred to as worker
traits--aptitudes, physical demands, temberaménts,' interests--and worker
fﬁnction-fthe . degree of involvement wifh dafa, people, and things. The
counselor makes use of the General Aptitude Test Battery, interest
inventories, and other testing devices. The process usually involves
repeated counseling interviews. -

Occupational choices are arrived at from a synthesis of all of the data
and agreed to by the counselor and counseled. The‘too}s and tests used by
the employment counselor héve been tested and validated over the years by the
Department of Labor. - ‘ L .

. Though the goals of both service agency functions described above are
gainful emgloyment, the differences between the two are -c]eér. The
counseling objective is a satisfacto}y Tong-range -vocational choice. The
counseling plan may, indeed, include stopgap employment, te answer immediate
needs, but the focus is on arriving.at an agreed-upon vocational direction.
-On the 6ther hand, the objective of the complefion interviewer in afrfving at
an occupational title and code is”to'facilitate the movement of the person
yinte an immediate job at the highest level that is realistically marketable.

The foregoing analysis suggests a number of problems that are
unresolved in many JST programs:

1. It is questionable whether it is advisable or possible to combine JST
with an in-depth attempt to arrive at vocational choice. Those programs
that have attempted to do so seem to have trivialized the choice process
to a point where its value is dubious. It is also uncertain that

serious long-range choice decisicns can be made in a group process, °

without individual counseling and testing. !
JST programs need to delineate their attainable goals more carefully
given the 1limits of time, the level of skill and knowledge of the
leaders, dnd an awareness of who their client population is'ﬁnd what it
is that they want. [t does not seem feasible to incorporate both the
go: . of the completion interviewer and the employment counselor into a

single activity cond.cted by relatively unskilled staff.

Programs that opt against extensive vocational exploration often fall
into the reverse trap, as noted by ORC observers. They. often fail
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ent1re1y to provide any "kind of direction about “best bet" jobs when
clients are uncertain, or to .offer a critical response when the plan is
clearly unfeasible. Not only does such a stance deprive the group of
assistance, but the failure to personatize or to relate the best search
methods to dJndividual participant’s realities tends to rigidify the.
curricutum and turn the experience into a mechanical Process. DRC staff
observed many octasions of neglect and unresponsiveness which were a
consequence of excessive leader distapce from the individuals Jnvolved.

For example, a barely literate person deciares that she is looking for
clerical work as her first job. The JST leader has no response except
to direct the individual to telephéne the banks and insurance companies,

though the participant was unable’ to fill out a work application in the ..

group. A person 1s looking for a carpenters "job in a heavily depressed
. market. The leader has him,sit for hours telephoning all construction
companies for an interview which is, of course, pot forthcoming. In
both cases, the JST program has hot fulfilled its potential to-equip
either person with information that might have redirected the efforts
into more productive paths. The time and résdurces' of both the job
seekers and the JST programthave been badly spent. The frustration and
irritation of the part1c1pant is unnecessarily increased rather than
assuaged. o , =

Approaches and techniques appropriate for 1nd1v1dua1s who havejsought
career counseling, who are equipped by education and experience to
arrive at choices in professional, managerial, gnd technical occupations
have been arbitrarily lifted and patchworked onto JST programs with very
different " kinds of people, with different needs, wurgencies,
- expectations, and a'vastly different range of reatistic possibilities..
The career thoice field is permeated apd dominated throughout by this
orientation, ahd the content and the reférences throughout reflect such
a bias. Images of a upion hiring hall or an assembly plant never creep
into the formulations or exampies used.

‘A valid goal for JST programs could very wéll be to take the next step,
any Job if there has been none or out of the secondary labor market, _
that's where the individual has been, and into a better job, even w1th1n .

sthe same occupation. Such goals for a JST program would 11e within the
realistic limits set by the experience and training of the partic1pants,-
and within the time 1imits of the program.

The example offered cf ‘he differences between the empIOyment
counse]or's goals end ..- of the completion interviewer suggests a
possible direction for JsT -programs. The process by which the

interviewer arrives at an .occupatior>? title and code may well be -

translated into @ usabie and practicei method in group format, with
a clear explanation about its long range limitations. The advice
offered about iob search Sstrategies would rbecome far more
personalized. A few programs have .experimented with something akin
to this approach. The fact is, JST programs undertake to tra1nl
participants: to perform the ' very difficult/ brokering Jjob of
“cold-calling" employers on the telephone. ItH should b2 possible
‘to train leaders, and in turn, the group, to do what the completion
interviewer has to accomplish in .ten minutes--arrive at the most




reasonable, immediate JOb goal if the client is uncertéin"abouf“
what “to look for. : '

In summary, each of the approaches and methods for vocational de&ision-
making discussed in this section 1is wunquestionably 'valia, useful, and
appropriate for the population and.1n the setting for which it was deve]oped.
But the translation into a group activity suitable for the clients of JST
programs has not yet been adequately deve]oped and explored.. ORC observers
did not find any model that could be regarded as examplary and rep]icable.'
This matter of choice requires con51derab1y more experimentation and probing.

Approaching the ‘Search  *~ ‘
This category incorporates all advice given about organizing the search,

planning, prehar{ng materials, intensity of time recommended, and

"researching" the employer. ‘Actua11y, few programs devote. very much time to

this issue as a curriculum item. ngever, it appears in° a number of -
documents given to participants, some of which are official O0L booklets or
ES state publications, and is ﬁften interspersed throughout the JST cycle.

Here, too,  contradictory "advice abqynds,: as well as consﬁderab]g

erences in emphasis. Those stipended programs that include the
QUp rviéed search componént generally tend to ignore all other strategies

pt the one to which they are committed. There is little offered beyond a

\eneral dos or don'ts; an insistence that the search for .work is a

full-thme job; people should be prepared for rejection; job seekers should be
prépared with references, dates, etc. Time planning and record keeping aré
embedded in the supervision.of the activity. '

Other programs and.program materials take a broader view and offer a
range of édv%ce, including the need to p1aq and organize the search
' geographically, in order to save time and money; follow all leads; keep &
record of contacts made and interviews conducted for follow-up; find out
everything p0551ble about the company before going for an interview.
However, some programs are opposed to a full-time search ma1nta1n1ng that it
is both unrealistic and too d1scourag1ng, a state of mind that is then
imparted to the employer. Fu$;her, a few of the written documents .suggest
that indiscriminately following all leads and "milling about" is inefficient,
time-consuminﬁ. and costly., Instead, the strategy recommended is to pin down
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the search, select the poisnts of concentration in accordance with personal R
tradeoff decisions, and pursue them with persistence, ~ One state-produced ,
document recommends that  job seekers develop a balanced Search bet'uieen
"random inquiries and costly long-term planning.”

Clearly, each stance is addressed to a different mental image of the job -
seeker, the hiring setti‘ng, and the appropriate strategies. However, neither
in the written material nor in the presentatwn is there, very much
recogmt'ion given to- the fact that different occupations afnd: d'lffer‘ent
industries might require different approaches. JST programs will ‘not reach
their potential until jgore careful consideration is given to the kinds of
knowledge participants will need and the " decisions- they will have.to make ‘
before beginnjng the JquSearch process;
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Chapter v L
CONTENT ANALYSIS THE SEARCH FbR A JOB

To conduct a search for work, job seekers;hust first discover where the
jobs are that they can reasonably hope to fill/ and that fulfil! their needs—
After that, they must obtain access to and present themselves to the employer o T
or his/her hiring agent in a manner that will effect’a hiring traqsaction )

This chapter deSCribes and analy:es how those processes aré dealt with
in JST programs under four headings: h I. Finding the Job Openings, which is
divided between use of labor market intermediaries and gnfpvering openings.

I11. Presenting Oneself to. the E@p]qyer--The Written Nord IT1. Present1ng

" Oneself to the Employer--The Spoken Word. IV. Follgﬁ-Up.

/
#

)
Finding the Jpb Opet’}/ngs -
S VA

-

If’&now]edge is a valuable commodi j//ihen job seekers need to be aware -
. of the quality of 1nformat1on availa -ef%rom differEnt sources. It is to
advantage to be knowledgey le/ about™ the relat1ve effjeiency,
availabildty, and reliability of “the different intermediaries “for the__
particulad occupation, industry, and skill level' in which they seek work.
This section assesses the information and advice offered in JST programs ap?
appearing in the program literature about 1ocat1ng job openangs Here,
fihding openings is divided between formal uwchan1sms whene openings are
known. to exist, and strategies ,for uncovering | unlisted open1ngs ch.
requires an additional step for fﬁ; job seeker * .

L

‘uob VYacancy Information
Formal/ -mechanisms that .receive job-vacancy 1nf0rmat10n which are most
frequenelyj acknowledged in JST programs 1nc1ude-ﬂwant ads, the emp]oyment

sarvice, and private employment agene1es A much sma]ler number of programs

—_—

*Ne1ther the literature nor the programs tend to make a d1st1nctioﬂ.between
formal mechanisms which 1ist published openings and informal strafegies for
finding unanndunced openings and the failure to do so results in consider-
able confusion. ~Want ads and yellew pages, for example, are both described
as sources of job-opening information, when obviously only the want ads
actually have listed openings. ////
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_incidde‘civi1 service systems. Only occasionally are there references to

community agencies, school placement,” radio- and TV ‘announcements, trade :

magaz1nes, and CETA. 0n1y one program mentioned unions and only one prodram
mentioned tempordry he]p agencies. Apprenticeship processes-were referred to
in the JYiterature, but none of ‘the 'visited sites, including those
specifically for youth, were heard to mention. apprenticesh1ps The opinions
expressed by 1eaders about these\1ntermed1ar1es and the advice offered about

their value. ane use reveal considerable differences in percept1on, and - -

substantial. misinformation and pfejddices aboUt them §n JST programs.
. IJI- -

. Want ‘Ads: Ten of the programs ¢1s1ted d1scoura ed the group from using ads, -

dec1a ing that they ‘are "a tota] waste of time,"~l{too competitive,” "worse

programs considered them the very best source of job- 1nformation, and one
used only want'ad listings §n Fhe teTephone room. ,

An ORC observer noted this incident: Want.ads were- handed out to
youthfu] barticipahts in the[te]ephone room. . One of the yddng people .was
exuberant as he comp!eted the phone call, .declaring that he had gotten an
interview for_aﬂsa]es job. Fhé leader gave h1m positive support 3nd left the
room. Uncomfortable, the observer suggested that he call the number back and

ask for more details, suchas ether he would get a salary, whether tmgr,ﬂ

B company would supply teads and\whether he would have to prepay for the

the gold jeﬁe]ry which he could sell house-to-house or to friends, for which

he would get only a ebmmissipn. It was not at "all what he had in mind. He

merchandise. ‘He was saddenpd o d;scover that he would have to pay $70- for

-wanted to work in retail sa ks, Naht ads are filled with many such traps for
the unsoph15t1cated and JST leaders should be cogn1zant of them. /

There seemed to be no lationship between the advice given adout want
ads and the make- up of the gr up or their occupat1ons Thus, a group w1th a
numbet of c1er1ca1 job seekers'was advised against the yse of want ads, and a
group of- youths was told waqt,ads were the best job-lead source avajlable to
_ theni ' ' ',J ' : : ' - N
' ‘Research about want ads suggests that they are generally a poor source
of 1nf0rmat1on for inexperienced yorkers, and ' good source for clerical

workers, the reverse of the preceding advice {(Waish, et al., 1975}. The

| g IJ7

"m1ckey mouse JObS,"I "misleading," "same jobs._ every day." Five.
* programs merely referred to them as a poss1b1e lead source. But four
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11st1ng that says. "No experience requ1red " 1s usually the k1nd that‘e
entrapped the young man. What is more, rover the years want ads -have
accounted for a growing share of jobs filled. A synthesis of—eight studies
conducted since 1968 1nd1cate that, on the average, .nearly 16 percent of all.
those who found work did so through want ads (Mangum 1981). The value' of
,ads varies by the size of the commun1ty and the size of the newspaper. The
time it takes to- scrutinize the want ads and the cost of a- newspaper are
'relative1y 1ns1gn1f1cant for’ a job seeker What is. more, even if the
particular job advert1sed 1s inappropriate,’ ‘the ad does give 1nd1catlon that
a company may be: in some precess of change or movement 1n its work force.
It s difficult to understand why - JST leaders would categorically
discourage and deter all of their clients from using this relﬂt1ve1y easy,
cost-free source:of leads from which 16 percent of the workers do. get Jjobs.
Instead, it would seen‘far more appropriate if leaders facilitated, their use
. by'making the ads more comprehensib]e Users sh0u1d be made awané of traps
such as commission-only sales jobs, which the young man had pursded; "dreams
of glory” ads; pyramid se111ng; and.11st1ngs of business opportunities and
training _schoo]s' under help wanted headings. They should make the job
seekers aware that want ads include listjngs from the:armed services, private
employment agencies, and out-of-town companies which are intermingled with
ads placed by local employers. Job seekers could scrutinize the section more’
quickly. if they knew how the pages and columns were organized, where to ook
-for the new jobs which_ are separated by some papers on the first day, and how
to read the common abbreviations: If JST leaders studied their own
newspapers, they -would be far better equ1pped to warn their part1c1pants that-
most jobs may be inappropriate and subJect_to heavy ‘competition, but that
often, tucked in between the clerk-typist and engineering jobs, there may be
an appropriate opening. " However, ORC .observers found~ that only a few
programs handed out information about want ad abbrev1at10ns.~and only one
warned about pyram1d-se111ng Even those programs that recommended want .
" ads and recommended them as a resource in the telephone rooms, including all
WIN programs, fail to provide the1r clients wifh more soph1st1cat10n in their
use (Johnson, 19?8) ' ® ; T

’ Pub]ic.Emp1oyment Service: Of the 30 visited sdtes, six made no-mention of
the ES as a possible resource,.and five mentioned it without comment. Seven

-
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of the programé discouraged their groups from using ES facilities with

comments such as, "Don't depend on agencies. * Do it on your own,® ®They have -
nothing but bad jebs,” "It's poorly administered,” *Same jobs every day.”
Twelve programs suggested reguiar visits, ‘but eleven of them were ES
pnegrams, sometiues administered in the local offices with Job Bank orders
available. Only one employment service program actually advised the group
. about hew to use the ES, emphasizing the folly of putting a high wage on the
application, sinte the office had a computerized job-matching operation, and

the application would be bypaSsed
Whatever one may say (and much has been wr1tten) about the quality of ES
jobs, many local offices displdy their. jobs foOr easy access and often
separate new jobs initially. Job seekerS'wno'learn to read and understand
ftne_job orders and how they are organized for display can usually assess
their oppertunities rather quickly. What -is more, examining job orders
offers _a powerful 1earning experience about the nature 0+. jobs, their
requirements and specifications.‘ It is an exposure to reality that is
sobering. ‘ ' ,
The extent of ES penetrat1on varies markedly in d1fferent commun1t1es
and even more markedly. by d1ﬁferent occupations. The listing of mandatory
orders and the demands of the EEOC have significantly increased the flow of
_'profess1ona1 jobs into the agency. _They often go unfilled because “the agency
ds used so little by that ¢lientele. Many local offices have a heavy flow of
clerical openings, which are generally no less desirable thah those found in
wand¥ads and in private agencies, ‘ ' | i
* ES interviewers are, in a sense, employer surrogates. As-such, they are
as subject to the personal impact of the individqal.job_seekers, no matter
how impersonally they ettempt to. conduct their business. If.being 1iked is
important to're}dtibns with employers, it is equally so with their agents.
As with want dds; JST.programs fail to advise their clients: how to get
maximum value out of the empleyment security system. There are hafdly any
interviewers in the ES who have not responded to individual agplfcants they
nhave come to know pen50na11y or who have not been motivated by the persistent.
visits or phtone calls of individuals. It is often to those individua1s that
the ‘interviewer's mind turns.when an- appropriate new JOb appears, or when.

there 1§\t1me for job- development efforts,
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For participants to jearn this is a lesson im manipulating a eystem, in
getting it to serve one rather than being ignored by it. It is’a way of
'sett1ng oneself apart from the mass. Nhat better pract1ce and preparation-
for convihcing an employer! It is hardly a violation of the principle of
. self-help. Dependericy is passivity--waiting for someone to do -it for you.

Getting an interviewer to remember you and want to 5e1p you 1s an active
step, similar to getting friends and relatives or former teachers to focus on
-you and remember your need for a job. Indeed, it is similar to getting an -
emplbyer to notice and remember Though job seekers should certainly be
warned about the 11m1tat1ons of the employment service and should be.
discouraged from depending o only on the ES 3ystem, 1t would be of more- value
to instruct part1c1pants how to get maximum-advantage from Lhe agency than to
arbitrarily advise them against a weeﬂly visit .to a cost-free source‘of

vacancy listings. . : N -~

Private Employment hﬁgencies: About half of the' JST programs mentioned
private agencies, and'those that did generaily warned the .group about "fast
shuffies” and the costs. Two Qrogréms actually recommended privafe agencies
as the "quickest” and "best" sources of jobs, without -any cost warning. A
_ peculiar Eiete of information appears to be circulating .in a number of

x programs, claiming that private employment_ agencies have "75 percent of h]ll
open jobs." This is grossly erroneous, since the share of Jjobs obta1ned
through private: hﬂgenc1es is less than 5 percent, accorulng to studies -
conducted since 1968 (Mangum, 1981).. Also, pr1vate agenc1es are strongly
biased toward experienced clerical, sales, _profess1ona1 - managertal, and-
‘technical workers. None of the programs ‘appeared te be aware of 'the
distinction between the employer-fee-paying agencies and the applicant-fee-
. paying agencies, which makes a considerable difference to JOb seekers. Those
agencies which’ requ1re the employer to pay the fee are more likely to be of
value to highly skilled app11cants It is the job seeker whose skills are in
ample supply who must pay the fee. , , I/ ) .
' It is puzzling that, with one excepf1on, ndne af the JST progran
operators appeared to be aware of the use of temporary help agencies as a
"possible resource for their clients. One of the frequent paths into
permanent work is through temporary quf Individudals get a .chance to tesf_
the market, to overcome fear, to refine their skills. The field of temporary
work has 1ncreased enormously, and agenc1es that act as labor contractors. are
P gl

-

100.




beg1nn1ng to operate across a wide range of occupations, from the unsk1lied
workers to high level professions. It appears to be an overlooked | resource.’
_There is, of course, wide variation in the value of this 1ntermed1ahy by
location. '

Civil Service: Two of the four programs that me joned civil service
employment were designed to aid the transition of publit service employment
participants. As could be expected, the leaders of the two PSE programs
spoke dispéragingly about govéfnmgnt jobs and extolled the *virtueé of
private-sector employment in fan effort to move their clients out of the -
public sector. Nore of the four programs described the distinction between
federal, state, county, or city systems. Though civil service hiring is-:
certainly at low ebb, -it does seem that clients ;hould'be.édqised about civil
service tests as a long-run investment. For many blue-collar workers, such
as J?/}tors, 1aborers, ‘and even k1tchen helpers, ‘a givil service position
represents a cons1derable 1mprovement in stab111ty 4nd fringe benefits--a

step up. ,
/""’/

Uncovering Job Opéﬁings, _
With few exceptions, progréms suggest one or more strategies for

uncever1ng job vacancies that are not necessariTy listed with intermediaries.

The main ones are word-of-mouth, direct in-person £ontact with emp]oyers and-

the yellow pages of the te]ephpne directory. This subject also does not.
prdduce “unanimity in emphasis, and contradictory advice "is offered in
different programs. | )‘ '
Word-of-Mouth:- Mentioned under this heading dre-friends and relatives, “"ask
cverybody," preachers probation -officers, Chamber of Commerce meetlngs,
vo1unteer work, and, of course, the JST. group itself. Many programs use the
"network"” concept--to get a Jjob, people need t ex;éﬁd their network of
personal contacts as w'ide'!_y as possible. .Hovfér

. brograms do not agree
~about the relative values. For example, at least three programs wari:
participants that friends and relatives are often unreliable and that
participants would do well to rely moré' on theﬁsglves--so far does the
"self-help" commitment go. ' .

}
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‘Di'rect In-Person Contact with Employers: This strateqy is often referred to

as "cold calls."” or "hit the bricks.” About half the programs discuss this '
method. Here the;d&sagreements are hore pronounced. At }éast three JST
programs consider this a "bad" way to look for work, t me wasting, of little

value, and urge their grotips to stay away(fraﬁ this method. Others state -
categorica1iy that appearing at the employer's establishment is the best way.
Employers are favo?&b]y.impressed with the personal effort, and it's harder
to say “no" in person. Most important, .job seekers have more opportun1ty to
exert choice--to determine the location, observe the ambience of the work
. place, the béhavior_ of the employer and other employees, and get a sense of
whether they want to pursue employment there with more or- less vigor.  The .
California EDD Workshop Training Guide suggests that participants map their
search geographically so that a max1mum number of emp1oyers can be contacted
for a minimum expenditure of time and carfare.

Direct Telephone Contact with Ehp1oy€?s: The degree to which well-known
models. have influenced the entire field is evident from the fact that 21 of
the 30 programs point to the yellow pages of the telephone directory-as the’
best source for uncovering vacancy information. Those JSTs with a supervigsd-

"search component provide telephone banks for participants to call companies
‘'selected from the phone book. In the SeTf—Direbted‘ Placement ‘program,
clients are limited entirely to-the yellow pages as a source of listings. In
otﬁers, inclpding WIN, clients may make up their telephone lists from the
yellow pages and other sources, 1nc1ud1ng the want ads, C1ty Directories,
~Chamber of Commerce d1rector1es and ES printouts:

Conversely, there are programs.that recommend the yellow pa9951ﬁﬁ?y for
the purpose of se]ecting:employers to visit, not to-téiephone, while others
recommend that the only employers to be phoned are those with personnel
6ffices in order to ascertain whether they are taking applications: The sole -
con;entrﬁtion is on ‘large companies. Hdwever, in the SeTf—Directed Placement
program, there is insistence that clients telephone every number in a setect-
ed subsection to ensure that small companies, often overlooked, ére-tele-
phoned )

 0f particular interest to ORC observers was. ‘the advice offered about how
_to.narrow down the selection from the ng1ow pages. This varies widely. One
well-known mode} conceives of the yellow pages as generally’ divided by
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1ndustry, and participants are asked to determ1ne which “1ndustr1es are apt
to hire people in their own occupafiym Another program has prepared a
" document which prov1des broad occupat1ona1 information for- each yellow page
subtitle in the loca] telephone book (One can assume that the commun]f; was
considerably smaller thén-New_York,) Another major model simply advises the
group to pick companies for which'they might like to work. Someﬂoffer no
‘advice--just -“use the yel]ow pages.’ B S )
' The te]ephone techn1que found in JST programs is discussed at greater
Tength in anothgr sect1on However, the dec1s1on of program operators about
whether their part1c1pant5kshould be asked to concentrate on small or large
companies merits commﬁﬁt 4ﬁ@re Most new jobs are created in smaller'
compan1es, one reason be1ng that so many are born and so many die. In fact,
. 90 percent of all’ neﬁF JObS produced. dur1ng the” 70s Came in businesses
employin§ less than 250 persons {Birch, 1979}, Small compan1es are most apt
to allow for a variety of tasks, and often offer an. opportUn1ty for
on- the-Job tra1n1ng by .journeymen and exper1enced people because the wark may
be less segmented and training processes are not formalized. For some peo-
ple, the smaller company is just-less_overwhelming. Yet it dis in the major-
firms that upward mobility is more ept to be ensured, rajses are moste formal-
jzed, ’fringe benefits may be more generous, and the organization of the
internal market ensures greater stability. Program operators should be aware
of #the consequencesgpf their d1rect1on to participants regarding size of
firm, and job seekers would benef1t from making those kinds of . ¢ ices .
themselves if . they were -apprised pf_- the relative ‘~a|‘d\«e|nta';|esi?’FJ and
disadvantages. ’

Presentfng Opeself to the Emp16yer;-The wr1tten Word

-

Job seekers present themselves for the'employer's‘Eanideration through
the Wr1tten word .or 1n person. The written documents include the employer’s -

applications, resumes, and different types of letters. There is a singular
lack of clarity in the field about the distinction in -purpose and function
hetween the employer's application and the job Seeker' s'resume The . dif-
ference is ana]ogous to the transact1on between a buyer and seller ‘of a used
,car. The seller shines the surface, c1eans:4he interior, and fails to men-
tion the recent accident--the resume. The knowledgeable buyer drives it,
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looks at its operating parts, listens to the motor, and has it tested. The'
buyer is looking for evidence of that minor accident as a potential risk
factor--the work application. Interviewers in personnel offices or large

compan1es, in the ES or in private employment agencies, must all be regarded
as "knowledgeable buyers or agents for the buyers. They become very adept
at spotting risk points in the application and, 1ndeed in the resume as
well. However, large numbers of employers who are not engaged in the hiring
process. are Tess apt to be knowledgeable buyers, which is one reason the task
is often cons1gned to a broker., . Employers engaged in frequent h1r1ng for
high- turnover, 1ow skill occupat1ons are also less inclined to look for or
make decisions based on stability and skill competence, ‘since that is not the
nature of +their ,market Generdlly, labor market- intérmediaries and
knowledgeable employers ‘do. not use fthe resume for. 1n1t1a1 screen1ng purposes

at all. They use their own app11cat1on '

The Work App11cat1on .

' Approxrmate]y 80 percent of ‘the JsT programs “engage in some level of
review of the work application. IThe time devoted to this ranges’ from 7 to 29
percent Though most of the progrmns that deal with the abplication use
-sampleiforms and | take the group through line-item review, with advice .on
how to deal with each 1tem, not many programs attempt .to solve 1nd1vidua1
problems w1th the app11cat1on Only a few provide corrected master forms for
the participants to’ take with them as a model. . ,,'?uqee;_

About the only area in which there is agreement is that the app tion ;
be neat, that it be carefully read, and that instructions pe oqu:ved T
- Beyond that disagreements abound on near]y every d1mens1on The follewing
examples are illustrative: ‘ :

Filling Out Appl{cations: ."Leave an app11cat1on wherever you can.
It can get you a job later." “Never leave an application
unless there is an immediate opening." ‘

Employer Behav10r "Employers check everyth1ng .you say.' "ﬁmp]oyers E
never check anyth1ng - ' _

g i
Answering All Questions: "Leave a tough quest1on blank." "Never
leave a blank space; it Tooks l1ke you 1gnored instructions."

Job Sought: "P1npo1nt the  job you want. ‘Never pinpoint the JOb
you want. It hems you in. "Name the job you want, but add
‘that you will consider others.' N




If Fired: "Say personal gr1evances " “Say, 'f1red will exp1a1n
in interview.'" "Say 'reduction in force." Emp]oyers don't
‘check." "Never say 'f1red ' Say 'terminated' or 'laid 6ff.' Then
explain in- the interview." ' _

'Salary “Say 'open' or negotiable 'n nge realistic, but put it in.'
. "Put in minimum wage. Don't price yourself out of the market. “‘
“If the wage is announced, put that ip. If not, say - open.'"
"Refuse to answer, either on the application or during the
intérview; until the employer makes an offer."” .
—Yhough the same kinds of divergencies can be foend in what is taught’
. about the 1nterv1ew, the p051t1ons taken by JST leaders about the appllcgtlpn_ﬂﬂ -
‘-_15 more deci51ve_pecaase it is a screening device, and-a wr1tten document for
which individuals may be accountable even after they have started working.
‘.If answered improperly, it prevents the interview. Face to face, the job
applicants could presumably overcome a potential risk factor.

' Ethics is an encompassing concern that inevitably comes.into play,
whether introduced by the leader or the group. Does one tell the truth?. How -
much and how little truth is expected? Do employers check? ‘Leaders are
regularly confronted with the problem, and the different responses can, be’
traced to the origins of the program and wts p1£t1cu1ar or1entatlun The

differences can best be characterized by three examples:

Program A, a CETA model with rather strong messranzc, therapeut1c 'goals,
yrges absolute honesty, both on the ‘applncation and 1in " the 1nterv1ew
Leadefs do not offer a labor market rationale for their position but. rather
base their adv1se on thg-personal ethics of the leaders and their percept1on
of the therapeut1c stance.

~ program B, also under CETA aegis, is administered by a  private
entrepreneur. It not only djsregards the truth, but actually dictates
answers for everzeﬁe to us%, whatever the facts: "Everyone check
'r;;xr-adua_tedl under. 'high \schoo!l education.' Everyone put down 'no’' under
'‘physical handicap,'" and s6 on. " The rationale assumes that employers seldom
if ever check anything, and depends strongly on outwitting the emp]qyer who
is perceived as essentially. gu11e1ess and 1ncaut1ous Some NIN programs also
do this. ‘

Program c, adm1n1stered by 'ES staff, takes a m1dd1e position: "Don't
provide information on the app])cat1on that will screen you out. The purpose
is to get the interview. Whether you like it or not, understand the game.




The employer has the power and owns the job. Honesty or dishoneSty is your
personal decision, but there are ways to tell less than the absblute truth or
to postpone the truth until you are d1scuss1ng it face-to-face in an ‘
interview.' T ' '

The rationale strong]y reflects "the intermediary role. It is an advo-
cacy position, on the side of the jcb seeker, but it doesn't attempt to
impose ethical standards. The position basioo11y assumes that the job seeker
~ds no more obliged to offer se]f-1ncr1m1nat1ng information unnecessarily than
the employer is apt to describe a11 of the negative attributes of a job. The
_ same attitude is evident in the EDD Tra1n1ng Guide for Norkshop Leaders.

_In the face °f“5gfh pidely divergent opinions and instructions about the
work application, we turn to-the materials used to train professional brokers
in both the public and private sectors and'to the individuals with extensive .
experience in the intermediary role, to determine how well JsT programs are
capfurinq the attitudes and -the risk issues most relevant.to that critical
screening po1nt the work application. .

- The biggest probiem JST programs have with the app11cat1on is what they
- fail to teach, Only two ES programs, of all the sites v1s1ted, placed
) empoasis on those issues that are most critical to the Pknow]edgeabIe buyer."
. Even most ES leadery appear to ignore their own training and ekpefience as” .
completion or placement interviewers. '
' - It is a basic principle that anything that makes reviewing an applica-
tion harder'is -an irritant. Simple things, such as revemsing the order of
the person's name, make filing diffieult, or giving wage information ih
different units for different jobs {hourly, yearly) makes it’ harder for the
_professional or the employer to examine progression. Missing dates make -
chronology hard to fo1low Inability to follow instructions on the applica-
tion is not only a risk 1nd1cator for job behavior, it also complicates the
reviewer's task. The fewer changes, notes, and c]ar1f1cat1ons necessary, -the .
more ‘benignly the app11cant is 1n1t1él1y viewed by the screener
The arez of greatest concern to the professional is the work hietory. It
- is there that the risk indicators are sought: .how complete it fe; how accu-
n:rate1y_and precisely the jobs are described; how tight it is chronologically;
how rationally periods of non-work or unemployment are ‘explained, including3
the most recent period; how long people last on jobs, and why they teft them.

Professionals become very adept q% checking time-spans, from the period a




berson left ‘school until the present, or at least in the last five years. .
Dates are important. Unexplained gaps suggest hidden problems--jail, hospi- |
talization, or 1iving off someone eise, a "red flag" to work-oriented
reviewers Schoo], homemaking, out of the country, se]f—emp]oyment, all are
rat1o/;] exp]anat10ns Current extended unémployment is viewed very
,,qnegaf1ve1y In fact, ~some of the 1arge5t private employment agencies are
reluctant to grant full interviews to peop]e ‘'who have been .unemployed for .
more than two months. Job hopping indicates lack of stabi]ity and poor work
pertormance for adults, 1ess so for youth. The knowledgeable professional. or
employer is usually very aware of inflated job titles: the "sales/of fice
managers“ who managed no one but themselves, the “chef"'who did short-order
' cooking, the "mechanic" who can only do tuneups. Hence, - the probe for
_precise job duties. |
The work history increases in. 1mportance the more d1stant 1t is from the

school years. E

the shorter the vonk histor& Individuals who have never worked are warned

. that their marketlis limited to entry jObS, and the establishment of a valid
work h1story for ? year becomes far more significant ‘than the kind of work
performed | ! ' - _ 3

» / JST part1c1pants, espgc1a11y in WIN dnd CETA programs, are, almost by f!
definition, a popu]ét1on whose re1at1onsh1p to work has been unstab1e It is K
one of their biggest pr0b1ems in confronting employers, and it is poss1b1e'
. that\their own_}ﬁ?w]edge of that is in- 1tse]f a cause for low motivation.

Yet, \n none. of the CETA or WIN: programs observed, not even in the proposed

WIN Techn1ca1 Ass1stance Guide,' s this :substantive problem of poor work.

history given the attention it is due. brograms were observed which spent

Sghool, and other_k1nds of experience, 1n;rease ‘in importance

hours teach1ng people how to write thank-you letters, resumes, whether to put
i . a dash or "N.A." beside‘a quest1on, and all manner of essentially cosmetic
| functions, -but whose attent10n to the critical rigk factors in the work
history was limited to “have the dates ready." Individuals need help to
organize their job histories and to formulate ways of obscuring the negative
indicatdrs on the app]1cation or in successfu]]y confronting those issues in
the employment interview. f a spotty chronclogy is Organized and cleaned
up, the job seeker may be emb 1dened to go to a range. of places Which require
a work application that otherwise would be avoided. '




3

The EDﬁ'Training Guide for‘ﬂdrkshop Leaders and the Training Unit for
Completion Interviewers offer a wealth ofhjnsidhts, both into.the way a
professional looks at‘a work application and how the job seeker can best deal

-with the ‘problem, The Training Guide contains an especially useful ﬁay to
droup jobs and block timé for people with a series ot short-term jobs. The
written program handouts and the Department of Labor Job Service Informatxon._
Program materials contain far better information than 1s ‘used in verbal

-Dresentat10ns at most JST sites. -But few ES programs have translated the
material -intg/a useful workshop format so that help on the work appl1cat1on

: can-be offdred to the individual® participants. -One ES program- demonstrated
the JOb analysis foriula as appl;ed to the work h1story A -few other ES
programs provided the group with the DOT from which to draw proper job-
descriptive 1ahguage. One of ‘the most innovative jdeas noted was developed
by the State of Oregon. As an“va1d_ to Jjob seekers, a : 11sj of common
occupatians. ‘was developed, with the language of" Jjob . duties . ard skill
descr1pt10ns for each, for use on the applicatign and in the 1nterv1ew

The 1mportance of the work adbl1cat1on var1es widely by dccupat1on A

" skilled ten-year machinist: wou hard]y be excluded from a Jjob if the
application was messy and semi-literate. The occupational variance in the
1mp0rtance of the work app11cat1on has yet to be determined by research. The
care and scrut1ny that employers exerc1se wilt vary greatly. Neverthe]ess, a.-
JST program has not adeguate]y assisted its part1c1pants un]ess each pe:son
can present . a work app]1cat1on to the most d1scern1ng emp]oyer or
professional without being automatically ruled out of the competition. How
.to accomplish this within a group is a technical problem, but the first step -
surely involves training leaders to comprehend the really important

deterrents. ' \ \\\ ,
. 1 - .
’ - ’ . h . - “"“‘w_‘
Resumes ' \\ ' ‘

About half of the JST programs'shend a sizable portion of their traiﬁing'
time on resumes. The other ha]f,eitheY oppose resumes as 3 job-getting tool
or mention them only briefly. A few programs, main1y short-term ES-sponsored
ones,-merely provide written handout materials or pamphlets describing how to
prepare a resume.: ' Tt . ’

ORC observers did not note djsajreement in the field about how to write

a resure. All programs use essentiilly the same.material and the same
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instructions. Almost all descr1be the d1fference between a funct1ona1 and
chronological resume: i The A2r1n Model devotes extensive effort toward the
” deve]opment of a two-page, single-spaced resume, which is twice as long as is
generally recommended However, none.of the WIN programs observed followed
that model, nor does the proposed WIN Technical Ass1stance Guide. N
. -The training process depends.heavily on handout mater1a1s, sample re- .
sumes, and” instructions. One observed program used the Bolles "skills ’
vanalys1s“ process (8clies, 1981) to des1gn resumes.. Another CETA‘progran has
a resume spec1a11st on the staff who produces A well-worded "package” for
each participant. This is an interesting model! variation, emulat1ng the
A profess1onalJcareer-counse11ng cowpan1es 1n the pr1vate sector. ‘ ‘
A few programs have deve?oped shortened combined vers1ons of a resume.'
and work application which ensure that job seekers have with them 11 the
relevant information for f1111ng out the employer's app11cation and §%111ng
‘themselves om. a job. Participants are urged to attach the resume.to an
employer's application_and to bring one 'to an interview for reminders.: 15?‘
literature recommends * that .resumes also be used“1 sol1c1tat1on campa!gns,

s

' but no programs were heard to suggest th\s
Personnel in the field differ on whether the resume is a usefu] Tabor

market: .tool, espec1a1?y for 1ower sk111ed workers and youth Since._ORC
observers were unpable to identify any. re earch on. th1s subJect that app11ed
. to lower-skilled occupat1ons, it remains in the area of conjecture.

Several -leaders of JS{ programs’ spend1ng cons1depab]e time on~resumes
suggested that their job-getting value was secondary to-other gains from
resume preparation. - A variety of a1ternétjve objectives'wEre offered: "It
builds self-confidence,” "It sets off the person, especially in occupations
that- nener use them,” °It's a way for -the applicant to control the
interview," "It's an 'up' exper1ence for the kids," and other such

mora]e-bu11d1ng, packag1ng" goals. -

There is some evidence that emp1oyers are becom1ng mo're caut1ous about

'overstatements and _exaggerations on resumes. Time . magaz1ne (May 1, 1981)
?ipub11shed a story ent\tlgd “Creatlve Fiction," that.:was concerned with a
“rampage of resume fraud. “‘\{t repcrted estimates that up-to 40 percent of
all resumes do not "accurately portray what an 1nd1v1dua] has achieved." The
ocrupations associated with resumes {xhthecshxry were of the highest level

~involvidg 580,000-a-§ear jobs. _ Thoﬁgh the story-_suggested that the-
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;,z”' seekers for .the intervi

" distoctions and dishonesties were effective, employers and the{r persdnne1
offuces appear\\d be becomIng 1ncrea51ng1y leery of "hype" and distortions in
reSumes and app]1cat1ons. In a te1ev1s1on interview with a personne1 offic
-of a major firm, it was suggested that the educational qua]ifications EEPe
represented dishonestly on ‘over 50 percent of ‘the applications and resumes.
Letters

About a third of the observed programs spend a relatively minor portion -
of their time ://d1fferent types of letters appropriate for the job search.
They include the following: "thank you for the interview" letters, lettérs
of applic ion,_Tetters‘answering a newspaper,ad; covar 1etters (either\with
the ‘re<ume or application), Jetters written.in'a soliciting campaign to a
Jargé number of firms, letters to family or friends asking for support whi1e:

i’ Job Search Training--a NIN requirefient--and. letters to former employers
Iask1ng for references. ,

One major program considers the. "thank-you” letter to an employer

~ following an interview of particular value, and yecommends the use of colored.
paper to distinguish it from the usual white paper flow.- ORC staff also

- observed one program that spent an‘entire afternoon on letters in such detail

" that part1c1pﬁnts were asked to practice the proper way to fo1d the 1etter
.and to address the envelope. The part1c1pants were all welfare mothers,

P
b

Presenting Oneself t® the Employer: The Spoken Word

~Job seekers often speak to employers in formal desk interviews, but
_often also-in informal encounters. Increasingly, they contact-employers by
‘telephone, or speak to them in informational interviews. '
The Interview / . .

- A1l JST programs gzttempt to one or another degree, to prepare job

. It is the single most time-consuming item in most
programs tak1ng from 21 to 60 percent of classroom time., "It is the most
concentrated - Component of job search training, particularly in the stipended
CETA and. we]fare programs. This is understandable, since there is w1despread
“belief that the interview is the most critical determinant in- .getting 2 job.
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Most ES programs are too.shont'forzadequately training interview ekills, but :
of fer the advice in lecture and written form. \
Immediatetlmpatt. Some programs jnsist that decisions-about hiring are made
in the fi?%t 90 seconds of the interview. Hence, the concern-with immediate

. impact: *appearance, body language - (sit forward V1 - the chair, keep eye

contact), don't| light a cigarette unless the 1ﬂterv1ewer does, don't. chew
‘ gum, go a]one do (or don't) offer to shake hands {some programs jnsist that
women shouldn't shake hands), be early, be prepared with all relevant papers,

knﬁw-someth1ng about the company first. [Emphasis on appearance var1es A.f“-\-u
frequently seen haqqout describes what women and men should or shouldn' t_:f'
wear, QOther programs dismiss the matter with, "Dress how you think people ’

dress on that job."* . - : e

Content of Interview. Ci rculating throughout the country are various-'lists
of “Commonly Asked Questions" and "Stress Questions," which are—uséd by
project staff for mock interviews, and sometimes to beecompTEEeglas homework
by part1c1pants They form the bas1s’f€?4tra1n1ng in 1nterv1ew1ng skills and
preparing the job ‘seeker w1th ready answers One maaor programn emulates the
~ employment agency and uses the app11cant completed work application as the

basis .for mock interviews, rather than the cahned questions.

The "Commonly Asked Questions" list,‘nuhhering anywhere from 16 to 150
questions, has been circulating for many yeérs, and its source is lost in
antiquity. It is not really known whether these questions afe the most‘
likely ones to be asked in clerical, semi-skilled, and upskilled, or even
skilled blue-to]]ar occupations. In fact, some evidence emerged from the ORC
youth demonstration project that the program's interview training was wide of

the ‘'mark when set against the actual events that led to being hired. In
, folfow-up interviews, a puzzling 50 percent of those who found jobs answered
- "none" when asked how many interviews they had obtained during the beriod in
'which.they-actually foun¢ a. job.. How is it bossibie‘to get a job without

"beihg "interviewed?" It became clear that the intervjew training they had
it !

*In the tra1n1ng literature of the pr1vate agencies;, the most important first
impressions that cause staff to give short shrift to tho interview also
include appearance, but are equally concerned with liquor on the breath,
sunglasses, and’ indications of res1dentia1 instability, such as hotel
addresses. :
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received in the workshops had eénvisioned a formal desk interview during which :‘

a series of questions were somberTy'asked Apparent]y, there was no such
formal "interview" when they got theiv Jobs. |
"Different job sites and Occupat1ons may present the job seeker w1th very
different circumstances at the hiring po1nt Recogn1tion of this was
demonstrated at only one of- the visited programs A group of employers
prov1ded regilar assistance to one of .the youth :JST sites by having emp]oyer
.v1s1tors, offer1n free hairdos and haircuts, lectures from the telephone
company on phone techniques, and. other types of assistance. One of the
regular outside speakers is a local banker. He presents himself to the group
in his banker role and conducts mock interviews with the part1c1pants He
then leaves the room ‘changes 1nto jeans and a work shirt, and returns as the.
foreman of a construction crew an owner/worker in a vresStaurant, -an
_owner/worker in a small manufacturing firm or whatever, and rolepiays that
hiring situation with the youngsters. It is ironical that. a banker provided‘
the only evidence encountered of awareness that hiring env1ronments may vary.
As with the application card, JST programs define the most serious

~ potential client liabilities in the: interview as those unrelated to work-

history, i.e., "Fired is the only work-reiated‘concern." The “advice about
how to deal with them includes: "Turn the negatjve into a positive;'li "Treat
the subject lightly and pass on3” ™Don’t offer too mﬁch detail;" “"Assure the
employer that whatever the problem was, it's now solved." All programs warn
against "bad-mouthing" a former employer under any circumstances The advice
is essentially: "If the problem was yours [absenteeism, lateness etc.] say
the problem is now solved If it was the employer; nothing is to be gained
by complaining about the f1rm to the poss1b1e new employer You might

f

bad-mouth him, too." b
; JST leaders appear to stress honesty much more‘nmlhe interview than on

the dpplication card, perhaps because 1t s step c]os% to being hired, and
the employer is more apt to check the verbal 1nfo tion before making a

final decision. Dishonesty revealed at .that po1 cou]d conceivably be

decisive.
Just as with the app11cat1on there is a singu ar lack of focus in the

1nterv1ew-tra1n1ng process on’ the content of work Wistory, explanations for
long per1ods of non-work or Job hopping. f the mock interviewers
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focused on ask1ng peopl=a tu describe in detail their former jobs in any
detail. '
Interviewing Style o - ‘

It is in the realm of how job seekers should behave during an interview
that the personal pred1!ect1ons of the program operators most affect the
advice offered. At heart the advice encapsulates a model image of that
encounter held by the program operator. "Negotiations between equals" can
best _characteriae one model: ' it teaches job -abplicants to be active,
talkative, assertive, to "control" - the content of the interview, to ask’
‘ questions, .to press for a "decision date, to talk about accomplishments on
previous jobs that saved the employer money , - to make small ta]k to brag. 'It
has strong “hard-sell* qua11t1es . : '
\ At the other end of the style spectrum' is what can be characterized as
the “supplicant before authority" model. " The image is one of returning the -

serve on a tennis court: respond to the questions; offer -1ittle information
beyond what is asked; keep.the answéts very short; respect the time of the‘
interviewer; be verf honestﬁ don't ask questions--especialiy don't ask about
wages, benefits, or working condit1ons since employers are offended by people
whose ‘only interest is money The two models are posed in extreme terms for
the sake of clarity. 'In fact, they somefimes interngine For example most |
Drograms %gree that wages and benefits should not be raised by the job see eker.
until the job is offered, because the job seeker 4§s -then .in a better .
bargaining position, and 'is always free to refuse if the offer is too.far
below expectations. ‘ . '

- ~
Closing the Interview. "To some program operators this. is a more cr1t1ca1
point_than the 1n1t1a1/approach because 1t leaves the Tasting 1mpression It

is the point when people are asked if they have any questions. Those JST
programs that advocate the "negotiations between equals" - stance usually
provideé participahts with lists of appropriate; questions about the job,
wages, working conditions, and so forth. Peobfe are urged to detonstrate
1nterest in the company- by asking quest1ons about the firm, its produqxs or
services, and its future. The Zfoarams that are more 1nc11ned toward the
supplicant role urge their clients to ask Do guestions and remain essentially
" passive.




(ORC's own experience as an_employer offere a bit of.insight.i When
interviewing candidates with Ph.D.s for a réseérch associate ppsition\bthe'
ORC staff, interviewing in group, were matkedly'rturned against those
app11cants who asked no quest10ns This 1mp11ed an absence of, interest - or
intellectual curiosity about the nature of the proposed research. Even
impressive credentials did not overcome that very  negative indicator.
However, when the staff interviewed candidates for a ‘research- secretary '
pos1t1on, the h1r1ng decision was far more 1nf1uenced by other job related

considerations than whether or nof ‘the candidates asked questions. As with -

so many other Jjob search tegchniques, appropriate behavior is largely
determined by occupation. : .

A few of the programs also adv1¢e pe0p1e ta (1) -thank the interviewer
for the time, Lg) ask for other leads, if the job is unattainable, and (3)
ask for a decision date. Oddly, none of the programs advised people to
finish their interview by informing the employer that they would - 1ike to have
the job. The mere fact that a person is at an 1nterv1ew doesn't necessarily
. insure that he/she wants the job after hearing the ‘details. A JOb seeker may
a1so be .shopping, exploring, uncertain. Informing the empIOyer of the -
decision can'be a strong influencing factor in the employer' A mind. '

Training in Inter'viewing' Skills. Short programs, generally ES run, do not

attempt to provide any training component, either in iriterviewing or anything-
else. They inform particibant% about desirable interviewing behavior in
their lectures d1scuss10ns and in written form. However, most extended JsT
programs do offer some form of training and pract1ce in interviewing.

Training consists of practicing--emulating the real Jntervieﬁing
situation. .When the program has video equipment the practice interviews are
recorded and played back to the group so that 1ndiv1duals can see themselves
in the ro]e and can engage in cr1tiqu1ng and correct1ng their own behavior as
well as hear1ng responses from. the rest of the group. N1thout video
equ1pmentj/enactment takes p]ace before the group. in a reguTar role- play1ng"
situafion;with comments from the Jeader and the group. - .

Employer réles are played by the leader, ‘the staff, other participants;
or by employers who volunteer their serv1ces The use of the part1c1pants asl
the emp10yers ‘appeared to be un1form1y unsuccessful since participants are
not part1Ganr]y adept at assuming the emp10yers' ro]e, even with a-canned
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question 1ist. Tﬁe use of visitfng employers or their agents to role.play
also has proven problematical, many of them being not--very competent as
interviewers.’ The leaders and other experienced agency staff members appear
to be most adept at the authority role,
. The use of the video equipment presents JST programs with a var1ety of
techn1ca3 and log1st1ca1¢@roblems such as having the space necessary for a
Separate video taping room, the staff necessary. to continue running the group
while individuals are. .called out’ ‘and’ taped, and th~ time required to video
| tape every part1c1pant and play dl% tapes back to the group. For example, in -
one program with 33 part1c1pants,,the lone leader took each person into a
“Separate [room for taping, spending about five m1nutes w1th each. That tookl
nearly three hoursq dur1ng which time the rest of the ciass was unattended
and assigned to do ‘hpmework " An even longer period of time was required to
play each of the 33 tapes back to the group and invite kesponses. -In other
programs, including the ORC youth demonstration--Job Track-xthe class went on
with one leader as, one by one, people were called” into. the ideo room where .
the other leader or another staff person conducted the' interview. Operating
the equ1pment was also a problem. In a few prOgrams. participants were asked
to do so.; In fact, no program visited had adequately resolved all of the ~
technical; prob]ems assoc1ated with the use-of the v1de0

"In most programs, employers questions in pract1ce interviewing-were'
“canned,! questions drawn from the "stress question" lists. However} the
most successful ‘model noted which was emutated” in the ORC youth
demonstration, was the use of the uncorrected work app11cation prepared by
the participant as the basis for the p>act1ce interview. Th1s is generally
what occﬂrs during the job search, and it offers the JST prpgram an effect1ve‘
way of dealing simultaneously with the m1stakes in .the application-igpd in~
correcting interviewing errors.} However, this is best done by an exper1enced
person who can quickly spot the yisk 1ssues in an application form.

Critiquing the practice interview 'pas a]so sornewhat .haphazard often
lacking focus and group participation. " There didn t. appear to be adquate use
of the mode11ng technique--demonstrating a better wa} to deal with a prob]em
In fact, presenting partic1pants with role models of good interviews was not
at all evident. _ } .

- 1In genefal,- however, the use of 'th videof offers the single ,most
effective and enjoyable training devfce‘dbserved.' miformly, participants,
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. even those who -were initially hesitant and reluctant, expressed approval of
the trajning. However, most programs have time for only one rehearsal for
each participant. It is quest1onab1e whether -this is adequate to effect
actual behavioral changes, espec1a11y for the participants with more serjous
commun1cat1on problems. '

The wide differentes in attitudes and teach1ng about the employment
interview found in JST programs prompts us to turn aga1n to the available
obJective date An -article appearing in Personnel and Guidance Journal

{Galassi, 1978) offers an excellent Syntﬁesis of the relevant literature on
emplqyment interviewing. The findings are organized into a proposed training

model to prepare clients to interview mdfe effectively. Though -the artlcle
1s directed to individual counselors, it is entirely relevant to JST pro-~
. grams. The ensuing- mater1a1 draws heavily on that article and. on the .staff

tra1ning materials of ES and pr1vate agencwes )

. Though the employment 1nterview js the most widely used method of.
selecting employees, it is concluded to be a costly, jnefficient, and usually
- invalid device. The research suggests that performance during the interview
bears little or no relationshjp'to.how an applicant will perform on the job
and the results are often prejudicial to. applicants.” Nevertheless, since
_employers persist in relying on that method above all others, there is a
clear need to prepare individuals for the Job interview.

An important phase of any training program designed to improve inter-
.viewing techn1ques is educating the cljents about the interviewing process
itself so that they can develop realistic expectat1ons The curriculum
should include some theoretical constructs about different types of inter-
viewing methods content, length, different roles and styles of 1nterv1ewers
that they may encounter, and what the role of the interviewee should Ye. For
’example, part1c1pants in JST programs should understand the d1ffeﬂence be-
tween alstructured and an unstructured 1nterview. In a structured interview,
standard queEtions are. asked in -prescribed order, while in an unstructured
interview, - the. interviewer pursues whatever 1line of Qquestioning seems most -
appropriate at the time. Most large.qompeniesfﬁrefer structured'ﬁntefviews
because they believe that greater reliability and validity can be attained.

Interviewers in both the ES-and. the- pr%iate employment agencies are
trained in the structured interview. The form of the interview is usually
‘deteraned by the document in hand, in most cases the work application. This
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is,the'informétion gathering phase of én fnterview, and the agenda belongs to
the interviewer. If the. interviewer loses control of the interview, the task
cannot be compieted. The dh1y appropr1ate role for the job applicant is to
cooperate. and prov1de thef1nformataon as well and as digectly as-possible.
Any attempt by the Job app1icant to control the interview during that phase
" of ‘the process is diversionary and. irritating. : : |-

In JST, part1c1pants wou1d be much aided if they were forewarned that in
either type of 1nterv;ew the style may vary from warm and supportive to cold
~and even rude.’ Somgfprofessiona1 interviewers 1limit the 6pp1icant to very
brief remarks, and dthers encourage the applicant to do most of the talking.
A cons1derab1e amount of ~anxiety might be reduced if the JST participants

understood that / they m1ght encounter a wide variety of sty1es and
‘ interviewing manners which are not of their making, to which they may have to
" adapt. What 1s more, there is considerable variance in the relative
importance of d1fferent aspe&ts of the 1nterview according to the occupation.
For example, 9ub3ect1ve, nonjob-related factors such as communication and
‘1nterpersona1 skills are far more important in managerial and executive
positions, / of 1esser significance in clerical.and technical jobs, and of very

Tlittle s{gn1f1cance in most manual Jabor jobs. A .first rate craftsman does. .
not Je96;rdize his value if he is re1at1ve.y silent, taciturn, or inadept in
verba] expression. : : '
’The authors of- the art1c]e stress the importance of teaching job seekers
to focus their presentation on the objective, job-related characteristics in

the early stages of the interview and to interspeise that focus throughout.

The purpose is what the authors refer to as "image management"--presenting
oneself honestly but in a way ﬁhat does not allow the interviewer to develop
~negative impressions based on - subjective factors  unrelated to Jjob
performance. In fact the 11terature offers cons1derab1e 1ns1ghts which would
be helpful to JST operators, .

None of the JST programs suggested to participants that there were
different interviewing sty1es and methods, and,d1fferent hiring environments
in which the fhterview might take place. Al1, without exception, ‘posed a
singdle situation and emphasizéd-only their own' particular view of what to
expect. AJ1 JST programs would benefit from mining the research literature
about employment interviewing, and sharing knowledge about®the interviewing
process itself with their clients.




.Informat1onal Interv1ewtng

This technique, hich is quite prominently described and recommended 1n
the commerc1a] literatuse, part1cular1y in the Bolles books, had found 1ts
way into three programs as part of the tralning process. In five add1t1opa1
programs, the method was discussed and advice offered, but the activity was
not part of the curriculum. In one sense, informaticnal 1nterv1ewmng 1slthe
most recent entry in the Jexicon of work-search technigues. i

ORC researchers observed,one program in which informational interviewing
was a scheduled act1v1ty. The. program offered a__two-week Career—cho1Ce
~focus, followed by Job- Club. The heterogeneous "group ingluded, among_others,
"a black 18—yeer-o1d'who had never worked, a welfare mother, an incarcerated
seaman On work furlough, and two upper-c]ass, non-CETA eligible, m1dd1eraged
women referred by a pr1vate agency, who were permitted to sit- 104 \The
preparation of ‘the participants, their dispafch to the field in pairk and
their return after the comp1et1oh of their initial informational 1nferv1ews
(part1c1pants made their own selections about who to. interview) were a11
observed. It was a remarkab1e visual. demonstration of a “h1gh"—-a11
part1c1pants were exc1ted fu]] of information, astonished at the1r success,

and just plain "turned on.” People, ret cent and timid all week were
fight1ng for the floor to descr1be their experiences. , Z;

Job seekers are 1nstructed to seek out: information  about the 1ndustry,
-firm, and occupation of individuals, but not to ask for a Job. The interview
is projected as a form of choice research-efihd out what peop1e actua11y do
in a company or occupation of interest The approach assumes that people are’

usually cooperative and eager! ‘to describe théir: company or; their work.

‘Generally, the method is intended for highly qua11f1ed11nd1v1duals 1nvo1ved
in determ1n1ng new directions. The technique is

career-counseling firms that charge rather high fees. ﬂ
. * In discussion with program personnel who reCommend this techn1que, and
particularly in observing it, it became obvious that the goals undetwent
considerable adaptation when translated to JST part1c1pants Though it was
presented as "research" and a way of .extending a person 's !network,"
‘participants were also informed that, on the average, /25 percent of the
participants actually got jobs through this method. However, to the observ<
er,: the greatest value appeared to be a remarkable loss of fear and




apprehension -about talking to people which, one would expect, would be

carried over into the job search. . .

Ungquestionably, the short duration-of many programs raises the question
about whether it makes sense to use time for this activity. Many program
operators felt that it was particularly inappropriate for JST clients and
'youth. Such -judgments.are certainly belied by: the.one ORC observation. It
was, without_question;_of inestimable value to all of the participants.

TeIephoning Employers

Of the visited programs, ten had a superv1sed search component which
involved the use of banks of te]ephones by participants. WNone of - the
reIat1ve1y short , unst1pended mostly ES. programs provided this ‘supervision ‘
or the telephones, though almost all recommended this method for uncovering.
-vacancies and getting 1nterv1ews One PSE pr m didn't prov1de the.
telepﬁones, but did dwel] heavily on role playing’and rov1d1ng scripts. The
time allocated to the superviSed search, ma1n1y cent ring on the telephone
room, ranges from two hours a day for two ueeks, when the scarcity of tele-
phones requires assignments, to eight-hours .a day for three weeks. WIN
programs formally allow three months of supervised search, but fe' cover
expenses for the 'who]e period. Programs also vary widely or. how many
telephone calls the part1c1pants are expected to make in a day and the degree
~of supervision. Some programs requ1re the participants to turn in their work
sheets as a prerequisite for st1pend payment or allowance. All programs
prov1de scrtpts for different types of" s1tuat1ons and train c]1ents in their
use. = . ’

The telephone room techniques have been lifted, almost intact, from the
procedureslused'by prjvate emp]oymeht ageﬁcy counselors and EDD interviewers
when doing job development. The /Guide to Train Interviewers in'Job Develop-

«-_ment in_EDD and the materials from various pr1vate employment agenc1e$ offer:

‘clear analog1es¢' When “interviewers..in_ either 1nst1tut1on do not have an

or in mind, they develop a job'by ca111ng companies d1rect1y. They speak
only to the person who does the hiring and "se]i“ their oTient-~get the
employer to' agree to an interview. . Interviewers are warned not to call ‘
unless there is a client and not to seek any commitment other than the
interview. Though these professiona} brokers . usually have access to
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companies with which they have done business or aboUt' which they have .

information on file, they also often resort’ to the ye11oufpages, as well as

to the want ads. In the private agencies, there are mojtiple Purposes for

making 200 ca]]s a day besides obtaining an jntervieyé among which is the

development of new business. National officials of the industry association

‘have estimated ﬁhat 70 percent of their placements are obtained through the

. aggressive method of unearth1ng openings, rather than from those jobs already
!

In translating this method and teaching=it:to JST participants .as an
approach -to getting themselves a fjob, ‘the developers ’ reta1ned the
instructions to ta]k only to- the person who does. ‘the. hir1ng, they deve]oped
te1ephone scripts to assist the JOb seeker, they retained the pr1nc1p1e of
‘red-1ining the most 1mmed1ate1y positive -or ’salable po1nts on the
application; ahd;they retained the goal--to get a direct interview, -rather
than engage in a phone interview. The instruction to keep the conversation
very brief is also reta1ned, s0 that a maximum number of employers can: be
contacted in. the minimum time, wh1ch is als® a major concern for the
professional broker. ‘

The idea of teaching a job seeker this aspect of the broker s Jjob is
ingen1ous and has been a major contribution that perm1ts the 1nst1tut1on to

supervise the search--to retain some measure of contro] over the time and
effort of participants who are, after all, be1ng pa1d to look for work in
stipended CETA prograns and in WIN. It concentrates the search, increases
its intensity, and does indeed produce interviews which produce jobs. There
can be little doubt that this innovation is the turning point, the critical
d1fference that distinguishes the ‘current- JST programs from- the historical
attempts to teach Jjob search sk111s in st1pended programs such as the
Concentrated Employment /Program and - traditionaT HIN "programs.  Giving
information without tran at1ng it into superv1sed client activity did not
change the basic di 1but1on of respons1b 1ity- between - client and

institution--it was s 1? up to a Job developer to do the work to get the
JOb for the c11ent o a one-to-one basis The new - method, supervised and in

It provided a way to coerce the: participant into an
ssive effort, while be1ng underpinned, encouraged, and
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The process is difficult, . ted1ous, and particulariy fr1ghten1ng for."
non~verbal timid people. The professional broker has advantages over the'
individual job Seeker aside from training, experience, or possib1e apt1tude.
To start the conversation with "This 'is George Smith of the ABC Employment
Serv1ce r "This is the public emp1oyment service" is much easier and pro--
duces a. very different response than does an individual job seeker when
making the call. It is far easier for the broker to say, “I have.a fii t-
rate .applicant who looks great and has a wonderfu] persona11ty," than 4t is
- for a person to say that about her or himseif. It is not fortu1tous that
lprograms us1ng this method almost 1nev1tab1y have curriculum items devoted to
teaching people how to “brag,” how td' “package themsetves, how to give a
three-minute TV commerciaf about thef, virtues. Most people ar® hatﬁra]iy
reluctant to engage in aggressive.} jmmodest behavior and have been
conditioned against it. For the te1ephon1ng method to be successful, people
have. to 'be retrarned to overcome sucN reluctance--even more than would be
wnecessary 1n direct. contact with emp]oyers or durihg an “interview. Like the
- broker, they have to command the emp1oyer s interest quick]y enough to get an
interview, depending‘on1y on.a disembodied voice.

It is, therefore, understandable that “program operators‘often describe
the many deV1ces ‘people use to ease. out of. the process. For example,
volunteer part1c1pants in the WIN program tend to drop away at the point when
the class repairs to the telephone. banks 0f course, those whd‘pers1st
generally. succeed in getting . an interv1ew wh1ch in turn, increases the
_motivation. , . -

ORC observations of the supervised search particularly in the telephone
" room, were 11m1ted\ Project resources ‘prohibited more than a week's stay at
a site, which usua]]y occurred dur1ng the classroom period....Also,- program
ioperators were - extreme]y reluctant to permit obsErvat1ons of the ph0ne room
since it tended to make part1c1pants already apprehens1ve even more uneasy.
The design usually calls for extens1ve pract1ce sessions, a buddy system, -
role playing, listening devices, and other training methods. In actual
observation, ORC .did not see evidence of these processes and noted Tittle
supervision in the telephone room. [t was also evident that scriptslprovided
by the program were quickly abandoned, as responses were unpredictable. and ;
people's natural styles asserted themselves.- '

121




However-, ORC staff noted a numbe of serious omission§ in preparing ¢
people for' the phone room which, if fvercome, might well facilitate the
process and spare par't1c1pants frustration and unnecessary efforts. Nei'ther?r
in the instructional handouts nor in the verbal instructions were peop'le-
given any directions or warmngs about the selection of g‘:mparnes. The
follpwing are a few examples: no one is warned that before Selecting a" .
company the location should be checked for access1bi'l1ty and travel time; no' -
warnings. are ‘offered about the customar'y pr'act1ce of lar-ge company per'sonne'l"
offices to be ayaﬂab]e and open fqQr any wa]k-lmwhlch makes the telephone
call unnecessary; no 0ne is warned against ca]hng service establishments -at -
busy times. A host of such 1ns1ghts have not been accumulated or dispepsed.

~ Yet, within the relatively brief per'1o5:ls.*of observat1_gn§, ORC staff saw
* repeated incidents that ceuld have Qeen avoided, which were. frustrating,
m1s]ead1ng, and often time consuming  to the job seeker. On '_par'tie‘ipant
. expressed great pleasure at havirg obtained an "1nter'v1ew wheén, in faet, the
'utﬂ1ty company he called, which has a permanently open per'sonne'l offlce,-
's1mp1y told him to come in. Another job seeker was d1smayed when he called a i
‘'garage early Monday morning to be greated with explosive - 1r'r'1tat10n at the
bad timing, Again and - again, ORC obser'ver's wa tched par't1c1pants who,'
following. 1nstr‘uct10ns to ask - for an interview, wer'e informed by the:,,,
personnel office that company policy required that an app'l1catlon be on f1'|-e
before an interview was granted, A young person came in, after pr-esumab'ly '
gomg out for an interview, to’ annOUnce that he couldn't get there w1thout 2
car.- which he didn't have . He was too.’ deJected to start -with the phone
~ again. Yet, no matter how often such m1shaps occur, not a single progr'a.? has _
felt impelled to forewarn its clients, It is puzzhng, because many of the
- programs have been running for a cons1der'ab1e per-1od of t1me and the staffs’
must have repeatedly observed their clients struggling mth the same rebuffs,
or selecting only large cofnbanies-with ‘per-s.onnel offices, . How is it that
th2y were not impelled to develop a list.of com’paniesﬁ to call or, at‘th_e‘
Wiy least,'- to deve_lop_a senies of facilitating ‘instr;uc;:ions'other than
SCr1pts7 S » o
The faﬂur'e to r-espond to an -obvious need is wornsome It suggests
~ that curriculum and models become SO embedded, so set 1n concrete, as to lose
any flexibility or vitality. Worse, it raises the spectre that despite
protestations to-the contrary, the entrepreneurial view of the client is
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mainly manjpulative,' lacking the ne#e;aary commitment, the humanism ;that
motivates’ the extra effort to facilitate and ease an essentially difficult
task. A JST program js.obliged to’ prov1de the best tools, the best adV1ce,”
and the best ass1stance within its rebources to its participants

Follow~-up

Follow-up refers to those actions that a job seeker might take after the
_initial cohtact has been made or the interview has taken place. Few programs
consider this a curriculum item, but néarly every program suggests some type
. of action. The most common piece of advice is that the job seeker'should not,-
' wajt.for,the employer's decision, but should telephone (some say'orop in),:'

not'ouly to find out, but to jog the employer’'s memory and display serious
~intent. Both’ the NIN TAG and ‘the Self-Directed Placement program insist on
o1 Tow-up thank-you 1etters as a way Of impre551ng the employer and getting
attention. o ~> e
A1l of. the adx{ce re§ts on the assumpt1on that a h1ring dec1s1on is yet
to be made about a part1cu1ar open job, and is therefore directed toward
1nf1uencing that decision. The 1mage of where the interview occurred _is that
Tof & comparat1ve1y small company with a single of?ﬂ1ng, where the person
1nterv1ew1ng also makes the hiring dec1s1on ' * '1_:f- o

In fact, the advice is quite narrow and fails to cons1der 2 w1de variety
of hiring environments, including the 1arge personnel off1 hat ‘are noti-
fied  of openings continually: by various departments in the company.- “HMore’
"1mportant JST programs generally fail to deal with the’ strategles that job |
~ seekers should use to get into’ companies, unions, apprent1cesh1p’programs or .
industries ‘that they. have a particular dtsire to break into. This often
takes persistence, repeated calls, efforts to get to know the gatekeepers,
someone on the inside, eat1ng Junch where crew or foreman may eat, getting to
know the union business agent or dispatcher. - Many employers have stated that
persistent'efforts are the single most compelling convincer of a person's
seriousness and work ethic. Representatihes of different Joint Apprenticship -

Councils, when quest1oned about the kind of pe'sons they seek to indenture,
* concluded that pers1stence of effort to. get in was ‘the s1ng]e best indicator
they had_of commitment to the trade. Aga1n, ‘getting a “good“ JOb takes very




different strategies than getting "any" job.

neglected in most JST programs.

-Concluslon

. This conctudes the presentation and analysis of;what_lt_is,‘generally,
that JSTs are teaching their ciients. There is no doubt that, outside of
conmon sense and cOmmOn courtesy, there does not exist an irrefutabie, un- .
disputed, validated body .of knowledge that underping the content of most JST
programs. Widely c1rquated mythologies pervade the field, either because
the existino body of relevant knowliedge -does not inform the major innovators,’
operators and service deiiverers, or because the research has not yet been. .
done that woulid 1ift.it out of the reaim of ‘excessive conjecture and personal\
op1nlons, and into the real “Job worid. :

~ The critique of what is taught and done in JST prOgrams has been sharp,
but this should not obscure the fact that a substantlal service, heipful to
many, is being. provlded - Enough programs report sufficiently high success
' rates to indicate that participants do better in flndlng Jobs than they would .
~ have without JST. : ‘f ‘ \

The point is that JST prOgrams might be more productive 1f there. were a
better fit between what they teach, the real problems and needs of those who-
are taught, a e. external .realities of - the Job-gett:ng process The-;-'
‘purpose of this -analysis of JST pr0gram content is to "stimulate thought and"
- effort towards that better fit. Hopefully, it will encourage the - kind ‘of

“-labor market .’ research that will provide JSTs with) a firmer and. more
comprehens1ve knowiedge base about what really takes place in the Job search
processes . and in different occupations, and hiring env:rOnments " The JST
potential for educating and motivating the peopie they serve can only be
enhanced if. the, substance they 1mpart reflects the compiexities of the Jjob]:

N

morld as accurately as poss1ble
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Chapter VI -
SUMMARY OF FINDINGS

Though this state of the art study does ‘not. purport to be an eva1uatio;, )
job search training programs appear to be a sign1f1cant social intervention.
They have the- capacity to 1mprove job search skills and increase the
'1ntens1ty of effort” of a wide spectrum of job seekers, from welfare
rec1p1ents to executives. There is strong evidence that JST programs meet
?ﬁith much public. favor. In contrast with other types of employability
training programs, JSTs are reasbnhbly short, Jow cost, and effective.
Because of their group format, they. are particularly suited to the”
capabilities of public agehcies.whose services to the public are increasingly -

Y

needed ‘and whose resources-are continuously reduced. ) .
° The rise of JST programs has, for the most part, been a bottom-up .

‘ effort, pushing their way into national consciousness from the service
delivery point. . In-that diverse and fragmeﬁted process, a rich array_of JST
models have emerged. Some have been widely emulated ﬁationéﬁly’and have s
dominated - the field. These models, on the- whole, embodyl a variety of ‘
influences that are not always appropriafe or relevant to the “population
served. They also reflect the emp1oyment and training environment in the °
recent past which provided a fairly substant1a1 resource base from which to
draw. Thus, these influential models.  have been genera11y eisurely,
expansive, and well-endowed.’ It is dbubtfu1 that the new atmosphere which
pervades the employment and training arena will -encourage the. retention of
Ithese;samé models, particularly the length of the program cycle and in the
availability of full stipends to participants. Clearly, if JST continues to
be offered to the job seeking public on a widespread scale,'new models w111

B have to emerge that are more responsive to the new budgetary realities.

;L‘ M%JOP administrative and congresSional decisions about the fgture ghhpe

R -of employment and training delivery systems are yet to be made. Speculation

- about these pdlicy deci;k%ns is beyond the scope of this study or the crystal

<~ ball capac1t1es of the authors. Neverthe]ess, it is not- irrational to j

speculate  that the p011c1£; eventually adopted will support and- 1eg1t1m1ze a
_EUST effort--that JST prdgrams, in one form or anothghi will cont1nue to be a

o serV1c%jEBEpoﬂént Qf a nat1ona1 emp1oyment and training system.
{ > . ' -
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Heretofore, the JST altérnative has suffered from persistent heglect‘ nd
lack of oversight from national policy makers and alministrators. At this
-point, national guidance and 1eadership is needed to dincrease |the
effectiveness of this component. In anticipation of its future value to fthat
leadership, ORC offers a Synthesie' of findings which represent 'the most
minimal needs, gaps, and unanswered questions %oundlin this state of thejart -
study of JST programs: ‘ '

1. Improving Content:™ Most of the JST programs examined were handicapped
. with'a relatively meager body of knowledge about their essential subject
matter--how people can best conduct a productive search for |worke.
Programs need to present participants with a  more validated, more
appropriate and relevant core of advice which has applicability to a
variety of settings, industries, and occupations. To a limited degree,
.a body of .such information does exist in the research finding§ about
~labor market operations and job search, and within the literature and -
training matertals of the employment service. However, this body of
information remains largely unknown and unused by JST practit1o ers and .

curriculum developers, - At .a minimum, two- relatively. simple' ationa]

steps would help to alleviate this problem: .

- A synthesis could be preparéd incorporating the existing esearch

‘ f1nd1ngs about how ‘people look for work, together with instructional

materials, which could serve as a staff tra1n1ng syllabus, a reference

document ford JST leaders, and wh1chfcou1d be disseminated ong JST
service deliverers. . : .

b. 'The development of high gquality ft‘ﬁ modules would -be dspecially
useful in programs where staff training is inadequate or ungvailable.
‘The. Tilms! would insure the delivery of consistent, accurate 1 format1on
to the job seek1ng public.

Program Administration: Th% JST movement has been ha pered by
duplication of effort, underutilization, absence of cr1ter1? for staff

selection and training, and inadequately developed national standards
for measuring costs and outcomes, Several administrative aciions would
be usefu] ’ ‘
a. Centra11zed commun1ty JST resource’ centers cou]d mprove the
qua11ty of services, intrease utilization, and reduce costs.. Such a
centralized JST resource center would require the ability te cut across -
the isolation of different delivery Systems and combine various target
groups. )

b. The guality of 1eadersh1p in JST- programs -needs to pe 1mproved.
Minimum -standatds for select1ng leaders could be developed to insure a
-minimum quality of service.: Entry-specifications for new employees in
employment institutions should be reexamined to insu ‘that th

incorporate these skills, training, and experiences particularly suited
for group leadership so that JST leaders. could be selected|from a larger
pool. , Training, staff development, 'and superV1s1on all requ1re
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cons1derab1y more attention than heretofore given in order to fu1f111
the potentials of the program..

c. A standard method for allocating costs and-arriving at JST outcome
measurements need to be explored which considers relevant factors -
including who and what will be counted, at what point and by what method
follow-up will be conducted, and what will be considered success that
will permit uniform evaluations of JST programs, in any delivery system.

Research Needs: Though the agenda for research is not a pr!druty item
in the current .climate, JST programs wou1d benefit from two types of-
research effort:

a. More eva1uat10ns of JST effectiveness are needed. The current
state of the art provides inadequate direction to policy makers on many
issues of cost effectiveness. Experimental designs with non-treated
control groups are needed that would compare JST to both traditional
agency services and to those who receive no services of any kind.
Studies that compare different JST models on grossly varied dimensions
such as the cost effectiveness of a four-week program compared to.a
one~-week program would provide important gu1de11nes to po]ucy makers and
program operators .

b. Labor market research is needed which probes "and ana1yzes‘-the
- hiring processes involved in different hiring environments. The state -
of the knowledge is currently inadequate to provide job seekers with-
solid, validated information about how best to conduct their search for
work, and to provide JST programs with better guidance on curriculum
emphases. As a consequence, the field is permeated with mythology, and
over-dominated by a singular image of the white-collar, professional
Job-finding process. Very-little research has been conducted about
these processes in other occupations, and in specific industries.

D!ssemInathg Information: Despite the proliferation of private sector
.act1v1ty in Job search and- the spread of knowledge about the subject
through “books and other commercial literature, govermment 'sponsored
"programs have suffered from inadequate. d1ssem1nat1on of two types of
information:

- a, Users of employment and training programs--job seekers, employers,
educational systems, other government and community agencies-~have been
inadequately informed of the existence of this service component and its
potential value. To attain full utilizatien of JST programs and provide
the community with a .responsive service, a conscious effort must be made
to disseminate information which would induce greater use of and support
for such programs. As the widespread continuing availability ‘of a free,
individual brokering service becomes increasingly doubtful, . the. public
gercept1og and its traditional expectatuons of government programs must
e altered. - '

b. Within the employment system, there is a great need for a central
source of materials and -information about JST programs, and a means for
exchanging information across the nation. JST now operates as a set of
- discrete, disconnected local activities with designers and operators’
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- forced to pull a program together from loose strands of scattered
material. Programs are operated in isolation, with little opportunity
to exchange knowledge and experiences. A national clearinghouse
function would be a great aid to local programs especially during this
per1od of evolving models and content.

In short, JST has emerged from a long period of re1at1ve obscur1ty to
become an important new.service component. ORC‘s state of the art study, as

. documented in this report, d1sp1ays a service wh1ch is inherently valid.and
" widely valuable. Yet, it is a service that needs fyrther development to

achieve its potential. A" supporting infrastructure of" po]1c1es and
administrative actions is needed, some of which have" been outlined in this
report. An investment in building this infrastructure would seem to be
worthwhile because there are skills and knoﬁ]edge about finding work which
cen be imparted successfully, to everyone's benefit. ¥
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APPENDIX

Method and Scope

State of the art research, a term usually associated with teéhno1ogy,
suggests that the research goal is to jdentify and describe the most advanced

development--the cutting edge, In pursuing this project, ORC staff found

that such a characterization was not entirely app1iiab1e because the field

.itself has not been identified, the universe was unknown, and the criteria
for the “cutting edge* or most advanced‘had yet to emerge. The goals. of this

study were to describe the basic phenomenon itself, to probe its 1og1c, to
characterize the diversity of models, and to identify directions of change,

for the edification of policy. makers and program operators. -Such a study is . .
by its very nature descriptive and judgmental, but every reasonable attempt :
- has been made to confine judgments within a rigorous analytical framework.

-

ORC &pprOach .
- a11 research - takes a basic .approach toward its task. ORC staff

approached thid proaect with the perception that jt. must be fundamentally.

qualitative, exp1oratornfresearch " This presumes that re1ative1y Jittle is
known about ‘the subject at the beglnnlng and that the spec1f1c Besearch
strategies and methods must emerge and be- developed in the process' of gaining
the necessary understanding Thus, - .the research deslgn and _instruments

developed in advance of field work wou1d have. to be tentative.. The
exploratory approach requires f1ex1bi11ty to adapt as the integrative and.

iterative processes of thinking, data gathering, and analysis move forward..
In contrast,. ‘he evaluative approach b011ds a statistically based,

ana1yt1cal model, with variations in performance-as the dependent variable.

This is an appropriate approach when the study goal 1is to advise po11cy
makers about which of .several models is "best® or most effective. A key
premise is that-the phenomenon has reached a state of development where the
major,‘design alternatives are -relatively stable, the major period. of

innovation and development is over, and the 'major policy concern is resource - -

allocation.
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The JST component did not. fulf1ll the key prem1se For- an éValuat1ve
des1gn. . JSTs were prol1ferat1ng rapidly, even as. the researcﬁ\ wf’uin
progress. Basic models are still undergoing change, and new, home-grdwn

varieties are stitl emerg1ng The movement is ¢learly in a process of ra$1d‘

innovation and development. The primary need, in ORC staffs' view, was ho
_assist and further\that process rather than to deflect it with a prEmatute

. evaluation. Other fa tors that 1nfluenced that dec151on were: ‘

A

——

] The assumpt1on that quant1tat1ve knowledge ga1ned in such an unstab e
' period is subject to becomtng rapidly outdated /

ks

.,

o: A number of respected actors and observers -in-the field had explic1 Y

urged ORC aga1nst try1ng to identify a "best" model at th1s stage.” 7

- ¥

. Comparable outcomes or cost data would be a prerequ1s1te for evaluative o,

research. - Obtaining such data across -the lines of  three different

de jvery systems, ! with' different recprd-keeping and cost-accounting

methods, was 1nfeas1ble ~even if all of the ORC resources, were used.to
pursue’ that 1nqu1ry . ‘ .

_ The selection. of sites for study and observation reflected the ORC
approach. A state of the art study does not ask for the average or norm.'

Rather, the criterion for selection -of field vis1t sites was that each
-‘program repcesent the develdment of some 1mportant dimension in’ program
design or context. Hence, the. sample selected was entirely purpos1ve and is
| not necessarily representat1ve of typ1cal patterns of program operat1ons
Indeed in many cases, the search was- for the rare event or the needle-in-
the-haystack. )

Methodology . : | , _
The research process ~involved essentially five 'stages: (1)

“identification of the programs, {2) selection of study sites, (3) deuelopment
of field instruments, (4) data gathering, and (5) data analysis.
Data were gathered through telephone interviews, on-site interviews,.

on-site observations, interviews with significant individuals, attendance at

seminars, review of program documents, and review of literature.

T - F v -
* . » . 3

identification of Programs. The first COncern was to locate JST programs.

' The national Youth Office was asked to provide information about natignally

T
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funded youth sites, and WIN national 1ehders identified important WIN sites.
A1l Department of Labor regional offices were contacted and asked for known-
.and/or examplary. JST projects in WIN, ES, and CETA. Reg1ona1 off1ces were
- also asked to survey CETA prime'oponsobs, requesting them “to 1dentify JST
pfogram; operating under their jurisdictions. The regions varied in their
response to the reqﬁést._ Eventually, 405 of the 1979 total of 456 CETA prime
sponsors . were surveyed. A numbe;‘of ES state offices were interviewed'by
telephone to identify known and/or exemplary ES and WIN JST sites. In totai,
‘over 300 sites were identified where JSTs existed which, on. first cut,
appeared to fall within the definition. Progrim materials were also
forwarded to ORC. ‘ ’

Through an examination of program descriptions and telephone interviews,
the 1ist was reduced to 62 sites for potential visit and further study. The
telebhone‘calls also served to estab]ish'criticai modeling characteristics
that would aid in the se]ection-process In a few oases, the def.initional
boundaries were somewhat stretched because some 1ntr1gu1ng act1V1ty 1ay Jjust
beyond the border and seemed to demand inclusion.

Site Selection. A number of considerations determ1ned the choice -of 30 sites
- for visits. Th first task was to identify and select youth JST programs. '
This was. required by project contract in preparing for the ORC_ Youth
Demonstration. The second task was to select CETA, WIN, and ES programs.
Beyond-that, ORC staff considered a number of primahy and secondary modeling
dimensions in making selections. The 30 sites;were chosen with the following
primary considerations: ' youth programB--six sites; nationally recognized

models, originals and 'replications--six; exemplary programs recommended--six;
location--rural, inner-city, out-of-California ES--four; unique curriculum
_emphasis--three; unique institutional ~ arrangements--two; ‘unique service
deliverer--one; stze'of program—-one; time variation-—one. Beyond that, at
the secondary level of selection, some programs were picked because thex;had
other interesting features:. mixed youth/adult part1c1pantsf ESE-

participants, programs 1nsp1red by unique’ individual concepts, geograph1c oL

d15tr1but1on buoyant and slack economies.




R ,.- B R ,f]
Field Visit Guide--Modeling Dimensions ORC observers deve]oped an initia]
. guide for conducting the field vis1ts that exp]ored various aspects of a JST
. program.  Each cycle of ‘data gathering résulted -in changes in the Ibas1c

framework to reflect new insights The ffinal form 1is.expressed in “the
organ1zat1on of this report, further nndmf1ed by the changed 1nst1tut1ona1
realities. The framework or gu1de itse]fiwas highly detailed, with numerous
specific questions. Its design was 1ntended to organize the massive amount
of data and to overcome 1mpression1st1c/aspects of . the observations--or at
least to separate them from obJect1ve data gathering. " The: outline was
structured to permit horijzontal ana]ysvs of various dimensions. .across the 30
case studies.under the major head1ngs ﬁ -
C | / .
‘1’Eéta Analysis. The 30_case studies, the program mater1a1s, and the
additional 32 sites with. te]ephone 1nterv1ews were analyzed both vert1ca'ﬂy,
/as separate cases, and hor1zonta11yf by each dimension.of the field guide

Matrices were constructed' to capture all of the critical issues in order to
prov1de a basis for contro]]ed anaﬂysis of an obherwise unstructured body of
data i

,;'

}ﬂdaveats - The methodo]ogy 111ustrates both the strengths and weaknesses of

the study o
‘ {.‘.
A complete census of JST programs was- not conducted. The vrapid
expansion of JSTs would have outdated .the data by .the time this
report was published. - Yet it" is believed that signifiCant models
were surfaced. - ' .
-0utcome and cost- data were offered by some program sponsorS. fiHowever,
ORC staff found on initial probe, that success criteria and cost factors
were so varied and inconsistent that comparability was impossible, and»-
potentially misleading data would be offered. Hence there is no basis.
for choosing a best program or best model. In fact, given the rate of
proliferation and éxperimentation, the "best"” may be Just developing.

The study would not be able to establish which factors within programs
account for greater or lesser effectiveness; all programs were nonnnated
for their exploratory nature.

A JST program is a oomp1ex intervention which is many faceted, and it
may be administered-in a variety of settings. ORC resource limitations made
it unfeasible to gather and analyze data on atl of the modeling dimensions
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from eVery vantage point. ' ORC observers wereAconfronted with one of two
choices: apply an equal level of denth and effort to every phase of a JST
program, which would produce a relatively shallow descriptive overview, or as
an alternative, select certain aspects for more pr0b1ng and deepér an31¥s1s,
which wou1d broduce a report of unequal ana1yt1c depth. ORC observers chose
_ the 1atter ourse for the following reaSOns
o Very exce]lent and valuab]e documents are elreedy in the field which
“provide overviews of the JST phenomena, and which have been widely

-circulated. 'At the overview level, ORC staff would have little wmore to
contribute.* : : :

Each of the three: delivery systems involved with JST has 1nst1tut1ona1_
constraints and problems that, in and of themselves, would require great
probins and deep study 1n order to make a s1gn1f1cant c0ntr1but1on to
the field. : :

A | [ - .

" The one thing shared by all JST programs is that people come together,.a
leader stands before them and offers information and training about how -
they should go-about 1ooking for work. Thus, the opportiinity to observe
30 programs -in operation representing diverse de11very systems and -
client groups, provided a unique case study data base on, whigh to draw
for concentrated analysis of the conduct of JST programs

. ’

'ORC staff determined that the most va]uab]e c0ntr1bution they could make
was to focus the data gather1ng and anmalytical en@rgies on what takes place .
within .the workshops themselves--the ‘kernel. No such effort had been
undertaken by any other observer and, -because of the history of involvement
in direct service delivery by some of its pr1nc1p1es ORC was un1que1y suited -
for that task. Hence this report reflects that choice. It concentrates on
the activity itself, especially on the content of what is being taught.
Administrative and institutional matters were addressed only in so far as.
necessary to give perspective and context. _ -

S

*Robert Wegmann, a consultant to ORC on this project, wrote a paper, "Job
‘Search Assistance: A Review" which was a critical factor in increasing
national awareness of JST. Bart Kennedy prepared 2 paper for the Private
Industry Council Staff, “Self-Directed Job Search: An Intrdduction” whith
is now being circulated.  Both are excellent and comprehens1ve Both are
avajlable through: Inqu1r1es Unit, Office of Management Assistance, Employ-
ment -and Training Adm1n15trat10ng U.s. Bepartment of Labor, Room 10225, 601
D Street, Washington, D.C. 20213 :
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Date Base--Scope

This section descr1bes the basis upon whlch 1nst1tut10na1 1dent1ty was
a2scribed to- the visited sites, and 1dentif1es the external .environments.
Matrix tables appear at the. end of this chapter (Table 1) listing the _ i
1nd1v1dual sites and the1r geographlc and institutional characteristics. The

tables are offered to_1ndiqate the d1yer51ty of settings in the data base.

Institutional Matrix. The most beriign way to,cﬁaracterize what a reéeqrcher
encounters when attempting to unravel the employment and training deliveny
system now is utter confu51on and -bewilderment. Funds,. staff,\and service |
deliverers cross over from one delivery system to. another at-every level and
are different in different communities. Even the seemingly 51mp1e task of
‘assigning &.program to one of the three basic delivery systems--CETA, WIN,

ES--lnvolved complexity. ‘

" To make such assignment, three elements were considered:

Who has program responsibility? This might include a host of elements;
who keeps records, who initiated the program, in whose offices is it
administered, who is answerable? - i

Who funds thé-program? ‘Even that element was often muddy, as programs
exércised -heroic ingenuity to link funds from a varlety of sources, to
join titles, to combine state and federal funds.

. “Who actually delivers the service? Again, the elements were confusing
. and inconsistenf] For example, ES staff may.deliver.the service as a
subcontractor to a CETA program. In one state, state funds are
administered through the ES for JST, but the delivery is subcontracted

to private contractors. What should be-the institutional 1dent1ty7

Since the main thrust_bf this cesearch is to examinq the JST itself
rather than how institutions operate, ORC staff chose not to be unduly
diverted, and to make decisions on the best available evidence, with some .
application of logic. For example, two programs--one a welfare reform site,
and the other a ‘general assistance program for #e]fare clients with some-CETA
funding--are arbitrarily assigned to the WIN/Welfare category because all the

clients are on welfare. A CETA-funded youth program is initiéted.by ES,
‘operates with ES staff within an ES office. Mevertheless, its participants
must be CETA eligible and do receive stipends. It is designated as an ES
program because it is most inf?uenced’by that institution.
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Withal, the institutjonal distribuytion of the visited sites is:

CETA ' 12, lof which 4 are youth programs .
M ES . n, of wh1ch 2 are youth programs
WIN/Welfare | | 7

Most programs 1nterming1e youth and adults and many prbgramsiwhlch‘are o

not des1gnated HIN/He]fare do include pelfare and HIN recipients among their -
participants. -

In both ES and WIN, the service ils always;deliyered bj;the staff of the
institutions though this is shared with staffiof the local social welfare
agency in two programs. In CETA, JST|is de]iveredlﬁy»é variety of different -
t}pes of subcontractors. S _ S ’ |

A1l of the WIN JST programs develloped as é result of stete or national
impetus; the process was,tqp -down. Mpst of the ES sites were in California .
where the impetus has been the policy- deC1s1on of ‘the 'state agency. . However,
in four ES sites outside of California, the impetus was from the local office
staff. The CETA sites all evo]ved'fr?m local 1n1t1ative Ve ,

Geographic Matrix. The 30 visited sites were teund in 27 different‘]ocations
in 13 states. More of the programs studied were in the western part of the
nation than elsewhere. This is a corsequence of the fact that JST programs -
~originated in the west, are more numerous there, and California is the only
state where the program operates statewide in the ES. Ca]ifbrnia offered ORC
a var1ety of alternative ES designs. ' However, DOL reg10na1 offices IX and X
.(the far west) were far more aware_of the existence of JST programs. In -
fact, regiomal officés in Regions . III, IV; aﬁﬁ VI. -reported~ a]jmst no

ia, 17

programs. As a consequence, 13 of the visited s1tes were in Califo

of" 30 in Reg1ons IX and X. ‘
The 30 programs viere located in 27 commun1t1es of widely. deferent size

and raC1a7 compos1tion B

Population of Program Locales

0 to 9,999 3
10,000 to 49,999 7
50,000 to 99,999 5
100,000 to 249,999 L 4
250,000 to 499,999 2
500,000 and up 6 . S

o 27 program locales
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\\communlty itself m1ght be fairly sizeable.

. from high to low unemployment: rates, as-of June, 1980.

1
L]

Onty ‘New York and Los. .Angeles. exceeded one mitlaop, - though San
Francisco, St. -Louis, and M11waukee ‘were each central cities . with hlgh

minority densxty,' Though bTacks were the predominant minority in most

piades; there were a few sites mhere Hispanics' constituted the main minority
In the 27 communities, 13 served large rural popu1ations though the

\\ . . 1 T Hinority Composition of Places /

1} Fa
i ., - . . i ¥
‘ - H1norit1es of 25% or more ... . § -
\ - Minorities 10 to 25% * :
- Minorities 5 to 10%

Minorities 0 to 5% A
R . ‘ ' 27

Labor Markets. The prognams'vieited were functioning'in areas that ranged -

San Mateo had the lowest unemployment rate—-3 9 perceni--and Hodesto had the

. highest--13.7 percent. Unemployment rates ranged betwein 6 and 10 percent in
© 22 of the sites. -

L

~Only four of the- ‘visited _programs were in commun%tiesf where
manufacturlng const1tuted over 30 percent ‘of the 1ndUstria1 act1v1ty

Lamden, M11waukee, Rock1ngham, and. Lans1ng‘ At six of the s1tes plant

" layoffs and closings were reported. Op the other hand, 'seven sites repgpted

buoyancy and growth in the "economy. " Four of the’ 51tes werevcollege” “towns,

and two were state capitais
would indicate that JST is not a phe€nomenon whose relevance is 1imited by
type of community or labor market‘ - .' N e N
JST Models in Relation fo Externa1 Cond1t10ns >
ORC staff. were unab1e to find any = COns1stent relat10nsh1p between

external -factors such as economic ¢onditions; community 51ze, -or populat1on
characteristics, and the choices made by program 1eaders about what to teach
‘For examp]e, one small rural area considers the use of

‘ur how to teach 1t

“he telephone as a too} 1nappropr1ate for smal] comunltles Q‘Another, of
» Discussiors

dppr0x1mate1y the same size, insists on use of the tedephone.

“with program operators indicate that in many cases the chbices are based upon
what the decisonmaker heard, observed, obtaihed'fcom'national-directizggl_gr
' bdhghtgcommercially, without examining the appropriateness of the aﬁproach to

. | _ ) ‘ ' - A-8 ” -“. 136 .

0f the 27 1ocations,‘“;

Overall, the d1ver51ty of ¥he V1s1ted s1tes‘




the local environment, and without any evidence that modifications were made
to fit that situation. In most cases,.the decisionmakers did not know there”

i
e

were options among which tb‘choosé.‘ : . LT .
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GEOGRAPHEC AND INSTITUTIONAL CHARACI,EHISIIICS :

" CETA

T

YISITED JST SITES

New Jersey 11

- fover 30 percent

staff

1 s1TE | magor UNEMPLOYMENT | MISCELLANEOUS DELIVERY |- FUNDING ~Participants| PLACE IN .
POPULATION POPULATION | RATES/JUNE IRFORMATION STAFF SOURCES/ ’ -PROCESS ”
"1 1975 SERVED 1980 . LT, PARTICIPANT . )
. PAYNENTS i
.- ARCATA 12,087 " Rural .8 College town, Private 1| Wixed'titles; {Mixed CEVA_ Intended. ;
OPTIONS - tourism, lumber " non-profit] no stipend eligibles including
hunboit Co. contractor ' aot,pn-nqulslu
Calif. Ix \ - (€80) L
. CAMBRIOGE \ : ' v - .
JOB FACTORY 102,420 Suburban 6.2 Polaroly layoffs, Central National Youth, out of Free standing; JST
\ ‘ college)\tows, -tech- | CETA staff] Youth Office |school - wot pre-requisite
Mass. | ot nical sdpufacturing - Devonstyation; S
. . . stipends
. CAMDEN ACTION L -} T . _ R .
FOR CAREER ! 5,066 Suburban n.8 Two major firms shut | Central Mixed titles; [Mixed CETA Rainly .up front; JST
EDUCATJON - - .- down; manufactuging | CEVA- stipends eligibles pr:-regul;ite for’
other CET,

. LANSING
J08 CLUD -

Hichigan ¥

126,805

Rural .

lleavy auto layoffs

$90cial
. service
agency

No stipends,
Expenses

NETP/TitTe IV;

Youth

J57 not requlrdl:
voluntary

i!urll

Youth

HOBESTO 83,540 : Fast growth avea; [ CBO . | Tytle 1v; work JST not required;
T REST | Wt capitol turkey, food experience; \!olua‘l]ry
Stanlstaus Co. - ) o processing [ tull stipends . ~—
Caltf. Ix ) o :
- . d R 'A\ .w
. H1ILLSBORD 25,000 " Suburban 5.9 . FLignt manufacturing, | Central ANl CETA ixed heter JST occaslonaily
PRA.TROMAN / ’ " Rural ’ farming; near Port- | CETA titles; . geneous gr p,, pre-requis [te; mixed
WASHINGTON CONSOR- . [Jand staff ; mixed CETA,; inclnding .
TN . welfare
' clienty; stie
*Ovegon X . o pends

|
!
|

139




!
\ “GEOGRAPHIC AND INSTITUTIONAL mmcry Ics
|

s

"CETA

VISITED JST SHTES

PROGRA® 15!1’5 MAJOR UNEMPLOYMENT { MISCELLANEQUS ) DELIVERY | FUNDIHG ,’ ' Pi.ACE "t
POPULATION [ POPULATION { RATES/JUNE . FORMAT 10N STAFF SOURCES/ Part‘lc‘lpants PROCESS
1975 SERVED 1980 PARTICIZANT |- :
, _ ' PAYMENTS
" 7. PALACIOS 6,959 Rural - bou cheulcal pla i3 "School YETP l’lt'l"e v 'louth dropouts; JST occasionally -
TRANSTTIONAL - PRE- r - H’only itinerant district stipends 16 to 21 . | pre-requisite;
EMPLOYMERT program A% time wixed
“Texas Vi (‘ L .
8.} SCARAMEKTO Urban State capitol; Private | Titte 110 & | psE mandatory Two manths before. end
URBAK MAMAGEMENT ' growth in tec contractor | VE; PSE . of PSE
corp. *x logy industry profit | expense :
Calif. 1x { ’ roney
"9 géffu}pmgcrsu Urba 7.5 . f Private | Title 118; | CETA eligibles | Mixed and free stand-
- PLACEMENT CORP \ | con::gctor stipends ' :%ng;'.l."-l not pre-
' rofit uisite '
Catin? i 1 1 P ‘
' S/ , ) .
10.- SAK FRANCISCO . 164,520 | Urban %.8 "}-avny unlonized; | Ceniral | Title 10 B | PSE non-manda. | Mainly in one month-
. IKTENSIVE JpD . N centra) ourisem, co:H hdqts, | CETA ° ¥1, PS5E, no tory -] before PSE epgls
SEARCH, MOE l,” i “elty Tow manufacty rlng - | staff ‘Expense . s .
Catif. i JR— . . r money oy,
11. SAK HME"(; . 71,878 Suburban 3.9 Close to Sll[lcon Private e, 1D, W | CETA eligible, JST not requlﬁd '
’ JOE SEARCH . [ Towest Valley, unions strong] contractor | PSE, youth and special
' within SF ¢ te profit cycles; target groups
WORKSHOPS CORP. ot Inends
Calif. 1 ' pen g .
\2. Tucson .. P96 457 .| Urban | 6.6 ‘Isunbelt. very active, | €S .staff, |Titte 118 - .| iteterogencous, | Free standing, JST _
- JOB FIKLLRS . Tow wages, Few unlons | CETA unit | Stipends CETA eligibles, | not pre-requisite
WORKSHOPS, PRE-J08 ilof fman walk ins. .o
TRALKING brained ) J
Arizona X . N
] )




GEOGRAPHIC AND INSTITUTISNAL CIARACTERISTICS

STATE EMPLOYMINT SERVICE

YISITED JST SITES

.

“SITE
POPULAT 10N
1975

HAJOR
POPULATION
SERVED

UNEMPLOYMENT
RATES/JUNE
1980

MISCELLANEOUS
THFORMAT1ON

DELIVERY
STAFF

FUNDING -
SOURCES/

FAR ICTPANT

PAYMENTS

W

Pérticipants

. BERKELEY FIELD
OFFICE

Callf. 1

110,465

- Urban

Suburban

8.3

College town

Ho funds
Ko stipen@s'-

Flow of traffic,
minly profes-
sionals & career
cholce

. FRESNO FIELO
OFFICE
J0B FINDERS

Callf. 1X

176,528

depressed arpa, -
‘ l!ecenwwd?t:ial

Centgr of wine
growing; heavy agri-
culture;-10ng range

ES.. temp.
& Inter-
mittent

State Youth
funds: [18,

AV; Discret, ;

stipends .

.CETA eligibie,
out- of School
youth

Free standing

-

. GALESCURG FIELD
OFF ICE

Nlinols ¥

ing

Edectric & ele}:tronic
equipment manufactur-

CETA dlscre-
tionary; no
stipend .

CETA ellgible;
out of scllool

Free standing

. LOS. ANGELES
SOUTII GATE FIELD

AT

{integral part of LA
metro; heavy plant

layoffs In district

No' funds

Ho stipends

-lteulul claimints;
Yatd off auto

| workers

Beginning of U

- PORTERVILLE FlEl.O
. OFFSCE

Catif, 1x

Grapes, cotton, {ndus-
trial base; lnu uageS.
non union

€S tewp.
4 Inter-.

mittent ©

Mo funds

r—
ES fYow and
u

. RAP10 CITY FIELD
OFF 1CE /JOB .
EDUCATIONAL PROGRAM
South Dakots ¥i11

lowest
Heavy .

Right-to-work,
wage rates,
tourism

Es tm‘.
Part time

Ko funds
Ho stipends

WiN, CETA clients
fiow of traffic
cowbined"

CETA and WiN

Flow of traffic

Flow of traffic .
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_ GEOGRAPHIC AND INSTITUTIONAL CHARACTERISTICS

STATE EMPLOYMENT SERVICE

ViSITED JST SITES

PRDGRM,\"

SITE -
POPULAT §ON
1975

MAJOR
"POPULAT 1 ON]
SERVED

UNEMPLOYHENT
RATES/ JUNE

1980

H1 SCELLANECUS
THFORMAT 10N

W
/DELIVERY

STAFF

FUNDING
SOURCES/
PART ICIPANT
PAYMENTS -

. b
Participants .

PLACE IN
PROCESS

7. ROCKINGIAN F1ELD
OFFICE

North Carolina 1V

6,316

Rural

8.9

Fast growing, ‘textile
and mill products,
Labor force 25,000
{in county service
“arep) -

ES.
comselor

CETA discret, |

Stipends

Flow of traffic,
voluntery; CETA
eligible, mixed.

50% to work site
assessment

8. ST. LOVIS FIELD

OFFICE
nissoﬁrl ¥il

523,964

Urban .
city
center

Heavy recent General
Motors layoffs,
Highest percentage
of minorities

ES,
‘counselor

funding

Counselor’s
referrals

o

After counseling
session :

9. SAN DIEGO SERVICE

CENTER -
Callf. 1x

o

REPORTED 49 CETA

‘| no funding

No stipends

Job ready flow

&cliinnts

Newly registered

mostly .

"10. SAN FRANCESCO .
FIELD OFFICE

.Calif, IX

-.--"‘h\

REPORTED

10

"CETA

No fundi
Ko stipends

Professional &
caresr choice,
all Yocal .
offices S

WA

1. SANTA CRUZ F1ELD

OFFICE
Calif. 1X

Highly seasonal,
tourist, college town

Mo funding
No stipends

Teaffic flow, °
[H !

- 4
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- HIN/WELFARE

”

VISITEQ JST SIIES

/

i

'PROGRAM

POPULAT 10N
1975

WMIoRY,
POPULATJON
SERVED

UNEMPLOYMENT
RATES 1980

- M1 SCELLANEOUS
“INFORMAT ION

DEL JVERY
STAFF

HMANDATORY/
VOLUNTARY:

MODELING

. JISSUES

INCENTIVES
OVER"WELFARE

. BARLEM
- JoB CLUB
‘New York 11

8,000,000

Urban
city
center

\

AN

7.3

| Mainly placi ghetto

ES/WiN

Original
Azrin test
site .

$30/imnth
$3/unch
transportation

. IIAYMARD
JO0 CLUQ
calif. Ik

Urban

6.

5,

Big blue collar work .
force; within comute .
of San Francisco & Son
Jose

SAU staff
ES/MIN

_\\

. A
?oluntgﬁy
attendance
pre-NIK
certification

||o'rruh trained
JASAP-CALIF.

experiment/comb,

WIN/CETA/ES

CETA stipend unti)
welfare certification

LALOWELE .
,LHELFARE REFORM

.11 14 :
‘Mass. |

Urban

Cold textile, big
growth & economic
renewal effort

HlﬁIES

JST pre- :
requisite -

Straight
Azrin

Incentive and
expenses ¥

r

4. WILWAUKEE®
Misconsin ¥
e .

665,796

Biggest program,
heavy manufacturing

Socia)
service
agency

Mandatory:

Azrin

. 4% CETA stipend

“6. SALEM _
T 008 cLus .’
Graegon “lﬁ

i
i

State capitol,
big tayoffs

ES/NIN

SAU staff

Hodi¥f led
Azrin

$40/week - 2% weeks
$3.50 tunch and
transportation

6. SIKESTON
300 CLUB
Missourf yIl

15,775

Rural

ES/MIN
counselors

Hahdatory

Straight
Azrin

$15/week
$2.00 lunch and
transportation

7. TucSon
Arfzona 1X
. !

|

.REPORTEOD #12.

L )
i .

WEN/ES

[loffman
tralned
Yeaders

355 weekly
incent lve .

~*Mot WiN--General ASsistance--CETA funds for % time stipend

146

!

)
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