Follow up quickly again to secure a meeting, This may take multiple calls.

The next step is the follow-up to secure a meeting. This should be a call to the contact person
established in the prior call, and simply be an inquiry as to whether the CEO has received,
and read the letter. This can often take several telephone calls, for a variety of reasons (the
CEOQ is away; hasn’t gotten to the mail yet; etc.) However, even if this means that the

clubhouse must have many contacts with the secretary or assistant, this can actually be
beneficial. By the end he or she has often become the clubhouse’s ally, steering the letter and
enquiry, and ensuring that it gets a response. Clubhouse experience indicates that using this
process is quite successful in securing development meetings. However, it is also not unusual
for the company to convey that, although interested, they are not currently in a position to
support this kind of program. This can still be a positive response. The clubhouse needs to
keep an organized record of when to contact each company again.

When a meeting is arranged it is best to send two people (never more than
three)

This point 1s somewhat seif-expianatory. The reasons for sending at least two are that two
people are more likely to cover all of the important points about the program and can correct
for any mistakes made by the other. Also with two people, the chances are increased that the
CEO or assigned staff person will ‘connect with’ at least one of them. Three people can
sometimes work t00 but more than that is overwhelming and can be distracting or confusing
in an important conversation.

Each clubhouse must decide whether or not to include a member in this initial TE
development team. In some circumstances, a particular member can provide a clear and
articulate perspective that staff would not have. In many circumstances, though, it is a
stronger presentation if the employer is invited to meet a clubhouse member at the member’s
actual TE site instead of during the development meeting.

The team should plan in advance which person will lead in each part of the presentation, but
should also agree that if one person is presenting, short comments by the others are OK,
which makes for a more free flowing, comfortable meeting.

In the meeting briefly describe the clubhouse and address common issues
about mental illness

An effective way to start the discussion is with a short history of the clubhouse movement,
and then an overview of the Clubhouse Directory, focusing on clubhouses around the world.
{t1s important that they understand that your clubhouse is not just a local program, but part of
an impressive, worldwide movement. This can be followed by a brief overview the clubhouse
model, and some of the things that are being done i the local clubhouse. Tt is helpful to
prepare in advance a list of some of the work that members contribute to, and a few special
clubhouse highlights. It is a mistake, though, to try to explain too much or to take up too
much time in this description.
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"It is also effective to speak briefly about the new generation of psychiatric medications,
which have been effective for so many clubhouse members. People using these medications
report that they are now much more focused, free of side effects, and generally more
comfortable. Often, this short d;scussmn will put to rest some of the imagined risks in the
pmgram

Quickly overview the supports in TE, for both employers and members.

The clubhouse team should then give an overview of the supports for TE, for both members
and employers. It is very helpful to have a paper or brochure with this information for future
reference, or as a pass along for their colleagues. {See example later in this manual)

Again, the process is greatly facilitated if the clubhouse team repeatedly lets the potential
employer know that they are looking for only one position. It is easy to be enthusiastic
about all sorts of potential jobs within the company that may be discussed. However, focus
on a goal of one placement as a beginning of the clubhouse/employer relationship. Additional
placements can be added later if the relationship is successful.

When discussing possible positions it is sometimes a good idea to “seed the thinking” of the
employers by suggesting the types of work a member could do. One way to do this is with
pictures of members working on TE at other companies and describing the jobs. Pictures of
members working at the clubhouse are also helpful.

If the employer wants fo discuss the possibility of interviewing the member
prior to employment itis a good idea to re-direct this idea towards a get-
to-know-you meeting or a trial workday.

An issue that often comes up in the discussion is whether or not the employer will be able to
interview or screen the members who will work in the placement, The clubhouse team might
suggest a get-to- know—you meeting instead of a competitive interview. . They might also
suggest a trial workday, with employment back dated if the member proceeds through
personnel.

Another common issue brought up by the employer is whether they would be able to hire
permanently members that they like. The clubhouse tearn can enthusiastically note that it is
not uncommon for employers to be so pleased with the work of clubhouse members that they
do want them to stay. However, it is important to stress from the outset that the clubhouse’s
greatest need is for time-limited TE positions, which give many members the opportunity to
work the job.

Don’t expect a “yes” at the end of the first meeting.

Employers rarely end this meeting with a firm agreement to begin TE. The clubhouse team
can end the meeting by suggesting a possible next step to help the company learn more about
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the clubhouse TE program. One strong strategy is to suggest a visit to an existing employer
{rather than a visit'to the clubhouse), where they can meet a working member, and talk with
business people who support the program. At the end of the meeting, it is useful to exchange
business cards, and especiaily to get employer’s email address - which again, should be used
with permission. '

After the meeting quickly follow up with the thank you note.

The thank you note should express appreciation for the meeting, restate the goal of a single
placement, and convey how important that opportunity would be to the members of the
clubhouse. If development becomes an extended process, as is often the case, the clubhouse
should find creative ways to stay in light contact. Some might include a note about some
special clubhouse development, any newspaper articles about the program, or even a special
employment-focused edition of the clubhouse newsletter.

TE development can take a long time, and it is important to be persistent in maintaining
contact with each employer, Fountain House’s Dow Jones placement, which has been a
valuable placement and reference for a long time, took two years to develop. For the many,
many members who have benefited from this opportunity, it was well worth the wait.

1
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Transitional Employment: Placement Management Practices

Placement Management Configuration

There is considerable disparity in clubhouse practice regarding how placement management
systems should be structured. The weakest alternative is to'rely totally on one or a few -
vocational specialists in a referral system. This practice loses much of the benefits of
clubhouse-based TE, as it does nof utilize the important relationships that are developed
through side-by-side clubhouse work, The practice, though, is not uncommon, because of the
pressure to write grants for much needed vocational funding that include specific staff lines,
In reality, enlightened funding sources should be able to appreciate that four staff doing TE
twenty-five percent of their time will accomplish at least as much as one staff spending all of
his or her time on TE business.

For more serious programs following the Clubhouse Standards, with all of the day program
staff acting as placement managers, a common placement staffing configuration is a
lead/back-up system. One placement manager is assigned primary responsibility for a given
slot or group of slots with one employer. “Back-up” staff learn the job, and are available for
training and coverage when the lead person is unavailable. The perception is that having a
designated leader creates needed consistency for both employers and members, A lead/back-
up system, however, is usually not as strong a configuration as placement management
partnerships- in which two staff share full placement responsibility.

The Partnership Model

The partnership concept follows from the following clear clubhouse goals: broadening active
staff responsibility for TE; enhancing the importance of significant relationships between
staff and member in TE; increasing the effectiveness of decision-making about placement
practices; creating the scheduling flexibility necessary to include more staff: and consistently
meeting our commitments to employers.

One of the risks of a lead/back-up system is that many back-up placement managers de not
become invested in the snccessful maintenance of the placement, Back-up staff as a group do
not develop nearly the sense of ownership that lead staff do, some having other jead
responsibilities of their own, and others only involved in backing-up a slot or two.

Partnerships, on the other hand, share primary responsibility, including decision-making, on-
site work, and problem solving. Given a large number of players leadership will naturaily
emerge, but responsibility is shared. The ideal arrangement is a fifty-fifty split of the
workload, balanced out over time, but with considerable flexibility to reflect member and
program needs.

Placement management partnerships greatly increase the chance of depending on significant
member/staff relationships in making placement starts. This creates the many positive
dynamics, unique to clubhouse-based TE, that go beyond placing members with high
employment interest and “readiness,” to actively encouraging hesitant members to try
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placements. In the partnership model, there are two fully invested staff members saying to the
members with whom they work: “Take a chance on this job. and we can work on it together.”

As will be discussed, there are many reasons to support working members through the day
program, rather than by means of frequent visits to the TE site. Because of this, TE often
becomes a relatively “low information” system. With managers having limited contact on the
job, it is all too easy for placement managers to miss or misread sometimes subtle employer
messages, or to read things into a comment or ook that are not there. Having two equally
involved and knowledgeable placement partners allows them to compare notes, improve their
perceptions, devise strategies to further their goals, and best respond to the employer’s needs.

Staff scheduling flexibility is facilitated to a degree by a lead/back-up system, but not to the
extent of placement partnerships. Besides having two equally knowledgeable people who can
cover for each other’s vacation, sick or compensatory time, partnerships provide better
flexibility to balance out the many other competing demands of clubhouse work. Placement
partners can even share half shifts for training or coverage if situational needs dictate.

A final important question regarding placement partnerships is whether they cost more staff
time than other alternatives. In one sense they are slightly more costly, but in others,
substantially less so. If placement management partners split a shift there is just as much staff
time spent training or covering, but transportation time to and from the site will obviously be
doubled. The clear advantages gained in effective decision making, member and employer
support, trading on significant member/staff relationships, and scheduling flexibility,
however, more than make up the difference. Clubhouses using another placement
management configuration but interested in the possibilities of the partnership system, might
experimentally try changing a few of their placements to see where the expenence might
lead.

Member Placement Management

Many clubhouse programs have experimented with member placement management, and the
consistent message is that it is hard to establish, and hard to sustain. When it works, however,
it is a tremendous contribution to the clubhouse community and is experienced as a great
achievement by the member who has taken on this difficult role.

The possibilities for member placement management to come apart, however, are numerous.
The members are volunteers, and their situations change frequently, so that what worked this
month or year may not work the next. Members quit placement management for many good
reasons, such as to take a placement of their own, to go to school, or to work full-time. A
recurrence of acute mental (or physical) illness can also interrupt the process. Nor do all of
the people who have been willing to try it have the force of personality, or the teaching and
communication skills necessary to make it work, The same holds true for staff, of course. But
if staff can’t learn to effectively manage placements, they are in the wrong job and should
ieave.

Exploitation also becomes a risk. Clubhouse staff are overloaded by design, and it 13 all to0

easy to compare schedules between staff and member partners and conclude that much more
than 50 percent of the time, the member haif of the team is freer to do the on-site work.
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As in other areas of members’ lives, equality and acceptance are hard to achieve--from their
peers, families, employers, and sometimes, even staff, Member placement managers
sometimes get messages from members in training such as: “You can’t tell me what to do,
you're only a member yourself” Or an employer might report to the member placement
manager, “John is doing fine, no problems,” just before calling the staff partner with a major
complaint. If a solution to this serious issue ig possible, and perhaps it isn’t in every case, it is
going to come through perseverarice by the member and a serious, conscious, educational
effort by the staff. It is not enough to just sell the idea of meriber placement management
partnershipsto employers. It is 2lso our responsibility to educate them about the 50/50
partnership, about shared responsibility, and about shared leadership.

other, particularly during placement starts. If the member is struggling with the role, the staff
partner should touch base perhaps even more frequently than with another staff partner.

So, although member placement management is harder and it comes apart more easily, when
it works, it is clearly worth it.

Transitional Employment: Pre-Start Issues and Practices

Screening .

- One of the best opportunities for negotiating a sustainable placement comes through -
screening a proposed job in advance, The staff involved in the Jjob development can do
screening, but it is also a good opportunity to introduce future placement managers so that
they become involved early on in the set-up process, and invested in the placement’s success.

It is tempting to accept a company manager’s Job description as accurate and complete. In
reality, however, stde-by-side work with the employee currently doing the Jjob often brings
out additional duties or challenges not included in the initial verbal or written job description.
At the point where an employer invites the clubhouse to screen the job, they have essentially
said ‘yes’ to the program. By withholding agreement untii someone from the clubhouse has
physically tried a job, it sometimes becomes possible to exempt or trade off specific duties
that would cut member accessibility or create extended training requirements, and thys make
the job unsustainable as an ongoing placement. Waiting to say ‘ves’ can also enhance the
clubhouse’s credibility, as employers see that the clubhouse is professionally seeking a good
Jjob match.

This practice clearly gives the employer the message that the clubhouse is not interested in

taking on ajob that it cannot do well. The negotiation process over new placement duties also
helps clarify with employers the TE goal of securing a job that many members will be able to
do over the years, and gives the clubhouse some protection from future changes in placement

duties,
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Staff Training

Again, it is tempting to shortcut the process of having placement management staff fully
master new job duties before introducing a member employee. Too often staff stumble along
in teaching a new job, barely ahead of the member in training, because they didn’t take the
time to develop competency before starting a member. Full staff mastery of the job is also
important in terms of clubhouse credibility, and thus strengthens the relationship with the
employer.

Developing Training Material

It is rare that employers have organized training materials to assist new employees. Even the
occasional company job description is often outdated, or leaves out many significant details.
The most common employer training strategy is a minimum of one-on-one assistance, with
instructions to ask questions along the way. This often is not the best way for clubhouse
members to learn the job. It is extremely benéficial, therefore, to use the pre-start period of
staff mastery of a placement to develop training materials. The many advantages to this plan
mclude:

* an opportunity for staff to more thoroughly organize and negotiate
the details of a job;

« ahigher level of staff mastery of placement duties, as they struggle
to clarify details;

* reduced training time, with commensurate advantages for staffing,
- as well as a more normalized start for members;

* an opportunity to identify the full name, and thus initiate positive
relations with, every employee who significantly relates to the
position;

¢+ higher confidence for members in the competency of placement
managers as an ongoing resource for placement details and
adjustment issues;

* consistency in teaching job details by several placement managers;

* a positive impression by employers for the professionalism and
seriousness of our training effort;

» higher confidence for the member that even when training is ended,
they have written information on the job should they forget key
details;

facilitation of future staff coverage should both placement
managers be absent;

L

the efficiency of using training materials for many future starts,
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A key tool for developing effective training materials is a computer. Succinet, clear and
useful job details are seldom achieved in a first draft. Developing written (and graphic)
materials using a computer provides the chance to refine ideas, as well as ease in printing
updated copies. Clubhouses that do not have access to computers can submit grant
applications to either State VR or OMH agencies for a computer, printer and software for
training material development. These proposals are attractive and often funded, because they
have the benefit of being useful for both educational and vocational goals. Or, computer
hardware and software can be added to a broader employment grant proposal. The potential
for member contributions to develop, update, print and bind training aids further adds to the

attraction for funding sources.

Placement training materials must be easy to update, reproduce, and use, and in a form that is
relatively durable. Having computer-based training materials meets the first two
requirements. The most useful and efficient placement training materials are printed on 3x5”
cards and bound by unit members into books with plastic pockets, obtainable in any office
supply store. Some clubhouses bind these materials using a Velabinder, purchased under a
special grant application (education and employment) to State VR agencies. Such “detail
cards” fit in shirt pockets and are (relatively) indestructible.

The example on the right shows the cover sheet of a detail card, which identifies general job
information such as names of supervisors and co-workers, telephone numbers and addresses,

and contact information for placement
managers. Names are particularly helpful
since job start anxieties are common and
establishing positive relationships is a
challenge which is, for both members and
placement managers, significantly helped by
learning people’s names early on. Additional
detail card pages will vary in the amount of
information they contain, depending on the
complexity of the job and the degree to which
it lends itself to written and graphic
clanfication. However, it is important not to
detail too much written information. It tends
to be harder to update, can hide key
information, and is less likely to be used.
Training material is a supplement, not a
substitute for training.

Other possibilities for detail card information
include paydays and procedures, public
transportation routes, work and break
schedules, delivery routes, and office seating
arrangements. Besides assisting with initial
learning, the member is also relieved of the
concern that he or she will forget details after
placement managers end training.
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Developing effective training materials for TE is an investment in time and energy. Those
realities are definitely limiting factors in staff's often pressured jobs. Clubhouses that spend
the time to develop and update training materials find that it much more than pays back the
effort, particularly in reduced training time, increased member confidence, and strengthened
employer relations.

Member Selection

approach that point with seasonal surges in placement availability, on a year round basis, it is
much more difficult. When placing members, therefore, there will be issues of consistency
and fairness, inclusiveness, forgiveness of failure, and the appropriateness of the job match.
The following are some of the alternatives that have been tried by different clubhouses.

A Senior Staff Decides e

Executive‘or Program Director, TE Coordinator or whomever, this is & process where some
higher authority decides which member gets which placement. It is a system that is fraught
with problems. In a substantial TE system, no authority figure will even approach knowing
all of the jobs, and thus reasonable: Job matches, reflecting the subtleties of duties and
employer relations, will too often be missed. Even with the most thoughtful and experienced
decision maker, favoritism can too casily at least appear to develop. Sometimes-placement
managers conclude that members whom they don’t believe make sense for a job are being
forced upon them. In its extreme, this can lead to staff subverting the member’s opportunity.

Decision by Committee - : :

All of the problems noted above regarding decision by authority apply, although more
participants and input are appropriately built into the system. An additional problem,.
however, is that it is too easy to end up exerting a destructive influence, on the member and
the whole clubhouse, as a result of covert disagreement among the committee members -- too
much politics.

First -Come, First -Served :

This system has the attraction of being more equal, and that is certainly a goal that carries
weight in clubhouse ethics. However, this approach doesn’t work very well operationally. An
example of first-come, first-served would be the use of a chronological list of members who
have indicated their interest in a placement, with the person who has waited the longest being
given the first Opportunity to accept the next available opening, and staying at the top of the
list until getting a job. This strategy reflects the view of TE among many non~ciubhouse
writers that all placements are simple, unattractive {usually only implied), and able to0 be done
by anyone with a willingness to work. Clearly, this is not the case.

In fact, diversified clubhouse TE systems offer placement opportunities in a wide range of
sophistication of duties, settings, pay, and even prerequisite skills - including some typing or
computer literacy. There is also 2 broad range in the level of responsibility to be found in
most placement systems with a dozen slots or more. It makes no sense for someone close to
full-time, independent employment and ready for a complex Office Assistant placement to tie
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up a very high access, hard to find slot sorting proxies nine hours a week in a fully staffed
group placement, because he or she wants immediate income, Nor does it make sense for a
struggling member who actually needs that fully staffed group placement and 1is supports to
take the Office Assistant position because he or she wants the higher wages, and came up
first on the hst. o

Inclusiveness in TE selection is also an evolving process and ongoing challenge with
employers, and is seldom fully achieved carly in the relationship. Employer’s perceptions of
the appropriateness of our placement selections evolve over time. They are much more likely
to accept our taking chances on people with more severe vocational problems and thus a
higher early-off rate, if we take seriously our commitments for training, coverage and
problem solving. TE is very much an earned relationship, built on trust.

Final Decision by Piacement Managers

Although this alternative does have problems, it also has a number of attractions. Problems
include some seemingly inevitable favoritism and a disparity among placement managers’
interest in the challenge of taking on untested, previously failed, or otherwise struggling
members. Hopefully, staff will also grow with their TE experience, and in fact, this often
does seem to be the case. '

The positive aspects of final selection by placement managers are many. Having the final
selection decision gives placement managers the chance to work with members with whom
they have significant relationships, most usually in their unit, but from other relationships as
well. Trading on relationships helps managers to sec beyond the members’ obvious
disabilities, to appreciate their strengths, and believe in their courage in trying. Those match-
ups can be surprisingly successful, and often open the way for more daring choices than
authority figures or committees are likely to make. An important difference is that placement
managers are then much more vested in successful outcomes. Members are also more likely
10 take a chance on work with placement managers with whom they have a significant
relationship, and do better with them as partners on the placement attempt.

Over the years, clubhouses have struggled with the ethical and operational problems of
placement selection. It is clear, though, that a variety of factors have to be taken into
consideration. These factors inciude: support from the managers working with the member m
the unit; how long the member has been waiting for a placement; the importance of making
sure new members can enter the system; and the need for repeated chances for members who
have had placements before but aren’t presently working. It sometimes means supporting
members who are doing well and want to keep working, who have a goal of independent
employment. But it also means advocating for those who are slow to get needed
opportunities. An up to date list, by unit, of members interested in a placement is a good way
to make sufe a placement opening review gives everyone a chance to be considered. When a
clubhouse has an employment unit, unit members should be responsible for keeping the list.
But when the system is working at its best, there must also be a mechanism for pursuing
members who are too frightened or insecure to even put their name on the list.

Placement manager selection cannot be done in a vacuum. There should always be the
possibility for all sorts of trading on relationships between staff and member teaders, with the
potential for placement change plans to develop that involve a domino effect of sensibly
matched placements for three or more people. It can also becomne a process of consensus,
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with broad agreement that some slots need to be reserved for more disabled members, or
wide agreement that a certain placement would be a singularly good match for someone with
a special need. It is important that all placement managers talk to each other, check on
possibilities, explore ideas and try to figure out ways to make it work, to do it better. Anyone
(staff and members) can have input and advocate, but those with the most influence are the
placement managers who are doing it, who significantly add to their workday with their
placement loads. They have the most influence, ultimately, to say yes or no to a given
member on the placements they manage.

Although this system does not always result in the strongest placement matches, most of
them will be good and the process works well in a clubhouse culture. In this system, there is
no authority figure deciding on the TE futures of every memiber. Of course there is the
possibility of misuse, but the openness of the process keeps it strong.

Advance "Looks"

There are a number of ways to help members decide whether or not to take a given
placement, or, if the placement manager is actively trying to recruit them, to encourage their
consideration. The first is obviously 1o get a job description from placement managers. Going
through detail cards can help that process, as can looking at pictures of other members and
supervisors at the placement site, giving them a clearer idea of the work environment and the
people involved. Another good practice is for them to discuss the job with members currently
working on the placement, or even with members who have recently had the job. Those steps
lead naturally to an advance, on-site “look” at the pEacement

Even for members who are ready to take the job without seeing it, encouraging them to defer
making a decision until they visit the site makes sense.

An advance “look” at a placement is going to help resolve both the member’s unwarranted
fears as well as their sometimes unrealistic expectations. If traveling by public transportation,
as members are not earning money for a site visit, the clubhouse should pay their carfare (as
it does for staff). Generally, a half hour to an hour at the placement site is sufficient.
Members should be introduced to the people with whom they would work, given an overall
sense of the job, and a tour of the work area. If there is lifting to be done, a trial effort can
help resolve fears or clarify expectations.

This 1s an excellent time to engage the member who is currently working on the
placement to share in describing the job. If it is an issue with an individual member, it is
important to discuss company rules regarding smoking, and when and where it can be
done. It is important, though, not to take two or more members together on a deciding site
visit. Having several members on such a visit obviously sets them up to at least feel as if
they are competing with each other for the job, which is antithetical to the whole concept
and ethics of TE. Although there is legitimate concern about the efficient uses of staff
time, in this instance it is better to make two or more site visits separately.

o
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Transitional Employment: Working with the Personnel
Department at the TE Site

Relationship

Since chibhouse-based TE requires that the members be on-the-books employees of their
companies, relations with Personnel become critical to the successful maintenance of a
placement. With the clubhouse’s commitment {0 absence coverage, and sometimes the need
to take one member off the job and put another one on, extended delays in personnel
processing can in itself make TE so staff intensive (and expensive) that it becomes
unsustainable. For long term, high access TE, it is no exaggeration to state that the clubhouse
must have a friendly, responsive Personnel connection to make it work. Some Personnel
Departments work well with the clubhouse from the beginning, but most require some
education about the program and its goals. For these, placement managers must invest the
time to post Personnel Reps on member progress, problems, placement changes, and
processing needs and details. Even when Personnel relations are solid and the placement slots
are relatively stable, ten-minute briefings every month is a good practice.

Processing

In the best of all worlds, with infinite staffing resources, it could be argued that having
members undergo a full Personnel processing would be the ideal, as it represents the normal
way of entering employment and thus adds to the vocational experience. However, a normal
Personne} processing demands close accounting of both employment and residential history,
coupled with a formal interview, which can be restrictively difficult for many members and is
generally unnecessary. TE is designed to be forgiving, a fresh start, so that past employment
problems or gaps don’t really matter, are in fact a given, and generally needn’t even be listed
on applications. Many clubhouse members have been homeless, or because of periods of
acute illness, cannot always remember when or where they lived in the past. Because the
members are part-time workers, most company benefits don’t apply, and extensive personnel
information regarding non-applicable benefits can be confusing.

Not all TE employers {i.e. some banks and the government) will allow expedited personnel
processing, but where it is possible, even if it has to be introduced to the company ina
gradual manner, it is preferable. Filling out applications, tax and I- 9 forms can take an hour
(and sometimes much more), and an hour of staff time is substantial. If the Personnel
Department will allow these forms to be filled out in the clubhouse, members still get the
experience of completing them, but the placement manager will be free to attend to other unit
work while still being available to assist with the forms when necessary. Some employers
will even waive applications altogether, requiring only tax and I- 9 forms, a reflection of their
understanding of the clubhouse's prerogative to choose who will be given an opportumty to
try a job, irrespective of past employment success or failure.

Interviewing

To a degree, interviewing can be a valuable, normalized part of the employment experience.
Where Human Resource policy requires a formal interview, the principal concern is that it
not be eompetitive, so that a member would not be denied employment based on a poor
interview. Placement managers need to help new personnel representatives understand that
members will have substantial gaps in their employment history, that a part of those periods
may be time spent in psychiatric hospitals, and that those experiences are often painful to talk

26




about. Thus clubhouses ask for more of a “get to know you” interview, focusing mote on a
person’s present activities, such as his or her unit involvement, recent (listed) placements, or
perhaps clubhouse housing. Where such interviews are required, the member should decide
whether he or she wishes a placement manager to be present.

It does occasionally happen that following an interview, Personnel will reject a member.
Most frequently this happens because the member had very disheveled or dirty clothing, or
poor hygiene. This is clearly the error of the placement manager, who has not sufficiently
prepared a member who doesn’t understand the expectations of the system. If the rejection is
based on an interviewer’s perception of the member as not being ready to do the job, it is
worthwhile to speak privately with the interviewer about the issue of the member’s need for a
chance to try, with the possibility of failure, as a part of the rehabilitation process. The
credibility of this argument is, of course, closely related fo how effectively the clubhouse
meets its commitments for training, coverage, and problem solving, thus taking responsibility
for unsuccessful placement starts. ' '

Obviously, the clubhouse doesn’t always win. Not every placement works out from the
Personnel or Management end, but a serious effort to resolve employer related issues will
often be successful over time. Clubhouses work to develop the best placement opportunities
they can. This often involves a struggle 1o educate the employer and Personnel departments,
and sometimes it simply doesn’t work. It is part of the process of building a quality, inclusive
TE placement system.

Medical

Some TE employers have medical exams as a part of their normal hiring process, which they
expect clubhouse members, as on-the-books employees, to undergo. Medicals inevitably
include a request to provide a list of medications the individual is taking, which is
appropriate, since side effects can effect work performance. Clubhouses run into conflict,
however, when the employer wants a diagnosis for the member’s psychiatric illness. The
member might choose to share that information (but shouldn’t have to), but it would be a
breach of professional ethics for placement managers to do so. It is a given that all
employment referrals by the clubhouse are persons with severe and persistent mental illness.
That information, along with a list of medications, should suffice. If the request is persistent,
a face-to-face meeting with the employer’s human resources and medical staff, and the
clubhouse’s placement staff and senior management, will usually resolve the issue in favor of
the clubhouse.

Drug Screening

Drug screening is a growing practice among employers. Some employers choose to
screen all employees, in which case clubhouses should comply. The placement manager’s
responsibility is to inform members in advance of the drugs that are being tested for and
the consequences if they are found positive—embarrassment and termination.

Record Checks

Employers who require finger printing and a record check are in the minority, but some
categories of employers are mandated to do so by the government, and others choose to
check for their own reasons. Examples of the former inciude banks and the securities
industry. Members need to understand that what is generally being sought is any prier



instance of dishonesty or theft. It is possible to approach an employer in advance with a
member’s minor or long past legal problem and request that it be waived. It is also possible,
though a lengthy process, to get a record “sealed” by the court, so that it no longer limits a
member’s vocational options. Occasionally, despite our best efforts, a “rap sheet” will turn up
several months after a TE start, and the person will usually be immediately terminated.
Unless clubhiouses are consistently 4t fault in not screening in advance, employers are used to
this occasional occurrence and it shouldn’t seriously damage the TE relationship.

Polygraphs -

Although more of a niew placerent development issue, it is interesting to note in the context
of Personnel that clubhouses have encountered employers who required all new employees to
undergo polygraph testing. It is probably best to decline such placements, as this would be
unduly stressful for clubhouse members. At best; it would significantly limit the number of
members interested in such'a placement to the degree that it would be unsustainable as a TE.

Payroll -

Because payroll processing times vary considerably among employers, placement managers
should convey to members a clear idea of when they can expect their first pay check, and
what period it will cover. The perception that companies “hold back” a certain amount of pay
can create considerable anxiety or resentment, so repeated reviews of pay periods and
practices can help resolve potential problems. ' '

Members who have recently started a placement can also experience financial problems with
delays in receiving their first check. Going to work costs money, in extra carfare, lunch and
clothing expenses. It is also discouraging to be working and still be broke. Once members
have started some clubhouses offer ‘bridge loans;” helping members with a portion of the pay
they will be receiving, with the understanding that the full balance will be settled with the
first check. Although there may be occasional repayment problems, the financial reflection of
someone’s iew employment status promotes member confidence and ‘stability, and
placement management and member relations.

Transitional Employment: Placement Starts
First Day Trai}iing

A good first day strategy is to tell members that they shouldn’t expect themselves to learn
anything that day, except to simply gain a general orientation. This approach takes the
pressure off and provides a chance to simply celebrate the things that are learned.

Of course, different members are going to learn at different paces. One of the strong features
of clubhouse-based TE is the chance for a placement manager to manage a placement for
years. Over time, managers develop useful strategies for the most effective ways to teach the
job. Over time, placement managers develop a good sense of where the member is in the
process.of learning the job, for problem anticipation, and for opportunities to acknowledge
the members’ accomplishments, Having started many members on the same iob, the
placement manager sees the process more clearly., '
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Day Two and On

It helps to pick out pieces of the job to emphasize, if the job lends itself to it. It is useful to
focus on the parts of the job that most of the members who have done the job learned first.
Placement managers should turn over leadership as spon as the member understands a piece
of the job, and encourage independent work on those parts by the second or third day. Details
that are not often seen can be saved for the end of training, when the member has a clearer
picture of the whole job.

There are almost always ‘job-start’ anxieties for the members, including the fear that the
intended training time won’t be enough for them to learn all they need. Placement managers
should respond to these common fears by offering to stay as long as it takes the member to
learn the job. Often, taking the pressure off helps members to actually learn faster. After
providing this kind of extra support for a while, it is time for a clear but gentle discussion of
the need for themn to work on getting the job down, so they can work independently.

It is important for the placement co-managers to have daily cormections when training a new
member, comparing notes on what’s been learned, mistakes to watch for, details yet to be
taught.

Different members have different needs regarding a training schedule split between the two
placement managers, but it is preferable when both placement managers have some share in
training whenever possible. This arrangement sets up the relationship so that both of the
managers have a sense of the member’s vocational strengths and struggles, are both
perceived as having authority, and are both seen as resource people. Training is the
clubhouse’s most intense connection with the employee’s supervisors as well, so shared
training establishes both co-managers as responsible players, and helps both re-familiarize
themselves with the nuts and bolts of the job. Splitting shifts between placement management
partners can often work well for the member. Each co-manager brings a somewhat different
perspective to the training experience, emphasizing different adjustment strategies, and a
different way of seeing the work world. It is part of the benefit of generalist clubhouse
staffing that the members benefit from the unique perspectives of so many different
placement managers throughout their TE experiences.

Every experienced placernent manager has also struggled with the ethical problem of the
exceptionally slow leaner. Sometimes both co-managers have been willing to take a chance
on someoene who clearly has significant vocational issues, but once into training it appears to
be hopeless, with no learning apparent. The little bit they seem to get, is lost the next day, or
hour, or five minutes later. It is important to look back to the member’s prior TE history to
see what he or she succeeded at; to share concerns with the co-manager and other supervisory
staff, and see if they have any ideas. There isn’t any rule of thumb, except perhaps that the
first three or four days aren’t much of a test. Into week two the co-managers might discuss
calling the attempt off. As often as not, it seems, the member then gets some little piece
down, so the co-managers agree to keep going. It is at times like these when placement
manager partmerships count the most. If the member does, in the end, succeed, it is &
wonderful victory for everyone involved.
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There is another type of start that experienced placement managers will recognize: the
member who doesn’t take the job seriously. This member generally tends to be a faster
learner, so placement managers may feel [ess patience with this kind of attitude. Although it
may be tempting to call off the less than whole-hearted attempt, there are tactics that can be
helpful. For instance, not too long into the training process, this type of member is likely to
want to get rid of the placement manager and be on his or her own. The managers can simply
reply that they will be glad to comply, and will leave the member on his or her own as soon
as it is clear that the job is being done well.

For all starts, a training style that goes beyond “coaching” and “shadowing” to more actively
taking part in the work of the department seems to work better. Clubhouse placement
managers should be strong role models for a serious work ethic, and not afraid to lift or clean
up or get their hands dirty. As training progresses and the member is working more and more
independently, there is a risk of the placement manager appearing to have too much free
time, to be working significantly less than the member on the job. Rather than taking
extended breaks, reading the newspaper, or having long, non-business conversations with
other employees, the placement manager can attend to other specified placement duties. Or,
managers can bring along paperwork from the clubhouse. If the placement manager has to
Jeave to accomplish other TE business while the member is working solo, it is important to
explain what the business is, so that the member doesn’t read it as just extended breaks that
he or she doesn’t share.

If the placement managers decide to end training, and yet are still anxious about how the
member will do, they may be separating too early. It is easy for placement managers to
develop a mind set about how long a particular placement takes to train. It takes what it takes,
with each individual. It is usually better to err on the side of too much training than too little.

Absence Coverage

No clubhouse staff worker wants to have to drop everything in order to cover a placement
absence. Although there are often other solutions available, there are some very good reasons
why placement managers should sometimes cover absences themselves.

First, the case needs to be made for why absence coverage should be a part of the TE package
at all. Is it giving away more than necessary? And what do clubhouses get out of it? The
following is a list of some of the reasons that clubhouse-based TE offers coverage.

» Perhaps the most important reason is that it allows clubhouses 10 be

much more inclusive in the selection of members to work on TE
- jobs. Taking the burden off of the employer by covering absences

justifies the clubhouse’s right to give people with significant
vocational problems 2 chance to try work. It provides the ability to
sustain a “miss” rate {members who do not complete the TE) of
50% or more, and to keep that up year after year without losing TE
slots. No matter who is on the placement, the job always gets done.
No other programs of vocational rehabilitation make that
commitment, and as a result none are able to be as inclusive.
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» Effective placement coverage justifies placement expansion. All
clubhouses need more placements, certainly good ones, and
existing employers are one of the best places to-get them. Serious
training and coverage are the beginning of the path to get there.

s As a group, absenteeism is one of the members” major vocational
problems. It is critical that members be confronted about the
reasons that they are missing work, because it can be so significant
to their working future. When staff are inconvenienced by having
to cover an absence, a genuine conversation with the member about
absences becomes inevitable.

¢ Without coverage, TE agreements will survive for a while,
Clubhouses can occasionally accept an employer’s statement that
they can make it through the day without coverage. But
consistently opting out of coverage seldom makes for a sustainable
relationship. Without absence coverage, what remains is the Job
Coach Model’s dilemma of only placing the strongest workers,
which defeats the purpose of clubhouse TE.

Of course the problem is not only whether clubhouses should cover TE, but fow they can
cover. With the extraordinarily ambitious vision of the opportunities and services that
clubhouse programs want to provide, and the tight constraints for program staff funding, it is
enormously difficult to find the time and energy to meet that commitment. Clubhouses have
developed a variety of solutions. One of the most common coverage solutions is a designated
fill-in system. This is one of several paid member solutions that must be part of coverage for
every large placement systemn. The idea is to train and put through personnel an additional
member for each placement, who is then available for paid absence coverage. Often that
member will then become the next person to take the slot.

All paid member solutions are attractive, but the operational experience with designated fill-
ins is mixed. Most members who are ready for this responsibility would prefer to have their
own current placement, and it would be wrong to exclude them from consideration for a
different vacancy because they are needed as designated fill-ins somewhere else. Also,
members (like staff) are not always willing to drop what they are doing to respond to short
notice absences. With some complex jobs, evolving duties make effective, intermittent
member coverage difficult if not impossible. Managers and Personnel Departments also vary
n their willingness to have additional members on the books who may work only
infrequently or not at all. This is an especially difficult arrangement for employers such as
banks, who must go through expensive record checks and drugs screening procedures. Still, it
works with some placements and some members. When possible to establish a designated
fill-in system, then, it is a legitimate and useful practice, but needs to be managed with care,
and seldom meets all coverage needs.

Another paid member solution 1s to solicit the help of a member on one haif of a placement to
work a double shift to cover for the other person. This method is attractive, as it fosters
mutually supportive partnerships, with members building a debt between them for future
reciprocal coverage. It is also the easiest solution for employers, and lets members earn exira
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money and develop stamina for future full-time work. Of course mutual coverage requires
that the clubhouse has both halves (or thirds) of the same job, which, although not always
immediately achievable, becomes an important TE development goal. This arrangement
facilitates cost effective staffing, and thus a larger placement system.

Encouraging members to consider trading shifts is another solution too often overlooked by
new placement managers. Members often have more than normal need for medical, benefits,
and psychiatric appointments, but with the help of placement partners, can sometimes change
their hours and still make it work. This is a particularly attractive solution as members can
still earn their pay, while at the same time taking responsibility for meeting a commitment to
a job. Placement managers should also consider some consciousness raising with member’s
doctors, therapist, or Social Security representatives about the seriousness of the clubhouse’s
coverage commitment and the limits of staffing, and the consequent need for them to set
appointments at times that allow the member to work.

Less organized, but similar to the designated fill-in solution, is the practice of having
members who have done a placement in the past refurn to cover an absence of one or more
days. For most employers, expeditious personnel processing can be done, although there is
some expense. It is important to be aware of how different employers react to each of these
solutions.

When there is no logical coverage option that can be paid by the employer, such as in the
above examples, it is worth considering paying qualified members through the clubhouse. It
does occur that a situational need for program staffing might justify this solution, and
clubhouse management should consider a budget line to make possible this occasional
choice.

A final coverage solution relates to the flexible nature of some placements. Filing, as an
example, doesn’t always have to be done during normal hours. Needed appoiniments can
sometimes be accommodated by a change of work hours, or legitimate absences made up
over the following few days. Even placement managers, when their coverage is essential, on
some placements can flex the hours to best accommodate their many other program
commitments.

The great majority of the time, then, paid member solutions are ideal. However, when staff
do have to cover, it represents an opportunity to move the TE relationship forward in a
number of ways, Coverage helps to re-familiarize staff with the job, catch up on changes, and
reminds them of the pressures the members are under every day. Coverage allows staff to
touch base in a more natural way with supervisors and co-workers, have a briefing meeting
with Personnel, and allows them to further develop relations with (and education of) other
company employees. Staff coverage demonsirates serious concern for the business needs of
the department; and it invests the member’s job with dignity. In addition, staff deepen their
relationships with members by making reasonable absences possible. Most important, staff
absence coverage adds to the employer’s perception that the clubhouse has eamed the right to
decide who will be placed, to take chances on members -- to do rehabilitation.

Placement managers, however, are humar, o the best of intentions and practices will never
be perfect, and there will be times when there simply isn’t a coverage possibility. Placement

managers can both be on vacation, or 00€ 18 in an Emergency Room with a member in




trouble, and the other is assigned to work in the evening program. These are the times that the
clubhouse needs a good track record, when the credibility of past coverage performance
allows for a rare exception to the coverage commitment. The critical element is a mind set
about the importance of coverage, and a serious concern for the clubhouse’s reputation with
employers for reliably meeting that commitment. .

Transitional Employment:
Relatiﬂnship__s_ with On-Site Employer Managers

TE employer managers each have their own unique personalities and styles, and it takes
experience and effort to build relationships that will work for the clubhouse and the members
on the job. For the most part, clubhouses seem to find that employer managers are generally
helpful and that they are invested in the success of the TE program and the member on the
job. However, as with all relationships, sometimes there are problems.

One of the most challenging types of employer supervisors is the one who wants to
significantly change TE. This effort may range from using the members as flex-time
employees to cover for non-TE absences, asking 10 have members terminated for relatively
minor reasons, substantially changing the job without consultation, or insisting that members
be kept long beyond six months even when there is a good next step ready for them in the
wings. Sometimes members will support such changes to the relationship, making the
situation even more difficult. In such ways, the occasional employer manager, usually new to
TE, will try to treat the clubhouse as just another temp agency, which it clearly is not.

The flextime employee issue may be difficult to challenge if the member’s day program
involvement is minimal. Sometimes, though, a member will say that he or she doesn’t want
to work overtime, but is afraid to say no. In this instance, it can be helpful to remind the
manager that the members have considerably greater than normal medical expenses, that the
company does not pay any medical benefits for TE, and that substantial overtime can
endanger their benefits and medical coverage.

Requests that members be terminated for what seem to be minor problems 1s of course a
Judgment issue, in part resting on the manager’s personnel practices for other non-TE
departmental employees. Members on Transitional Employment, though, are on-the-books
employees of the company, not temp agency employees who can be let go with a phone call.
If the clubhouse negotiates with the manager to give the member another chance (or chances)
to rectify a problem, then the burden is clearly on the clubhouse to help expeditiously solve
identified problems, or to bring the issue within acceptable limits. Sometimes seemingly
minor complaints are in fact a reflection of other adjustment issues like poor relations with
co-workers or management, so the clubhouse may need to counsel the member about other
ways to be successful as well. Clubhouses should not be too quick to take the step of ending a
TE with such a manager, but clearly a piacement “opportunity” that is only accessible to
members without significant vocational problems is of little use for long term TE.

Substantial changes in job duties are not all that infrequent in TE, or in business in general.
Clubhouses have the least influence over the structure of placements, of course, when
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training is minimized and absence coverage nonexistent. Some changes in duties are
reasonable and should be accommodated, but the risk for clubhouses in TE is that changes
make the job considerably less accessible to members who could have previously done it.
Special meetings with the employer manager around the issue are sometimes called for,
focusing on the long-term sustainability of the TE relationship. It may become necessary 0
say “no” to the placement. Sometimes, though, it can be helpful to give the proposed changes
a try, as the process of education and struggle can give the clubhouse more future leverage in
establishing duties that can work.

Experienced placement managers will also recognize the active member who secks to learn
and take on more responsibility, in itself an admirable vocational asset. Rather than hold the
member back, the placement manager can make an agreement with the employer managet for
the member to learn additional daties, but to bring the placement back to its base duties for
the next member starting. The placement manager may also have conceras that a particular
member’s enthusiasm for-more responsibility may not last, so speaking with the employer

manager about that from the beginning can later strengthen the management alliance.

Not all that rarely, clubhouses encounter an employer manager who insists that the company
wants to keep the current member on the placement. The member on the job may have
contributed to the problem, by building a broad perception among other employees that the
clubhouse is treating him or her unfairly, by limiting the placement to siX months. In some
cases the placement management effort has been minimal, so that expectations have never
been sufficiently clarified with the employer manager. Where the placement managers are
performing well, however, they should meet with the member, discuss the clubhouse’s
considerable staffing and development investment to make TE opportunities possible for
many members, and try to work out an agreed upon plan for a next step that makes sense.
Sometimes the employer manager’s request to keep a member on the job can turn into an
opportunity to further educate them about TE goals and practices.

The great majority of employer managers are involved in TE because they want to make it
work. Today more than ever, it seems that many business people have given up on the
government’s ability to solve society’s problems, and are looking for ways to make a
contribution beyond just charity. Many of them, then, are open to the ‘win/win’ relationship
of clubhouse-based TE. As far as how to manage TE, bowever, how to work with the
members, and what are the features of mental illness to which they will need to be sensitive,
most of them will openly admit t0 total ignorance. They will be looking to the clubhouse for
- assistance in these matters.

‘A common fear among new employers is that they will do something, or not do something,
that will cause psychological damage to the members. It usually takes some one-on-one
education to help them see that the members can take supervisiof, and when necessary
criticism, if it is balanced and specific. Placement managers should suggest to the managers

that they balance out 2 problem issue by also noting the things that they feel the member 1s
-doing well.

The hest vocational experience 18 the most normal. Supervision by a good boss 1 the ideal

way to learn how to be successful in the world of work. Sometimes, the employer manager
prefers 10 speak with the placement manager, rather than the member. Although there will be
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times when this will happen, it can confuse the relationship between the member and the
employer manager, and the relationship between the placement manager and the member.

There is sometimes a disturbing tendency among some placement managers to give the least
support to the most disabled members. The assumption that ‘no news is good news’ is not
appropriate in this situation. Tt is not fair to the member or the supervisor, nor does it foster
future TE inclusiveness for more disabled members. If the clubhouse takes a chance on a
person with major problems, which in itself is fine, placement managers owe it to both the
member and the employer to give special attention to how that member is doing. That
includes extra phone and site visit check-ins, more frequent day program contact with the
member, and closer contact with the member’s unit.

Part of the problem with maintaining good employer relations is placement manager’s guilty
feelings. Being very busy working in a clubhouse, it is easy not to prioritize making contact
with the employer. After weeks, or even months without a phone call or site visit, it becornes
easy to continue to put it off, fearing that it will be an uncomfortable contact. Placement
managers have to make these regular check-ins part of their schedule, so that this does not
happen. Part of the clubhouse/employer agreement includes support for employers. TE
developers commit to more than just training and arranging coverage.

Although it can be tempting for clubhouse placement managers to become embroiled in the
office politics of employer management, it is always a mistake.

The bottom line for all effective employer management relations is how well clubbouses
meet their basic TE commitments. If clubhouses take the needs of the employer’s business
seriously, particularly with effective training and absence coverage, the employer will be
much more forgiving of an occasional error or lapse of geod judgment. If clubhouse
managers treat the employer supervisors with the respect due the boss, and work as serious
employees when training or covering, then they will most often defer to clubhouse leadership
in the important program issues. )

Transitional Employment:
TE To Independent Employment with TE Employers

Over the years, there have been many hundreds of clubhouse members who, despite all of
their fears and vocational struggles, have discovered that they can fit in with quality
employers and be credited for good work. A good number will arrive at the decision that they
want their own jobs. In a surprising number of instances, members will also conclude that a
given TE employer is the place where they will be most happy (perhaps the only place), and
thus, understandably, wish to seek permanent employment with that company. Sometimes,
employers themselves press the clubhouse to hire members independently. This is a complex,
emotionally charged issue, and deserves exploration.

Consistency and Fairness

One important goal of TE is to build vocational confidence. When a member is being told
that he or she is doing a good job, but is not offered a permanent position when other
members are, otherwise positive experiences can become disappointing and negative. In the
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clubhouse community, everyone should have the same opportunities and restrictions as
everyone else.

Issues with Mixing TE and IE at the Same Company

For decades at Fountain House, the first clubhouse {and for many years the only clubhouse),
the major vehicle for developing independent employment was through the existing TE
employer network. These were full-time, independent jobs, developed after a member had
completed a successful TE at the company. For these jobs, Fountain House neither trained the
member nor covered absences, though they did provide some crisis supports. What occurred,
with a number of major employers, was that as members began working full-time, in some
cases work adjustment or psychiatric problems developed, which were not easily resolved.
Used to the considerable clubhouse supports associated with TE, employers would request
the clubhouse’s help. Often, then, members would view this approach as interference in what
was in truth their own job. When the clubhouse couldn’t expeditiously help resolve problems,
employers were sometimes left with the painful, months-long process of termination, or with
accepting less than adequate performance. These companies often then soured on the
relationship with Fountain House, and in many cases, ended their TE program. Companies
with long experience with clubhouse TE programs often come to the conclusion that they
prefer not to hire members directly from TE.

Member Interests

If one goal of vocational rehabilitation is helping the members become as vocationally
competent as possible, then the capstone step of the process is for people to discover that they
can interview competitively and get their own Jjob. Going directly from TE to “independent”
employment with the same employer circumvents this experience. People have less freedom
to change jobs in the future, because they have not gone through the process of acquiring a
job without being “placed.” Not having worked to get an independent job, members often
appreciate it less, and are less likely to make the changes necessary to be successful.
Interviewing is hard for everyone, but having gone through the process makes it somewhat
less intimidating.

As ‘normalizing’ as TE is, its operations mean that there is an ongoing spotlight on where the
members come from, on their psychiatric history. Staff placement managers come and g0,
training, covering and visiting placement sites o check in with members and supervisors.
Company awareness of the TE program grows as jobs are added. Moving straight from this
TE system into independent employment in the same company often significantly detracts
from the “independence” of the independent Job. Despite the member’s talents and
contributions to the company, he or she will most likely always be known as the person with
the psychiatric history. This can obviously contribute to stigmatization of the member, and
even 1o preventing the member from being promoted to a job with greater responsibilities..

Less frequently, but often enough to note, independently employed members at a company
may give the message to other employees that they don’t like a new member being placed on
a TE, that this person did such and such at the clubhouse, or has had unsuccessful prior
placements. This insider’s information contradicts the “fresh chance” ethics of non-
competitive TE placements.



Compromise

If members wishing to go full-time with TE employers were only an occasional event, any
restriction would seem unnecessary or unreasonable, In actual fact, though, at clubhouses
around the world the issue arises regularly. In reality, clubhouses are not in a position to tell
members that they cannot accept independent jobs at the place of their TE placements.
Members are citizens, and the employers by and large are representatives of free enterprise.
The clubhouse can make the argument that it is not in the TE program’s best interest, in the
member’s personal vocational interest, nor in the employer’s best interest. But clubhouse TE
programs can only offer arguments and opinions, based on experience.

Many clubhouses have come to a compromise solution. The clubhouse requests that rather
than going straight from TE to IE in the same company, that members (with clubhouse
assistance if needed) go through the competitive interviewing process, and get a job separate
from the clubhouse TE employers. Then, six months or so down the road, having established
their ability to work independently, they are welcome to reapply to the company where they
had worked a TE. This compromise solution seems to mitigate most of the compelling
reasons not to have members move directly from TE to IE in the same company.

In truth, companies are going to sometimes fall in love with members, and members are
going to feel the same about TE employers. Sometimes the company will listen to the
clubhouse argument and go ahead and hire the member anyway. Beyond sharing the
clubhouse’s past experience and concerns, there is nothing the clubhouse can or should do.
However, it is very important for clubhouses to openly and clearly express the clubhouse
policy about this issue to al! concerned, early on in the process. When employers are new to
TE, the development team should clarify the clubhouse’s stance on this issue. Members
should be made aware of the issue and the clubhouse response to it. It is important for
clubhouses to make their view heard on this issue, because the failure to do so has the
potential to weaken vocational outcomes for members.
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A Brief Description of Transitional Employment
Relationship between a Clubhouse and an Employer

Clubhouse staff learn the entry-level job in advance of the placement start.

A member goes through the employer’s personnel process as a regular employee, but
as a part-time worker, does not require a benefits package.

The clubhouse takes responsibility to train starting members, adding to productivity,
until all parties (member, staff and supervisors) agree that the member is ready to
work independently.

Members are encouraged to return to the clubhouse for the palance of the day, 10
maintain this important support system and to help them build the stamina for future
independent work.

The clubhouse guarantees absence COVETage, either with the help of members already
working on the other half of the job, or when necessary, by one of the program staft.

If a member is not able to perform the job, he or she is expeditiously replaced by a
new member.

Placements usually last from six to nine months, at which point the working member
moves on to anew TE, independent work, or school, and another member is then
trained for the job.

The goals of TE ar¢ to help members gain work experience, build confidence, establish
current references, and to thereby put them in a STONZEr position to fully rejoin society
through paid work.
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Reprinted From THE WALL STREET JOURNAL.
When a Good Deed Can Be a Good Deal

Monday. July 9, 1990

Barbara Phillips

Kathieen Orzech, vice president of
personnel at First American Bank in New
York, was having probiems with the
employees on the first rung of her company’s
tadder. “I wasn't having trouble finding entry-
level employees. But I was having problems
with their quality and attitude. There sren’t
many people willing to be dues-payers,” Ms.
{irzech says,

The answer to Ms. Orzech’s problem was
offered by John Ingram, an old associate who
heads an executive search firm. This centainly
wasn't an executive-leve! search, but Mr.
Ingram had become involved it an
cmployment program de-signed specifically to
bring enthusiastic en-try-level employees to
corporations at reduced costs.

Manager’s Journal
By Barbara Phillips

Ms, Orzech was skeptical when Mr. Ingram
asked that she take part in this program, which
places mentally ili people in part-time
“transitional” jobs. She hadn’t even heard of
the organization sponsoring it: Fountain
House, a 42-year-old independent, nonprofit
organization aimed at rehabilitating New
Yorkers who have spent time in mental
hospitals, This was three yeass ago. Today,
Ms. Orzech is a leading booster of the
Fountain House clubhouse’s Transitional
Employment Program. “You can’t beat it,” she
says, “There's 2 work ethic. The program
prepares them well.” Ms, Crzech’s enthusiasm
for the program has led her to chair the
Fountain House Employers Advisory Councit,
whose 16 employer-members are charged with
irving to expand the employer base, which has
shirank some of late due w corporate layoffs.
She also has impressed her bosses with the
cost savings offered by Fountain House.

Employers that hire Fountain House
participants are spared the expense of pro-
siding thers with such costly company-
mandated benefits as medical Inserance,
pension contributions, profit-shanng and
vacation days. And although Fountain House
patticipants stay only about six months at a
wh, empioyers are spared the expense of
retraining, since ai} training is done by
Fountain House staff placement managers
¢vhere are 57 i all who share responsibility for
managing the system}. Additionally, all
absences are cavered by Fountain House
snernbers ot staffers.

Ms. Orzech says the first Fountam House
employees had to be “forced down the throat
of the mailroom supervisor.” But then another
pirs opened up three

months later, the same supervisor asked fora
Fountain House member to fill the slot, The
bank now has four outdoor messengers, an
office assistant and & porter from Fountain
House. “They are just part of us now, not any
different from anyone else,” Ms. Orzech says.
Katherine Kenworthy, head of technical
services at Cravath, Swaine & Muoore, the
large law firm, is one of the newest members
of the cheering section,

Cravath took its first Fountain House
member, Jerry, in December of last vear. “He
was a mode! worker: never late, never absent,
never complained, “says Ms. Kenworthy.
“And he s so smart and would quietly help
out even when not asked to. We wish we
could have kept Jerry, but that isn’t the
arrangement.” Now the firm has fwo new
fountain House members and Ms. Kenworthy
is “very happy with them.”

The Cravath employees” duties are varied.
They work in the library sorting in-coming
mail, shelving, and gluing pockets in books,
They cover the firm's 13 floors, hand-
delivering rush orders of articles, printouts
and books, and man the conveyor belts that
detiver information that can take a slower
route. “They are always looking for things to
do. They never chitchat, and there is no
goofing off.” she says in the tone of someone
who has secn a lot of both in her ime. “They
are highly motivated and appraciate the
opportunity. I highly recommend the
program.”

The Transitional Employment Program,
developed in 1957, is the Hnchpin of Fountain
House's vocational rehabilitation program.
Members are paid market-rate wages (from
minimum wage to $10 an hour) by 31 New
York employers. These vary from big law
firms, media companies, ad agencies, and
banks to the Bronx Zoo, the Natural
Resources Defense Council, a nursing home
and a hardware store,

Once trained, the members work side-by-
side with employees hired the old-fashioned
way 1n such jobs as mailroom clerk, indoor
messenger, outdoor messenger, plani-care
worker, rews assistant {at this newspaper)
and office assistant. Last year, Fountain
House members carned nearly $585,000 at
168 transitional placements,

And if an employee doesn’t work out?
Some members do fail in a transitional
employment placement. but it is a relatively
painless experience both for members and
employers. Fountain House workers are
assured that they will be given as many
opportunities as they need to try agein and
succeed, and emplovers know that help is just
& phone call away. A Founein House staff
manager guickly

comes in and takes the member out. And if 2
replacement werker cannot be quickly
found, the staff manager does the job

“I’ve tried other agencies (that place
handicapped workers),” says Charlotte
Pentek, director of corporate office ser-vices
at Continental Insurance, “and it doesn’t work
without the support system.” Twenty-one
Fountain House members have gone through
Continental’s mail/shipping area and five
through the legal department since July 1987

A relatively new program for companies
needing help with tedious, seasonal work is
Fountain House's Enclave Pro-gram. Staried
two years ago, it is targeted at more severely
disabled members or those not ready for more
traditional transitional employment
placements. Members work in supervised
groups, doing such things as tagging goods at
Hoffritz, sorting proxies at Prudential-Bache
and stuffing envelopes at Columbia
University.

When members are ready to move on 1o
full-time employment, Fountain House
staffers in the Full-Time Employment Pro-
gram help them. Last year, about 50 members
got independent jobs through the full-time
program, & triemph announced by the ringing
of a bell in the clubhouse. One “graduate”™ is
quoted in the 1988-89 Fountain House
Report: “As | was growing up, doctors,
reachers, and even some members of my
family thought I wouldn’t work full time
because of my illness. i you hear that for a
long enough period of time, you start to
believe it.... After (The Fountain House
Transitional Employment Program), [ started
my fnll-time job, and now I'm working my
fifth year on the job.”

The transitional employment strategy is
belatedly catching on across North America.
Some of the clubhouses with the fargest
transitional employment programs (there now
are about 150) are Beach House in Virginia
Beach, Va,; Gateway House in Greenville,
8.C.; Genesis Club in Worcester, Mass.; The
Green Door in Washingwon, D.C.;
Independence Center in 8t Louis; Lakeside
House in Richmond, Va.; Laure! House in
Stamford, Conn.; New Frontier Center in
Everett, Wash.; Progress Place in Toronto;
The Club in New Brunswick, NI, and Vail
Place in Minmeapolis. There even is a
Fountain House in Malmo, Sweden, the first
clubhouse in Western Europe to provide
transitional employment.

In a time whex the phrase “mentally ili
seems linked in the public mind with
“homeless”™ and “helpless,.” that is good news
indeed. Hiring the mentally i} can be both 4
good deed and & good deal.

Ms. Phillips in an assistans editorial
Features editor af the Journal.

€:1960 Dow Jones & Company, Inc. All Rights Reserved,
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SAMPLE EMPLOYMENT DEVELOPMENT LETTER

March 10, 2003
Marv Steward
President and Publisher
The Des Moines Register
715 Locust Street
Des Moines, lowa 30309

Fax: 515 284 8042
Dear Ms. Steward,

I am writing to introduce our program, called Rainbow Center, in Des Moines. Rainbow Center is a
program following the Clubhouse Model that has been successfully implemented in 29 couniries around
the world. The special component of the program we wish to inform you of is Transitional Employment.
Our hope is to inerest you of SOMECNE AN your staff in a meeting to explore establishing one part-time
Transitional Employment position for Rainbow Center.

A few notes will put clubhouses in perspective. The model was founded in 1948 in New York to serve
people with mental iliness. Clubhouses are communities in which members (program participants) work
side-by-side with staff on the important work of the program, from word processing to food service to
housekeeping and a great deal more. Clubhouse supports are comprehensive, working to ensure members
have quality housing, access 10 medical services, recreational programming, education, and so on. As their
confidence grows, many members become interested in employment.

The unique supports of clubhouse Transitional Employment (TE) for both members and employers ensure
that it is, as the Wall Street Journal wrote, “A good deed that is also a good deal,” A brief description ofa
clubhouse TE relationship is as follows:

Clubhouse staff learn the entry level job m advance.

A member goes through the employer’s personnei process as a regular employee, but asa part-time
worker, does not require a benefits package.

The clubhouse takes responsibility to train starting members, adding 1o productivity, until all
parties {member, staff and supervisors) agree that the member is ready to work independently.

Members are encouraged to return to the clubhouse for the balance of the day, to maintain this
important support sysiem and to help them build the stamina for future independent work.

The clubhouse guarantees absence coverage, either with the help of members already working on
the other half of the job, or when necessary, by one of the program staff.

12 member is not able to perform the job, he or she is expeditiously replaced by a new member,

Placements usually last irom six to nine months, at which point the working member moves On W0 a
new TE, independent work, or school, nd another member is then trained for the job.




The goals of TE are to help members gain work experience, build confidence, establish current references,
and to thereby put them in a stronger position to fully rejoin society through paid work.

As references, Fountain House in New York has for 20 years had placements with the Wall Street Journal
{which also does TE in NJ, London and Tokyo), the Museum of Modern Art, Newsweek Magazine,
D*Arcy in advertising, and Morgan Stanley (both NY and Hong Kong). Other organizations in your
industry involved in TE include the New York Post, the Village Voice, Svdsvenskan (the South Swedish
Daily}, and the Milwaukee Sentinel. Additional international organizations involved in TE include Tokvo
Electric Power, Telstra in Australia, CNBC in London, and the Camegie Endowment for International
Peace in Moscow, to name just a few.

As mentioned, our hope is to meet with you or someone on your staff to present the program in more

detail. T will check back later this week to see if a meeting is possible. Thank you for vour time in
reviewing this letter, and for your interest in the many fine men and women of Rainbow Center.

Very truly yours,

Linda Oleson-King
Director, Rainbow Center
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SAMPLE DEVELOPMENT THANK YOU E-MAILS

Dear Mayor Johnson and Mr. Brush:

Both Bill and 1 are very appreciative of your generosity in ime and interest during our meeting to
discuss a Transitional Employment placement for Rose House with the city of Tacoma. It was
obvious to us that both of you understood the importance of the work we are doing, as well as
how it could work as a positive business arrangement with the city. Although one part-time
position is a comparatively narrow goal, the city would be an excetlent employer for members,
and a great reference for Rose House in further development in the privaie sector.

So thank you for the excelient meeting, and particularly for your interest in the many fine men
and women in the Rose House community.

Sincerely yours,

Dear Carol,

Thank vou for taking the time to mect with Carla and me yesterday morning. We are excited and
hepeful about the opportunities we discussed regarding the Capitol Clubhouse Transitional
Employment Program. Your willingness to work with the members and staff of the Capitol
Ciubhouse is encouraging not only for our future relationship with the Olympian, but also for our
ability to foster relationships with other strong employers. One part-time position with the
Olympian will help the participants who work there, and will help us in our efforts to obtain other
part-time opportunities for many others who are ready and eager to gain work experience.

T will be in contact with you within the week (o answer any further questions and to offer any
assistance with your department managers. Please feel free to call me at the Capitol Clubhouse
(356-2386) or on my cell phone (234-3678).

Thank you again for an informative and encouraging meeting. Jt was a pleasure io meet you.

Sincerely,

Lee Storm
Director
Capitol Clubhouse




SAMPLE EMPLOYER REFERENCE
LETTER

John Casablanca

Vice President, Human Resources
The Mansfield Company

100 Liberty Place

New York, New York 10288

Dear Ms. Ingram,

I understand that your company is going to meet with
representatives of Clubhouse abeut their Transitional
Employment Program. The clubhouse director indicated that you
might be interested in hearing how the Transitional Employment
Program has worked at our firm.

The Transitional Employment program was initiated at Mansfield
in 1994, and has been very successful. It has grown to five part-
time jobs that rotate with different workers each year. The
program is well supported, and indeed, has become ingrained as
part of the culture in many of our operating units. We have found
the clubhouse members who have been with us to be dedicated,
hard working and very effective workers.

If you or someone on your staff are in interested in seeing the
program first hand, we would be more than happy to have you

visit our office.
I hope that you give serious consideration to this fine pregram. We
certainly have found it werthwhile over the past 10 years.

Very truly vours,

John Casablanca

This is a fictitious letter, with ideas for language
yvou might suggest to vour employer
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CLUBHOUSE GROUP PLACEMENTS:
Standards-based Considerations

As Standards-based clubhouses seek 10 expand and refine their employment systems, there 1s
growing recognition of the usefulness of group placements to create employment opportunities
that are especially accessible to starting members, as well as those experiencing difficulty
sustaining individual placements. ‘There are, however, Standards-based issues about this unique
clubhouse employment opportunity as group placements can raise 1ssues related to abbreviated
hours and days of operation, as well as direct pay.

In general, group placements are characterized by a relatively unified task, full on-site staffing,
and productivity judged for the group rather than the individual. The staff role is one of helping
to set up the work, quality assurance, probiem-solving and adding to productivity. This structure
and support potentially make group placements the highest access opportunity in community-
based vocational rehabilitation,

Clubhouses are finding that useful group placements are not easy o identify or develop. Not
uncommonly they are seasonal projects lasting from a few days to a few months, or are
performed less frequently than the normal 13-20 hours a week of Standards-based TE. The
Standards do, however, provide for such opportunities. The language of Standard 20f is that
placements arc “... generally 15 to 20 hours per week,” which the ICCD Faculty for Clubhouse
Development interprets as requiring that at least half (preferably, significantly more) of an
overall placement system is within that range.

One significant criteria in distinguishing between seasonal group placements and potentially
useful, but non-TE “special projects,” is whether working members are asked to make a
commitment to a predictable schedule, rather than being recruited to work on a daily basis — a
comrnitment to a schedule being an important feature of typical employment. No matter how
jong a seasonal group TE lasts, however, it would be true that weekly hours approaching or

exceeding the 15 hour level would provide the strongest vocational experience.

The issue of direct pay, though, 1s more difficult. In gaining experience with group TE, some
clubhouses have taken on group work that they believe could not have been developed without
compromising on members receiving individual paychecks from the emplover (Standard 20d). In
part, that reflects the expense for employers of carrying many members as on-the-books
employees, as well as competition from businesses that provide processing for a temporary, or
even an ongoing group labor force. Standard 20d is clear in stating that, “Members are
paid...directly by the employer.” That requirement is consistent with the clear intent of the
Standards to make TE the most normalized work experience possible.

Even if compromise is deemed necessary 10 start a group placement, clubhouses shoul
persistently work to convert the relationship to one of individual, direct pay. One interim
possibility, however, would be for a clubhouse to arrange pay through an intermediary
organization, such as an auspice agency or, preferably, an even more removed organization
specifically structured to process pay. The Standards are very clear that it would not be
acceptable clubhouse practice to require members o arrange for their own withholding and tax
payments as “independent contractors,” or 1o have the clubhouse pay members directly.




Central to the issue of the acceptability of lower hours and days, and, when absolutely necessary,
compromise on direct pay, is whether clubhouses use such placements to serve the employment
needs of members who are new to employment or, most importantly, members who without the
special supports of group placements, have not been abie to work successfully in the individual
TE system. Without that selection focus, on-site staffing becomes an unnecessarily expensive
clubhouse subsidy, and potentially stigmatizing to working members.

Carefully structured and focused Group Placements can become one important means by which
clubhouses fulfill the requirement of the Standards for placements “...as a right of
membership...” {Standard 20); in making “The desire to work. .. [being] the most important
factor determining placement opportunity” (Standard 20a); for work opportunities that
“...continue to be available regardless of ...failure in previous placements” (Standard 20b); and
for a placement system that is “.. .drawn from a wide variety of job opportunities.” (Standard
20¢).
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TRANSTIONAL EMPLOYMENT:
A “TRANSITION” INTO INDEPENDENT
EMPLOYMENT

At its best, Transitional Employment is a middle-ground process. It helps members move
towards independence. An important part of independence is a job of one’s own. Transitional
Employment assists members in preparation for independent employment in the following
ways.

e TE builds vocational confidence by helping members discover and expand their
ability to function successfully in various work settings, improve their work

endurance, enhance existing vocational skills, and gain experience in successfully
starting new jobs.

« TE helps members overcome unsuccessful vocational habits in such areas as
punctuality, attendance, hygiene, getting along with co-workers, and accepting
supervision.

¢ TE helps members explore a variety of real-world work environments and job
options, thereby enhancing meaningful and realistic work choices.

e TE gives members current, confirmable work references.

¢ TE positions members for full-time employment because, by currently working on a
Transitional Employment placement, members are better protected from having to
settle for less than their desired vocational goal because “any job is better than no
job.”

¢ TF makes interviewing for independent employment easier because confidence in
one’s ability to work is higher, anxiety is lower, and one has current employment to
discuss.




CLUBHOUSE SUPPORTED EMPLOYMENT

While the International Clubhouse Standards for Transitional Employment are clearly
detailed in outlining the specific components of a TE program, the Standards for Supported
and Independent Employment are more general in nature.

Standard # 23 says, “The clubhouse assists and supports members to secure, sustain and
subsequently, to better their employment.”

Standard #24 says, “Members who are working independently continue to have available all
clubhouse supports and opportunities including advocacy for entitlements, and assistance
with housing, clinical, legal, financial and personal issues, as well as participation in evening
and weekend programs.”

In order to define and clarify what Supported Employment is, it is necessary to distinguish
between Supported Employment and Transitional Employment:

¢ Supported Employment is not time-limited. Transitional Employment has a specific
beginning and ending while SE does not. A member may work on an SE for as long
as he/she is satisfied with the job and the employer is satisfied with the worker’s
performance.

e The Supported Employment position belongs to the member. In Transitional
Employment, the position belongs to the clubhouse.

e There is a competitive element to the interview process. In Transitional Employment,
the employer may desire a “get to know you™ type of meeting with the prospective
TE worker but it is not a situation in which the member is competing for the position.
In Supported Employment, there are usually other people competing for the same job.

o In Supported Employment, the clubhouse may develop the positions and train a
member on the job, but there is no absence coverage as there is in Transitional
Employment.

¢ Supported Employment jobs may be full or part-time. Transitional Employment Jobs
are pari-time only. '

e in Supported Employment, the type, range and duration of supports for members may
differ from job to job and may eventually cease. In Transitional Employment, staff
involvement at the job always includes job training, coaching, regularly scheduled
site visits, and absence coverage.

in Supported Employment (SE) there is an agreement between the employer, the member and
the clubhouse that the staff will support both the member and the employer in this
relationship. Although the job belongs to the member, the employer is awarding the position
based on the idea that the member can do the work and that he or she will have help from the
ciubhouse. The employer can, and usually does in the early days of employment,
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communicate with the clubhouse staff person regarding any performance concerns. The
wages should be equal to similar positions as the expectation of work performance is the
same as other employees. The agreement is that the clubhouse staff will provide support as
long as the member is working in the position. In the event the member and employer decide
these supports are not necessary, the staff person may cease contact but this can be re-
activated by the emplover or member if requested.

The support may change over time. For example, at the beginning of the job the worker may
need on-site support. After the member has learned the job, support may take the form of a
regular catch up over lunch breaks. Support for members in supported employment is
different for every member.

In most arrangements, clubhouse staff provide support for the employer by helping on-site
with the orientation and training for the member on the job. They make visits 1o the job site
to encourage and assist the member on a regular basis at first, and eventually on an as needed
basis. Having regular contact (visit or telephone) with the employer to discuss the member’s
performance and the employer’s level of satisfaction help to maintain this consistency of
support.

Another feature of Supported Employment is in job development. If an employer has a
position but doesn’t have a clear job description or details worked out, the clubhouse staff
person can help. By working the position him or herself, the staff person can help ascertain
how long it takes to complete certain tasks, how to make the job more efficient and
productive, and how to make sure the responsibilities of the job aren’t too demanding for the
employee.

While there is no absence coverage on Supported Employment jobs, the employer has the
extra benefit that the clubhouse is providing additional supports that another employee would
not have. For example, the clubhouse is in a position to help a member take care of certain
personal obligations, such as picking up a prescription, and as a result the member may be
able to return to work more quickly than another employee without this kind of support.

There are other benefits for companies to hire members in Supported Employment. Simply
speaking, it is good business to be a good partner in the community - whether through
allowing community organizations to do fundraising car washes in their parking lots, (0
hiring people with disabilities, or to participating as Advisory Board members or on a Board
of Directors with community organizations. Clubhouses in turn, offer productive, motivated
and enthusiastic members who are eager for an employment opportunity. In addition, many
clubhouses host recognition or awards banquets, and draw other media attention to
employers in the community who participate in these programs. A win-win opportunity
exists for many businesses to work in these partnerships with clubhouses. Some of these
include the Marriott Corporation, Wal-Mart, Barnes & Noble and the Wall Street Journal.




INDEPENDENT EMPLOYMENT

Independent Employment for a member at a clubhouse is just what it sounds like. It is a
position that belongs totally to the member, who does not receive any on-site assistance from
the clubhouse. These positions may be full or part-time. The member undergoes a fully
competitive interview process. The clubhouse does not commit to a formal relationship with
the employer or provide absence coverage.

The generalist staffing pattern in the clubhouse provides an excellent support base for
independently employed members. Although working, these members can retain important
relationships with familiar clubhouse staff, rather than being passed onto vocational
specialists. It is common for many independently employed members to want periodic
telephone contact, which provides an opportunity to simply connect again with the clubhouse
or work through day-to-day issues. Generalist clubhouse staff have had the experience of
working with members in the day program and in Transitional Employment, so they are well
positioned to provide meaningful counseling and support as these members move into
independent employment. In addition, as clubhouse staff share the responsibility for evening
and weekend hours at the clubhouse (including employment dinners), it gives them a good
opportunity to be regularly available to working members.

Disclosure
Independent Employment differs from clubhouse Supported Employment in that, with

Independent Employment, it is up to the member whether or not to disclose a history of
mental illness. The clubhouse can provide guidance and support in this regard, although the
ultimate decision will always be the member’s.

For many members this is a difficult decision. On one hand, a member may feel that it is not
necessary to disclose to a potential employer that they have a mental illness. Laws vary as far
as whether it is necessary to disclose this, and there are nuances and interpretations to the
wording of the laws. Generally the decision will be about whether the member’s mental
illness may affect their ability to perform the duties of the job. Thus, the member applying
for the job may decide not to disclose the illness as it may not have any bearing on his or her
ability to complete the duties of the job. For many members the decision not to disclose
comes down to that fact. Many members feel strongly about wanting to be judged simply on
how they do the job as an employee, not as an employee with a mental illness. Members deal
with stigma on a regular basis, and a new job can present a rare opportunity in which no one
needs to know anything about their mental iliness.

Some members, though, may feel it is best to be up front about this information. For these
members, it is a relief to just get it on the table and hopefully out of the way. Even if there
doesn’t seem to be any specific work task that would be an area of concern, some members
would rather have the peace of mind that comes from having been open and honest about the
guestion. Each situation is best handled on an individualized basis. If the decision is to
diselose, the member still needs to decide whether to do this before getting a job, during an
interview. or after starting work. Clubhouses should be well versed on this topic, and have
aceess to current Hterature and legal information. The general issue of disclosure can often be
4 prest discussion for employment dinners,
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CLUBHOUSE SUPPORTS FOR SUPPORTED AND
INDEPENDENT EMPLOYMENT

Transition Issues

For most members who move onto full time Independent Employment, there can be some
anxiety in the discontinuing of medical benefits and disability income from government
providers. The transition from government services providing these supports to the member’s
employer providing them may be cased through clubhouse assistance. Reporting income to
these agencies is essential, to avoid a later penalty. Specific dates should be carefully
recorded, including the date the government benefits stopped, the date of the first paycheck,
and the onset of employer paid medical insurance. It 1s important to keep a paper trail,
including copies of pay stubs, and letters to government agencies informing them of this
change. Both the member and clubhouse should keep a copy of such documentation, if the
member feels this would be helpful. Government agencies can make mistakes in determining
stop dates and if this occurs, the documentation kept by the member and/or clubhouse can
help significantly.

Many members who live in subsidized housing may also have a change in their rent when
they begin independent employment, as rent is often predicated on a percentage of their
income. Again, it is important to do this homework ahead of time so that the member is well
informed of potential changes and has adequate means to pay the rent if income significantly
changes. The rules for housing vary from country to country and state to state, and the
individual clubhouse should keep these rules readily accessible within the clubhouse.
Clubhouses that have established a liaison with their local housing agencies can be a strong
resource in this situation.

For a member who may have initially worked a twelve-hour Transitional Employment job,
moved up to a twenty-hour Supported Employment position, and then obtained a full time
independent job, there can be a feeling of isolation as the separation from the clubhouse
increases. As a new employee, the member may not have established relationships with other
employees. The new work schedule may be such that it is no longer possible to participate in
the areas of the clubhouses that previously were important to the member. Meaningful
relationships may be missing at this point, so it is vitally important that the clubhouse offers
supports afier hours and on weekends. While experiencing this transition, it is critical that
members can still access the clubhouse and the people whom they know well.

The continued involvement of members in the clubhouse when they work independently 1s
solely up to the member. Part of going to work independently is making new relationships
with co-workers, making new friends, and enjoying the self-satisfaction of a career that is
mezaningful. If the member chooses to have the clubhouse as an ongoing support, this is
available. Clubhouses are sometimes criticized for being an enclave, and for creating a
dependency that keeps members connected to a clubhouse but not integrated back into
society. However, just as Rotarians maintain their membership in an organization of people
with common interests, so do chubhouse members maintain their affiliation with a clubhouse.
Clubhouses encourage social integration; however, they also recognize the importance of the
meaningful relationships that helped the member to gain the confidence to seek out




independent employment in the first place. In the clubhouse there is encouragement 1o go out
into the world - predicated upon a support network of friends, and membership in an
organization structured to make this a reality.

Clubhouse Supports

Clubhouse support for Supported and Independent Employment takes many forms. The
clubhouse community is significantly involved with each member, both in accessing and
maintaining supported/independent employment. The clubhouse will engage in discussions
with interested members to help them identify their job preferences, and then work
extensively with them to seek a job that matches their interests, skills and abilities.
Clubhouse support should include developing individual plans with members, to establish
employment goals and identify the actions needed to achieve them.

Clubhouses around the weorld are continually developing organized approaches to meet the
growing needs of members seeking Supported/Independent Employment, and to assist
members already working. Some helpful clubhouse practices include:

e The clubhouse staff/members will assist members to examine their prior TE
experiences as a way to help identify a future employment path. These discussions
should center on what the member liked or did not like about the job, along with
feedback from the placement manager about what the member excelled at, and job-
related issues that might be especially challenging. :

e Establish an Employment Unit or add an Employment component (o an already
existing unit. Lists of specific employment related work needs to be created or added
to the list of items that are completed on a daily, weekly or monthly basis. This
identifies employment as a priority by the clubhouse and creates a forum for talking
about jobs everyday in the clubhouse. (See “Developing Employment Work Units”
section of this manual.)

e Post classified ads on an Employment or Job Board in the work unit area that is
associated with employment.

e Request that local vocational related agencies fax the clubhouse job openings that
they receive from employers. Ask existing jarge TE employers to fax the clubhouse
their respective job openings and post these on the Job Board. Having companies and
agencies do this provides the unit with meaningful employment related work, and
gives members a competitive edge in staying apprised of current openings at
companies within their commumty.

« Help members complete job applications in a professional manner.

¢ Help members complete resumes or update thern. Clubhouses may also post a sample
resume on their Job Board to help generate interest of members and give a concrete
sample of what a good resume should look like.

»  Assist members in analyzing the amount of their disability checks and how this wili
be affected if they accept a job at a determined wage. Anatysis of this should include
medical coverage benefits. These vary from couniry 1o country and state 1o state.
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Analysis of work incentives available through government benefit offices should be
completed with members interested in a particular job. For example, in the United
States, PASS (Plan to Achieve Self-Support) Plans or IRWE (Impairment Related
Work Expenses) should be thoroughly researched to ascertain if these incentives are
available. These vary from country to country.

If there is interest in a job that the member needs additional education to obtain, the
clubhouse should work with the member to identify steps to be taken in pursuit of this
educational program. (Fully operational clubhouses are organized to address the
educational needs and goals of their members.)

Discussions regarding various aspects of employment such as punctuality,
transportation, proper dress, and interviewing should occur regularly within the
clubhouse.

The clubhouse may consider seiting up a video camera so that members can practice
their interviewing skills and watch theruselves on tape, in order to develop their
abilities to successfully complete job interviews.

Clubhouses should set up a system to assist members to report their income 1o
benefits agencies. If members can do this independently, this is encouraged. But
often, this can be somewhat intimidating - or to0 easily forgotten - when a member 18
learning a new job. Having a system in place to help members report income s
therefore an important function for the clubhouse. An example would be having the
Employment Unit pre-type the addresses of benefits agencies on envelopes so that
members can come into the unit, Xerox their paycheck, and put a copy in an envelope
that is ready to be mailed.

A regularly scheduled dinner that focuses on employment is helpful to members
seeking jobs as well as to those members who are already working. Listening to the
success stories of others, or challenges that other members that have gone through,
can be very inspiring. This also provides members who are working and unable to
attend during regular hours an opportunity to socialize with members in the evening.

A regularly scheduled Social Program is important for every clubhouse, for all its
members. However, when members are working, the separation from the supports of
the clubhouse can be very difficult. Social programs that operate evenings, weekends
and holidays help to bridge that gap and provide employed members an opportunity
10 re-engage with friends from the clubhouse.

Facilitate a “job club” where members who are looking for work meet to develop
vocational skills. Members and staff could facilitate the group.

One way that clubbouse staff provide support for members is by making sure their
transportation needs are met. This may include initially traveling on the bus or
subway with the member to the job to ascertain if there are any other concerns of
difficulties.




DEVELOPMENT OF AN ‘EMPLOYMENT UNIT’

New clubhouses often quickly want to set up as many work units as they can think of in an
offort to meet the various needs of its members. The mistake in this thinking is that ofien, the
quality of units suffers in favor of quantity of units. Having many work units, but without
enough staff and the meaningful work to sustain such a unit, is a mistake. It is far betier to
develop fewer units, with combined tasks and roles and a lot of meaningful work, than s o
spread out too thin.

For example, many clubhouses combine their Clerical unit with Employment and Education
types of activities. Jtis a natural fit for many clubhouses, because Employment and
Education work often requires typing, gathering statistics, developing forms, record-keeping,
developing information materials and phone/fax work. This parallels many of the activities in
clubhouse clerical work, so combining these functions works well for many clubhouses.

So, when is it appropriate to develop a separate Employment and/or FEducation Unit? A
useful rule of thumb is based on Standard #18' of the International Standards for Clubhouse
Programs: Develop new units when there is enough meaningful work to sustain the work-
ordered day and when there are a minimum of two staff that can be assigned to this uniton a
regular basis. For new or small clubhouses, there simply may not be enough employment or
cducation-related work to sustain a full work-ordered day. There are many strong, certified
clubhouses that do not have separate Employment Units and vet exceed ICCD Employment
Guidelines in helping their members obtain TE, SE and IE jobs.

Clubhouses that do have separate, successful Employment Units, do so as a result of need.
Due to the volume of employment-related activity that is generated in a ciubhouse, this
function can require its own space and the attention of its own unit group of members and
staff. The development of a separate, successful Employment Unit almost always comes
about because of the need resulting from the natural growth of the clubhouse. Clubhouses
rarely need a separate Employment Unit when they are new or young, and establishing one at
an early stage is often a mistake. All units require sufficient staffing, but for Employment

Inits this is even more critical. Employment staff, even more than other clubhouse staff,
spend a good deal of their time outside of the clubhouse - developing employment
opportunities, etc. If most or all of the staff of one unit are regularly out of the building, the
activity in the unit will begin to slow, and in some cases it will stop altogether.

Clubhouses that have Employment Units often combine it with Education, as both areas are
focused on members’ career development. Employment Units have daily, weekly and
monthly activities - just as other units. Employment Units for the most part encompass all
three employment programs — TE, SE and IE - unless the clubhouse is quite large.

fand engaging work-ordered day.....”

Bhengse is organized mito Ong Of MOTe work units, sach of which has sufficient staff, members and meaningful work o
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Some ideas for the work of an Employment Unit may include:

Track the money earned by members monthly and annually, noting the dollars paid in
taxes.

Track the number of days members sustain employment, and figure out the averages.
Job tenure can be measured for both TE and SE/IE positions.

Track the number of days members provided support to other members on TE, as
well as days that staff placement managers spend in supporting members in training
and coverage.

Track the number of hours spent in job development.

Generate a regular feature for the clubhouse newspaper that features Education &
Emplovment news.

Create a detailed display board of the clubhouse employment system showing all the
members who are working, their start dates and perhaps job titles and company
names. This has many important clubhouse functions. For example, a member may be
slightly interested in a job. Seeing the job board, with the name of the existing
member on the placement and a short description of the job, wages, hours, and
placement manager can help answer their questions and generate further interest. Job
boards work much better than just having this information in file cabinets. They also
create an image of what the clubhouse is about so that when tours are given, the
concept of employment 1s always present.

Collect statistics for all members’ work activity and report back to the clubhouse via
display boards and articles in the clubhouse newspaper. Information collected could
include number of members working per month, wages carned, hours worked, start
and stop dates.




SUMMARY

Having some money in your pocket, a sense of self-confidence, and the feeling of being
somebody who has a contribution to make in the world are all important ingredients of a
successful life - not just for clubhouse members but for all human beings. For far too many
clubbouse members, the stigma that is prevalent in society and other barriers in their lives
have contributed to an enormous 10ss of human potential. According to the World Health
Organization, 430 million people worldwide are affected by mental, behavioral, or
neurological problems. “Most middle and low-income countries devote less than 1% of their
health expenditures to mental health, which means that mental health policies, legislation,
community care facilities, and treatments for the mentally ill are dismally short of resources.”
(World Health Organization, Basic Facts about Mental lilness)

1CCD Clubhouses devote 100% of their resources to helping members in their recovery.
Clubhouses help members realize their potential, and assisting them with achieving their
employment goals is an essential aspect of this process.

The International Standards that ICCD clubhouses aspire too are indeed challenging, It can
be common for newer clubhouses to put employment on the back-burner because there are
other areas of the clubhouse that need attention. Clubhouses will have a myriad of reasons to
slow up on this development. However, despite the obstacles and challenges, for new or
already established clubhouses, there should be just as much a sense of urgency about
employment as there 18 about getting lunch out on a daily basis. How clubhouses do this can
vary, but the most important concept is that they must, indeed, do it.

We hope that this manual is helpful to your clubhouse in developing its employment
program. ICCD training bases are also tremendously valuable resources for training in the
area of employment development for clubhouses. International Seminars, regional
conferences and local ICCD certified clubhouses are additional resources for networking, and
jearning cutting edge practices. The ICCD website at www.iccd.org has a library of resource
articles related to clubhouse employment. Finally, the ICCD certification process can provide
clubhouses with specific recommendations and detailed suggestions aimed at strengthening

ihe individual clubhouse’s employment efforts.
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The Faculty for Clubhouse Development
Certification Employment Guidelines

The Faculty does not intend to measure employment only as a one-time look at members
currently working. Rather, the Faculty seeks to understand a clubhouse’s local, regional and
national economic situation, to consider benefits disincentives to members working, and to
give fair consideration to a clubhouse’s employment history, particularly over the prior 12
months. The overail goal of the guidelines is therefore to encourage strong employment
programming through the use of ambitious but achievable measures.

Transitional Employment (TE) -- the Faculty seeks a minimum of 25% of Average Work-
ordered Day Attendance (ADA) on Standards-consistent placements, i.e., direct pay,
emplovers place of business, prevailing wage, diversity of placements and employers, etc.

For TE, the Faculty interprets the term “generally” in Standard 22f to mean that over halfofa
clubhouse’s placements will fall within the range of 15-20 hours of work per week. The
Faculty hopes that placements with fewer hours of work per week will remain at vocationally
significant hours.

The Faculty recognizes that local and even national circumstances can make it significantly
more difficult for clubhouses to fully achieve the 25% TE measure.

Such circumstances may include prolonged economic recession, unusually high local
unemployment, or the recent loss of placements due to negative business conditions.

In national states or provinces where benefits restrictions unusually discourage members
working, the ICCD has negotiated compromise guidelines or phased in achievement of the
guidelines, to more fairly reflect the challenges faced by member clubhouses.

The Faculty also gives recognition and consideration to clubhouses that attract an unusually
high percentage of active members on a daily basis, 1. over 50%. Likewise, evidence of a
strong, ongoing employment development effort is given consideration in assessing a
clubhouse’s overall employment program.

Supported and Independent Employment (SE/IE) --- the Faculty seeks a minimum of
15% of ADA on time-unlimited jobs, half of which have been secured in the past 12 months,
and half of which are 15 hours a week or more.

For SE/IE guidelines, the Faculty seeks to establish that a clubhouse has a substantial,
organized effort to help members secure and sustain jobs without time limits. The Faculty
recognizes that not all members sustain such employment, and encourages clubhouses
undergoing certification to document all SE/IE activity, particularly over the prior 12 months,

{revised Feb., 2003)
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