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Report on the Secohd Year

73 era;;i Peter ,,Streei
LONDGN SW1P2BN »

o

H

. i
W . i
s o (\
i ) No@

}

AR . : i




s
&

§
i

m

RN

hThe Duke of Gloucester wa".; introduced to workers at the Portobello
“Green Site on 1,2.th July, 1977 when he opened the gardens as part of
Her Majesty The Queen’s Silver Jubilee Celebrations.
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(Photograph by courtesy of West London Observer)
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The aim of the Inner London Probation and Afrter-Care Sexrvice
supported work scheme - for which Bulldog Manpover Services was
brought into being - is to bring about change in the life style of
some of the more difficult clients currently under supervision.

The intent ia to concentrate on svlving one problems that of
unemployability, by creating a realistic work situation in which
regular and graded demands are made upon employees.

" The demands are intended to secure regular attendande, to

- improve performance and to engender a more realistic and reasonable
attitude to authority at the work site.

For employees, there is also a cleér objective - in placement
in more remunerative work outside of Bulldog and to aghieve this
within a time span of six months.
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The Second Year

Among the highlights of the year was the visit by the Patron,
His Royal Highness The Duke of Gloucester, to work .sites on 21st
March, 1977 He showed his continuing interest when he later opened
Portobello Green = a Silver Jubilee proaect, surcessfully constructed
by Bulldog.

Those responsible for the day-to~day running of Bulldog were very
conscious during the second year of the experiences of the first year
and they were concerned to avoid the same kind of errors. Further,
they had the task of raising the work force and this meant increasing
the number of work sites and the amount of supervision. The work
force reached sixty two in early April but then uncertainties about
future funding meant that it had to be reduced, with a consequential
reduction in supervisory posts. At the end of the period under review,
the strengti was being increased and had reached -thirty eight.

The finding of suiiable work, which interests and motivates the:
employees, is always a problem. To facilitate this, a Deputy WManager
(Operations)uwas appointed on 1st January, 1977. His particular skills
were in the building industry and he concentrated his efforts on finding
work in the fields of rencvation and reconmstruction. How this affected
employee motivation and cost-effectiveness is Yo be found in appendites
iii and iv, which form the more significant parts of this report.

Work has con»xnued at Highgate Cemetery throughout the year. However,
the emphasis has changed and Bulldog now co=-operates with the Friends of
Highgate Cemetery in more selective clearance. This is.aimed at allowing
the development of the rarer and more attractive trees, shrubs and plants
and leaving enough ground cover for the variety of hird and insect life
peculiar to the area. With such kind of work, -the quality and
effectiveness of supervision is very important.

A charitable organisation concerned to provide a hostel for black
youths was assisted in its objective of gutting and reconstructing two
four-gtorey houses. Bulldog was responsible for the interior work,
whilst a "job creation" team worked on the exterior. . Relationships with
the charity were strained from time to time and in the end Bulldog workers
were not able to take part in the final stages of reconstruction and
decoration of the property. However, the hostel is now in use and thls is
largely due to Bulldog's contribution.

Much time and effort were put into the reconstruction of another
large property in North London, again for a char:tabxe organisation. The
resources of the charity were limited and vandaliism and theft caused ‘an

unacceptable drain on labour and materials, Becatise of this, Bulldog

eventually had toilimit its commitment to this particular task.

The rewonstructlon of a piece of public land under the auspices of
an amenity trust to provide a park i honour of The Queen's Silver Jubilee
was one of the more successful projects undertaken. 1In,spite of the
vagaries of climate, difficulties of drainage and dealing with the remaining
foundations of some demolisghed propertles formerly on the 51%e, the work

~wags’ completed satisfactorily and on schedule. J ‘ o
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The painting and decorating crews have continued to work with an
soaeptable measure of success. Work for housing associations, churches
and other charities has produced a fair financial return and, at the
same time, has been an important training ground for those employees
who have never practised the painting and decorating skills they were

“taught in institutions.

“'Special cleaning, washing down and garden maintenance in Probation
Service properties has continued; the prospect of further tasks of this
nature is good, as is the possibility of continuing painting and
decorating work.

A8 has been indicated, the finding of suitable work remains one of
the mest difficult tasks facing management; second only to this is that
of completing work to an acceptable standard and within the prescribed
time limit. A report by the Deputy Manager (Operations) highlights the

problems he has to contend withs:

'Like other members of the Bulldog staff, T face a
multifarious range of problems which are absent from the
normal industrial experience. These special problems
arige from what is essentially a conflict of interests:
emanating from the needs of the organisation, which has
provided the job, and the constant and often unrealistic
demands of our owa employees.

To organise operatiocnally the activity of a contractor is
nothing more than to direct the factors of production in
an orderly way with the object of completing the job in

the allowed time with the maximisation of profit. In
these circumstances labour is one resource, albeit the most
unpredictable but, neverthele¢ss, one that can be motivated
towards the aims of a particular company.

The Bulldog experience is a denial of the normal and is
quite different; its aims and the factors of production
have reversed roles and are given differing levels of
priority.  Labour, instead of beipz merely a resource,
becomes also one of the "end products™ of our activities
and the job the means by which rehabilitation occurs.

In the search for work the normal criterion, which is the
potential profitability of a contract, is of secondary
importance; the work we do is selected on the basis of
criteria which is largely social in content.!

Links with probation officers and units in areas where Bulldog work

1sites are within travelling distance, continue to be good and, in many ways,

co-operation and understanding have inereased as officers have become more
aware of their client’s work~related problems, of their attitudes to work
and cf the effect regular work and income has on their overall situnation.

- Probation officers are also much more aware of the difficulties faced by
* Bulldog in creating and maintaining a real work experience. Officers are

now more realistic in setting their clients work objectives and sharing

their problems in an attempt to achieve "job readiness", Unfortunately,
during the past twelve months, the majority of long-term work sites have i
been in areas north of the Thames, with only spasmodic short-life painting I
and decorating work south of the river.
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Significant changes have taken place in Bulldog's links with the’
Department of Employment for job referrals during the past year, In
the first six months there continued to be direct liaison through an
Employment Services Agency adviser seconded part-time to Bﬂlldog.
During this period he established links with each relevant Department
of Employment office in the Inner London Area; as a consequence those
offices- selected a member of staff to liaise with the Personnel
Manager. Those appointed attended seminars at the Chiswick office,
when they were briefed on the Company's aims, objectives and criteria
for job readiness and a referral system was established. Although
referrals were primarily of men and women ready for immediate employment
others, who showed ability and/or enthusiasm, were sent to be considered
for Government training courses. The referral system has worked well

- and everyone concerned has taken a realistic atiitude to the problems
employees themselves face when attempting t¢ enter the normsl labour ~
market and which they present to potential employems.

As an additional resource for those who have lost the work habit,
a transitional workshop was opened at 210 Chiswick High Road in July, .
1977. Funded 100% by the Home Office and intepded primarily for men
and women residing in Inner London Probation Hogtels under court orders,
the workshop produces bespoke ironware and ornamental metal fancy goods.
Sales of products are expected to cover the cost of materials and to go
some way towards meeting overheads. The workshop has a total capacity
of 12. Trainees receive a weekly allowance from their hostels, travel
expenses, light refreshments and an atiendance allowance of 80p per
working day. Largely due to the quality of the instructor in charge,

! early results have been promising. 5.

7 Wages paid to Bulldog employees have: not altered during the first
V and gecond years; however, it has been agreed that increases in the .
order of 8% to 10% will be made to take effect from 1st October, 1977.
The higher wages bill will have to be added to the increased costs of
¢  equipment, matérials and travel, which are beginning to have a marked
effect upon Bulldog's finances.  Further, the current economic situation
has affected those charities and voluntary oxganisations that have
previously providéd work opportunities. To take account of these factors
and g reduction in government funding, Bulldog will have to become e
increasingly cost conscious; it will need to look for work with an
" adequate financial return, to reduce its expenditure on equipment dnd to

concentrate on work that is. labour—intensive.

Bulldog exists to make reallstlc work situations available to
difficult employees; its continued existence depends upon merging the
barely compatible component parts intoya viable whole. There has to be
a meeting of the desirable aims of the soclal work commitment to its
employees and the reasonable requirements of the business side of the
company for efficiency -~ if hot profitability in the ‘dccepted sense. The
past year has been an exercise, in determining that meeting point. —
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Appendix ii

griteria for employment in the supported work scheme

y
27

Client must be under statutory supervision

He/she must be between éighteen and tkirty years of age

'Heshe must have a poor (or non-existent) work record in

the previous two years and during that period must have
held no job for longer than three months

At the time of appointment, he/she must have no outstanding
‘court appearances

The supervising probation officer must be willing to

. take an active interest during the period the client is

employed in the ascheme

If a client with a problem of addiction is to be corsidered,

qhe/she must be receiving appropriate treatment.
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Appendix iii

SUPPORTID WORK ~ AN ASSESSMENT OF BULLDOG MANPOWKR SKRVICES LIMITED - COSI
EFFECTIVENESS STUDY : 1 APRIL 1976 T0 15 APRIL 1977 c

1., INTRODUCTION

1¢1 Bulldog Manpower Services is a non-profit meking company founded by the Ynner ' =
London Probation and After-Care Service to; provide worlk-ior young nrobatmoner wno
are considered to be unemployable. The Lampany with the assistance of the
supervising probation officer aims to incorporate basic work habits and attitudes
into the employees with the aim of enabling ithem to move into the opefi labour

market after about 6 months. :

1.2 Before employees are hired certain criteria have to be satisfi Vi as to age,
previous Jjob record, w1111ngneus to work and willingness of th» pr-hation officer
to continue voluntary supervision for as long as hls client is employed by

Bulldoge Relatively low standards of time keeping and job performance are
tolerated initially, but intensive supervision ensures constant pressure to impros
without demoralising the employee. Employment by Bulldog is presented as bexnr g
'proper job" with a genuine company snd not another aspect of probation. Pulldog
management, although they are probation service staff on 5econdment, do nout deal.
with employees' personal problems, but leave such matters to the supervising

- probation officer.

1:3 For the first 2 years, funds to finance the Bulidog oparation have been =
provided by the research and development funds of the Urban Deprivation Unit in ’
the Home Office. These funds were intended to fihance an initial feas;b;lityj
study to see whether such a schieme could work. The present exercise is an
attempt to assess whether or not this investment cf'public morey can generate a
sufficient return to make it worthwhile.

1.4 4 similar exercise was carried out for %ie. first 6 monthe of Bulldeg
o”dwatwon from October 1975 to March 1976.  This analysis, nf unon451fy, vas
psodewhat limited.  The initial workforce of 6 employees on one fite was bWailt up -
té\about 25 employees on 3 sites. = There were many teething problems and staff/
employee ratios were very high. They will always be high for a scheme which
involves intensive supervision of employees who may be both. 1nadcqua\g and ‘
delinquent, but over the first & months they were exceptionally -s0. Wethods of
operation and charges for work done have tc be evolved- wmfh expcrlence»whlch 21u0
takes time. This, of course, is the reasoning wnderlying the feasibility otuty.
An additional problem was that 'since employees were not expected to be ready for
Gther employment for about 6 months there were virtually no moves to non-supporte
worke I was therefore very difficult to judge the scheme's potential guccess.,
1.5 'The perind covered by thms paper is the middle 12 monthé1o£the 2 yenr ° °
feasibility study periecd. It covers a time of relutlvely normal gperatxon which
should enable some conclus1ons to be drawn. oo . «

n

2. METHODOLOGY . “ e e

2.1 No attempt has been made to quantify under costs and benofxus to the.

community as a wvholes In later discussion they will be consldered, but they

consist largely of intangibles. eg How does one evaluate the benefdt to soclety

of the increascd splf-g snfidence and self-esteem of some of its most inadeymate
members? low does one evaluate the bhenefits of work which conld not have veen®

done at the full coummercial cost but which for eYample, prov1des an, aQVQnture , :
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playgrbund at a school fo. blind children?  All the quantification the present
paper relates solely to public expenditure costs and savings.

Although such an approach could be regarded as rather narrow, it does at least giv
sqpcxbackground against which to take decisions.

22 Thiéyanalysis has 2 main parts: an overal assessment of the net subsidy and,
_ an analysis of the 3 main types of work. These were labouring, painting and
- decorating and washing down. i

2.3 THE OVERALL NET SUBSIDY (NET PUBLIC EXPuiDITURE COST)

Table 1 shows the factors included in the calculations.

Taiv.e «* Actual Overall Costs and Receipts '

Costs : £ %
Wages 65,024.68 53.6
Balaries and Superannuation 25,353.05 20.9
. Fxpenses and imprest : 14,371.63 11.9
O\ Employee's travel 2,838,.72 2e3
Clothing 148578k 1.5
P and D Equipment 1,439.87 1e2
Labouring Equipment 829.37 0.7
Insurance 2,325.49 1.9
, Materials  7,259.33 6.0
TOTAL 121,299.98 100.0
Receipts ‘ £ %
Income from contracts 25,701.61 38
. Income due 1,190.95 2
Income from clothing 668.40 1
Tax + NI paid 19,004.02 28
Benefit saved 20,622.79 31
momAT, 67,187.77 100.0
' Net Cost 54,112.21
 Net Cost Per Man Week 28,42

2.4 This figure for the net cost per man week can be directly compared with the
corresponding figure given by the previous assessment of the cost-effectiveness
of Bulldég. The previous figure was £46.91. Therefore the net cost per man
week has fallen by £18.49, that is 39% of the original cost, in current prices,
which is considerably more in real terms.

2.5 I%'is necessary to examine Table 1 item by item in order to make clear what
» is includeds On the costs side wages are those paid to employees. Salaries
T and superannuation cover the cost of the staff seconded from the Probation Servie
- Items covered by expenses and imprest include staff expenses, office materials,
: " phone calls and postage etc. Various items which have been charged to the
= . imprest for accounting purposes have been excluded and re-allocated to the
‘appropriate headings. These include mindr purchases of equipment; materials and
- clothing as well as the next item, employee's travel. This covers the excess
27, travel costs (above 4Op per day) of mobile crews. The clothing item covers
purchases of overalls, donkey jackels, safety gloves, goggles, helmets and boots.
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once, unllke the supplies 1nclud=d u~dar the unlpment head:ngs‘

SN

2.6 Painting and decorating equipment includes ladders, trestles and dust sheets |

etc and has been assumed to last for 2 years. Therefores the sum shown fer ‘
painting and decoratmng cqulpment is half the actual expenditure incurred: Auring
this perlod plus half the actual expenditure incurred during the first 3 months
of 1976. Jabouring equipment covers wheelbarrows and tools used on the
labouring sites. = It has been assumed that these last for one year, g0 the total
actual cozt for the year in question, plus half the actual cost for the first 6
months (of Bulldog) is showne

i}
@

> 2e7 The insurance item represents all premiums paid by the Company throughout the

pericd covered by this assessment. )
2.8 The final item on the cost side, materials, covers expenditure on: paint,
brushes, wallpaper, screvws, nails and timber etc; all of which can only be used

i

2.9 On the receipts side income from contracts is income that has actualiy dbeen
received. Income due is the money owing from contracts. Income from clothing
is the nuney paid by employees for their boots. Tax and National Insurance isg
that paid by staff and employees. The saving on unemployment. and supplemeéntary
benefit is calculated in the following way: 115 out of the 14l- employees hired

-were claiﬂlng benefit before they began work with Bulldog. ‘The weekly bencfit

received has been mu}olplled.by the number of weeks during which each of the 115
vas employed. The sum shown is the total of these. . “However this calculation ic
almost certain to be an underestimate because it does not take account of any
upratings to which they would have been entitled, nor does it take into account

~any exceptional needs payments. Furthermore it camnot be assumed that any of the

29 ‘non=claimants might have started to claim benefit. It simply assumes that
those who were claiming would have continued to receive the some amount.  Thig

calculation does not include any benefit which might have been received by any of

the 9 foremen vwho were hlred during this period. Most of these vere unemplovea

Q

-t
,

skilled tradesmen who were not ex-~offenders and it must be assumed.that they wcux(

- have obtained alternatlve employment.

2. THE LABOURING SITES

)

3.1 The calculations for the 3 separate groups of sites, Labouring, palntlng and

decorating and washing down, follow the same pattern as that described in
paragraphg 8,5 to 2.9,  Table 2 sets out the pOSltlQn for the Labaurlng sites

"Table 2% Costs -and Receipts at the Labourlng,ﬁ;ies

Costs T T ay
Wages | 51,882.75 5k, 5 ‘
Salaries and superannuation 20,5860k 21.6
Expenses and imprest o T41,669.39 12.2 , L
Imployees travel, B 1,406,116 15 S o
Clothing 1,583,779 17 T
- Labouring Equipment : 829.37 " 0.9
Insurance » : , 1,888.24 20
© Materials ’ | 5,369.37 586
TOPAL. oL 95421509 00,0 % v
i . o ) & . B
. oy @ i

- B ¢ iy 3 - 3 2 o

1« When P and D work began.
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Income from contracts 19,367i45 .37
Income due ) 750,31 1k
-Income from clothing S 632.90 1.2
Tax and NI Paid * 15,450.79 - 29
Benefit saved y 16,392.%5 ' 31
 TOTAL .52,57%.90 100.0
Net Cost L2,641.19

.

Nedy Cost Per Man Week - £  27.58

3.2 Vages are those actually paid to employees at the Labouring sives, Salaries
and superannuation, expenses and imprest, clothing and insurance have been allocat
proportionately to man weeks'worked. The Labouring sites had 1,546 of the 1 4904
man weeks, therefore the flgures given are the totals of these 1tcm % 190k x
1,546. JNmployeés travel is the total paid to cover excess travel costs incurred
by those working at Labouring sites. Iabouring equipment and materials show the
total expenditure on equipment and materials used on the labouring 51tes.

3% On the recelpts side, income is actual income, income due is income owed, and
income from clothing is that paid by the employees on the Labouring sites towards
. their boots. Tax and National Insurance is that paid by the employees. Benefit
saved is the benefit which would have been received by employees working on these
sitese

3.4 These calculations reveal an actual net cost of £27.58 per man week. This

- when compared with the corresponding figure produced by the prevxous acsessment,

which was £44.66, shows that the cost has fallen by £17.08, which is 38% of the
original net cost per man week.

k., THE PAINTING AND DECORATING SITES

ot Table 3 shows the positidn for the painting and decorating sites
i .

Table 3: "Costs and Receipts at the P and D Sites
Costs " ' . £ %

Wages 12,418, ok 50.6
Szlaries and Superannuation b ,487.39 18.3
Expenses and imprest 2, 543 73 10.4
‘Employees Travel 1,343-20 5.5
Clotha.ng ~ 2590 50 B |
Painting and decorating equipment 14334.78 Selt
Insurance A411.59 1.7
Materials 1,751 44 7.0
TOTAL 100.0

24,539.67

-
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! | Receipts ‘ .. & %
) ~ Income from contracts o 5,738.56 : b
o Income due V L4Lo.64 3
’ ! Ingome from clothing. . - 34.00 o2
Tax + NI Paid < 3,847.19 28
Benefits saved o . 34873.71 28

TOTAL | : 13,934.10 105.0

Net Cost : 10,605.57
Net Cost Per Man Week £ 3147

4.2 The cost calculations for the P and D sites have been carried out using. the
samze method that was used for the Labouring sites.: Wages are those actually paid
to employecs. Salaries and superannuation, expenses and impreést, clothing and
insurance have again been allocated proportionately tc the number of man weeks
workeds A total of 337 man weeks were worked on P and D sites. © Iaployee's
travel covers the excess travel costs to employees; and P and D Equipment and -
Materials show the expenditure on equipment and materials for P and D sites.

4,3 The receipts calculations for P and D sites have also been carried out us:mg E
the same method as was used for the Lebouring sites. This is explained in

paragraph 3.3.

k.t From the calculations for the P and D sites it can be seen that there is a ne
cost of £31.47 per man week. S0, as the corresponding figure in the previous =
assessment gave a net cost of 561.38 there has been a fall of £29.9 per man week
which represents 49% of the original cost. . ,

S5  WASHING DOWN SITES

5.1 Bablo I shows the costs and receipts for the 4 washing down sites s

5.2 Table 4: Costs and Receipts at the Washing Down Sites . ”%
l Costs ) ‘ %
, Wages 723,91 6.8
Salaries and Superannuat:.on : 279.62 18.1
l Expenses and imprest : . 158451 10,3
Employees travel - 89.36 _ 5.8 -
Clothing ' Y 14,55 0.9 -
! Pand D Equlpment ‘ 105.09 6.8 -
, Insurance ‘ 25.66 Y o )
Materials 148,52 946
a | TOTAL 8 | | 1,545.22 100.0 :
i Receipts . £ - ‘%
~ * Income from contracts L 595.90 51 ) 0
, Income due - L -
Tncome from clothing * 1.50 0.1
: Tax + NI Paid , - 218,37 19
Benefit saved , o 356423 30
TOTAL | 1,172.00 100.0.
Net Cost 2

Net Cost Per Man Week & 17.76

= ;
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5¢3 The costs and receipts calculations for the washing down sites were derived
using exactly the same methods thai vere used for the Labouring and P and D sites,
thede are explained in paragraphs 4.2 and 3.3.

A total of 21 man weeks were worked on washing down sites.

5.4 For the washing down sites the net cost per man week is £17.76. This figure
cannot be compared with an earlier corresponding figure¢ because washing down sites
© did not arise in the previous assessment. However it is interesting to note that
this amount is much lower than the equivalent figures for the Labouring and P and .

sites.
6. RATE OF RETURN

6.1 The success of a project of this nature nust be measured :n tams of i%e own
objectives. In this case the objuctives are to encourage employees into o move
. 'normalt way-of life, with the hypothesis that having a regular job is a mzjou
Tactor. This analysis makes no attempt to assess changes in personal behsriocur
and attitudes.  The llome Office Research Unit has been conducting research inlo
these aspects of participants lives. This paper considers only the retwrn to the
Exchequer of moves into non-supported employment.

6.2 ‘Seventeen employees from labouring sites moved into other jobs durinz the
| period under consideration. This means that 1546 man weeks' work were nacessary
“to produce 17 'graduates'. The net cost per graduate from these sites is there-

 fore £2508. To calculate the rate of return on this investment it is necessary

to make a number of assumptions:

a. It is assumed that all graduated employees remain in employment for n
period of 5 years. We do not know at this stage what proportion remamin in
their outside jobs, but on the other hand, they are at the start of their
working lives, and many will work for over 4O years. TFor the internal rate
of return in this paper, the peripd over which it is calculated is 5 yesrs.

b. It is assumed that employees would have remained unemployed if “ugy had
not come to work for Bulldog. In view of the qualificationsin teris of ver)
- _poor work history required of Bulldog entramts, this is not an rurealistic
* assumption.

ce It is assumed that employees in their new jobs earn the same as they dic

in Bulldog, and pay the same taxes. This assumption will bhias the ‘

calculation somewhat, since outside jobs normally pay more than the Bulldog
. average. : :

6.3 The internal rate of return for labouring jobs is thus:

~

CO'-BO=B1 “wcq +Ba-ca+B3-CB+Blj"'C’++B5"!‘:2
() (0 () () ()

The left hand term in this cace is £2508. The numeratsr on the right hand side
for all years is taken to be £888. ' This is derived from a weekly benefit of
£17.08.  £6.52 of this is the average tax and national insurance payments of a
Bulldog employee on a labouring site. The remaining £10.56 is the average
benefit saved from each such employee. On this calculation the internal rate of
return over 5 years is 22.5 per cent, which is well above the t@tdiscount rate o
10 per cent. . o ‘ -
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6.4 A simid .p exercice was conducted for employees who worked on painting and °
decorating sat .s. Waghing down sites were also included in this calculation sine
both types of job were done by the same crews. Three of these cmployees moved to
outside jobs, and the net cost of each graduate was £3659. The average tax and
national insurance paid vas £8.21 and the average benefit saved was £11.81. This
ynelds a right hand side numerator of £10k1. On this basis the internal rate of
return over 5 years is 13 per cente. '

6.5 Although this is lower than the rate for labouring jobs, there is an
additional facter to be taken into account. Most of the Bulldog employees in
painting and decorating crews had previously received painting and decorating
basic skill training in Borstal. Un%il their employmen®t with Bulldog they had
never put this training into practice. The initial investment had thus been
wasted, but by investingalittle more, these employees were able to ~ake use of
their training. All 3 graduated employees moved into jobs in ihe +vade (ana a
number of others have done so since).

6.6 It is not yet clear whether participation in Bulldog reduces an cmployee's

probability of reconviction. There is some anecdotal evidence to the effect that
convigted Bulldog employees are less likely to receive custodial sentences bhecaube
they are in regular worke Since therc is no firm evidence no account is taken in
this calculation of any potential savings to the prison or Borstal services. If,

however, transition into the labour market does reduce the probability of going to ,
prison or Borstal, the internal rate of return will be jincreased substantially.

6.7 There is, however, a counter-argument which must be considered. If Bulldog
succeeds in helplng a number of the Tunemployable' to become active

participants in the labour force, it is in effect increasing the labour supply.

At the present time, the labour supply is increauing faster than available jobs,
with the result that unemployment is rising. It is possible that ex-Bulldog
employees are merely displacing othezrs in the labour marhet, so the net benefits
of the scheme are zero. In some ways, however, this is too simplistic. Tulldog
omployees, without their participation in the scheme could reasonably be expected
to remain among the long-term unemployed. Where this did not accompany further
criminal behaviour, they would be receiving all the various long~term additions to
standard benefits. Where unemployment contributed to further criminal behaviour
they would be imposing severe costs on the criminal justice systeme ~ If as o
result of the displacement effect, a number of peopla suffer additional spells of
short~term unemployment, then whatever the moral aﬁguments about groups which are
more or less deserving, the cost to the Exchequer is likely to be lower. If,
however, displacment results in another marginal worker becoming part of the long-
term unemployed, then there is no saving unless that displaced worker had a lower
level of criminal activity and a lower probability of a custodial sentence. This
Ais clearly an issue whlch is impossible to resolve, at least in the context of the
present studye.

7.  BENEFITS TO IMPLOYEES

" 7.1 An analysis was undertaken to see to what extent individual employees benefits

financially from working for Bulldog. A1l the employees who worked during the
period 1 April 1976 to 45 April 1977 are included in this analy51s. The average

' weekly net pay of each employee was compared with h;s previous state beneflt.‘ The

results are set out in Table 5e .
‘}\Y M e . . \-‘";"'
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Table 5: Distributionnof-Weekly_Net Gain to Employees

Amount of & Loss _ Gain

Gain 1015 {510 |0~5 | 0-5 |5-10 {1015 |15~20 | 20-2% | 25-30
Number of Employees 2 1M | 1917 | 18 28 | 29 m | 9
~ of which still employed 1 1 1 3( 8 8 1 7 7 3

7.2 The tolal number of employees hired was 144, and the overall average nct pain
was £12.69 a week. But not all employees experienceda gain, as many as 32 workers
were prepared to stay with Bulldog for periods ranging up to 19 weeks, even though
. they woulé have been better off on social security. The greatest net gains

appeared among the 27 who had not previously been claiming state benefits.  This
group had an average net gain of £23.79 a week.

8. SOCIAL EFFECTS

8.1 No attempt has been made to quantify the overall costs and benefits to
society. ‘fhis is because while the costs could probably be calculated, the
benefits congist almost entirely of intangibles. An adventure playground has beer
created at a school for blind children in Wandsworth. TFunds were ot available
{o pay the full commercial cost of it, but the benefits to the childwen are
impossible to measure in cash terms. A house in Westminster hag besn converizad
into a hostel for battered wives. How do we measure the beneéfit to them of having
a safe place to go to? Jubilee Gardens a new park under the VWestway at

. Portobello Green has been built out of wasteland. There are clearly benefits
here for the local community, but a park is a pure public good and is difficulti to
value,

8.2 For some contracts a full commercial price was charged, and this could be
used to measure the value of the work done, but as this is only true in a minority
of cases, it would be difficult to look at these jobs in isolation.

8.3 TUnfortunately, it was not possible to collect a full control group to sce
how far the behaviour of Bulldog employees differed from that of similar clients
of the Probation Service who were not offered employment in Bulldog. This nmeans
that we are unable to measure accurately any reduction in criminsl or other anti-
social behaviour, which might otherwise accrue as benefits to the community.

9. CONCLUSION

All the available evidence indicates that Bulldog is a cost-effective method of
helping young, unemployable probationers. There are tendencies such as potentinl
displacement of other workers which reduce this, but any reduction in criminal
activity increases ite. Probation Department funds have been committed to the

- scheme for a third year from October 1977, and it appears that this is a reasonabl
use of public resources.

4

. Beonomic Planning Unit
Home Office
London swi

Septembe: 1977
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1. During the seecond year of Bulldog's operation there was only a part time
commitment by the Home Office Research Unit which terminated in July. The

researcher's efforts were concentrated on two aspects. Firstly, the continuing

development of the scheme was monitored, particularly in regard to problems
identified in the research report on the first year., Secondly, the extent to
which Bulldog is construed as a real work situation was investigatede The
report is not intended as a scientific study of the project in its second yeax,
but rather as a set of insights from a trained observer, who has been in contact

with the scheme since its inception,

Developments durine the second year

Liaison with Fmployment Services Agency (ES local officers

2,1 A major development was the institution of new arrangements .with the ESA. In
each area office one or two officers have been nominated “to liaise with Bulldog,

On appointment they attend a Seminar at Chiswick to meet Bulldog management, hear
about the scheme and discuss placing the employeers. An Employment Adviser from

the Chiswick Job Centre is still responsible for co-ordination of the ESA's service
to Bulldoz, but the nominated officers can be contacted directly.

?2.1.2 The procedure works in the following ways; the co-ordinnting EA at Chiswick -
is informed when a client is hired, and, within two weeks, he visits the site to
introduce himself to the employee and explain the expectations about transition.,. I
is up to the Personnel Manager and the Sites Supervisor to assess job readiness and,
when appropriste, to inform and brief the co-ordinating BA, who then conductn an
interview to discuns the employee's prefercnces, his skills, and the opportunitics
avallable and contacts the local nominated officer, who liaiges with Bulldog's
Personnel Manager and arranges to interview the employees The employee is briefed
about the interview situntion beforehand and the liaison officevs in the BESA often
provide ferd-back after the interview.

2.1.3 These arrangemcnts geem to be working well, It apnears that Bulldog has

been successful in raiging the intercst and concern of the nominated officers, The
obvious advanta+e of tu2 system includes sprending the burden of findin; jobs amon, st
more ESA officers and having immediate access within each locality to the avnilable
johs, Additionally, feed-back from the nominated officers enables Bulldoz to prn» 1
ite employenrs appropristely and positive experience of the FSA may qtqnd thﬂm in , »
stead for the future,

Uideninsz of the criteris
AP )

2,2 Bulldog has been willing to consider female clients since the beginning of
the second yenn, and two have been taken on to painting and decorating crews. Both
have proved to be vrry suitable cmployens, and one han nJready been sueccngsfully
placed in another palnt1n~ and decorating post, ‘

2,242 The age range s extended up to 30 at the end of Janvaiy, but this has not
had n major impnet on recruitment. This is probxbly beecanse Bulldog's wape rates
are not attractive to older clients who can receive almost as much on Social
Seccurity - or even more il they are married with children, Vhen the Perponnel

‘Manazer receives enquiries ahout potentinl oldor omployerns he stresses that Probation

Officers should discus: pay with them, and, as a resulf, many such clients decline to
pursue the matter, O0f five older employeeq hlrnd twro lcft very quickly (one to
anothexr gob), and the others were still with Bu]Wdo by July and appeared toibe’:
henefiting, Those five employces were included in the interviewing exnrcise. reported
belowr, Four of them considered. that pay was too low; in comparison, only one of the

thirteen younger employees had this complaint,



Resolution of issues identified in the first year

2.3 The research report on the first year of Bulldog's operntions noted some
problems which had been raised but not resolved during the initial 12 months.
Progresn arnears to have brnen made regarding some of these Bulldog has
sufficient sunervisory staff to cope with planned cxpans1on, end those now
employed aprear si thfwctory and prepnred to remain with the Company, As far

as thie tovic in concerned the second year :as noitable for the case of one foreman,
dismissed for refusal to work as requested, which was taken to the Industrial
Pribumal, Despite finding that the employee wns equally culpable with Bulldog,
the Company was ordered to pay about £220 compensation. Thl underlined the need
to moke instructions to supervisory staff explicit nnd to define their jobs
scisely, There are now lesignated three grades of foreman, and Bulldog has very

pre
recently been able to snell out its expectations of Grade 1 foremen,

2.3.2 Ne more chargehands were recruited directly, All the four chargehands who
ramained in Bulldog 2t the end of the first year had 1-f% by July, but only one
went to outside employment, Although Bulldog maintained a third grade of foreman
consisting of promotions from basic grade employees, only one promotion to this
level waos nmnde in the nine month period (compzred with two in the first 3 Jear)
There were only six new promotions to leading hand compared with nine during the
first year. The lower incidence of promotlon shovwed that the experisnces of the
first yesr had led Bulldog to be wary of givimg more responsibility to employees
than could be coped with and of making them so comfortab that they would be

unwllling to leave.

Decisions regarding job readiness have been standardized, but, in a way that
preserves the flexibility necessary to avoid the following important pitfall.
There is the danger that employees, who are well able to cope with outside
employment but unwilling to leave, would sabotage Bulldog's efforts by infringing
the gtandards set if a rigid procedure was laid down, The criteria are thus set
at n minimum of six weeks consistently good work with an average of at least 30
hours per week and attending for a full 36 hour week fifty per cent of the time,
The need for good timekeeping and reliability among the employeés hag been
impressed on foremen.,

2.3.3 [The procedures for chasina up absent employees and termination have been

defined through practice to some extent. As far as "sweeping" is concerned, the
theory is that Site Supporters zo to find absent employees, unless the Sites
Supervisor dirrcts otherwise, for example, if he knows the reason for the absence
or is in touch with the employee's Probation Officer. After three unsuccessful
calls on successive days sweeping stops, the Probation Officer is notified and, if
that intervention has no results, the employee ig contacted by letter giving hlm
the option of resuming his employment or having it terminated, During July a
concerted effort was made to improve attendance, Anybody, who had averaged less
than 30 hours a week over the previous seven weeks, was seen and asked for an
explanation: 1if due to laziness the employee was warned to improve his
performance, A warning letter was sent to those who could not be found at that
time, As a result a number of employees wore given the option of attending for
work on a regular basis or having their employment terminated., This action has,
it is hoped, had the effect of raising standards and, consequently, moralee. An
ingpection of the payroll returns show that, on occasions in the past, therc has
been a need for taking such a drastic course, and there is probably justification
~ for instituting a practice of regular warnings on this basisae
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3.1 Bulldog's ability to prepare its employees to cope in the outside world of
employment depends to some extent on being similar to that environment but,

more particularly, relies on being construed as similar, It is thus important
that the employees consider they are in a real job situation. The construction
employees put on working for Bulldog will depend on the impressions they receive
before they join the Company and in the working situation, To throw light on
these aspects some fieldwork was undertaken to discover Probation Officers!?
attitudes to Bulldog, the information they conveyed to prospective employees, the
employees' first impressions of Bulldog from their Probation Officers and from the
hiring interview and their overall impressions once they were actually working.,
These findings are supplemented by the rrsearcher's perceptions of hiring
interviews and the conditions of four of Bullddg's sites,

Probation Officers! attitudes to employment and to Bulldosm

3.2 In this context it is interesting to know what the thirteen Probation Officers

concerned did to find jobs for their clients before Bulldog was available as.a
resource, whether they had tried other means of getting the clients they placed
with Bulldog into work, how they viewed employment in relation to these clients®

‘problems and their continuing contact with these clients, Their perceptions-of

the advantages and disadvantsges of Bulldog and ways it could be improved tend to
reveal the extent to vhich they set it as "real" work. Most important is to know
the information they transmit to clients and whether they aim to give the
impression of a normal Jjob situation or of something exceptional,

3.2.2 When asked what facilities they had used to find employment for clients, the
majority of the Probation Officers mentioned the employment exchange and six
mentioned New Bridge. Additional resources included a voluntary associate, who
devotes time solely to job seeking, accompanying clients to the Job Centre to go
through vacancies, a network of friendly employers and using clients in work to
find employment for others. Only two Probation Officers revealed negative or
apathetic attitudes to finding employment in general, Nine Probation Officers had
made some alternative efforts with the clients they eventually placed with

Bulldog,

3.,2,3 Employment was perceived as a specific problem in the case of the clients
of six of the Probation Officers but only in two cases was it the most important
one, However, all the Probation Officers interviewed saw employment as relevant
to their clients' problems, For example, for one client who had suffered a
psychotic broakdown a job was important in the return to normality; for another,
whose background was very unstable,employment was needed as a stabilizing force,
yet another's problem was lack of motivation and thus Bulldog could provide a

much needed focus, :

3+2+4 OUnly three Probation Officers felt that, having placed clients with Bulidog,
would maoke no difference to their continuing work with them, The others felt that
Bulldeg gave them a basis to build on, provided the opportunity to be positive and
encouraging to their clients or had the effect of changing the client's attitude -
for the better., As far as frequency of reporting was concerned two Probation
Officers had reduced their requirements of clients and another two were prepared to
do the same, the rest had made no changes, o

3.2.,5 The comments made by Probation Officers about Bulldog's advantages showed ¢
that they regard it as more than an employment situation, Mention was madé of -
the interest the Company took in clients, trust in Bulldog's handling of clients,
the ready access to Bulldog and the feed-back that was available from the Company
(2lthough one Probation Officer noted that, in practice, such communication had
broken dowm), That Bulldog is valued for providing "supsorted" work is
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demonstrated by the fact that six Probation Officers noted security or
tolerance as advantages, and only one Probation Officer expressed doubts
about this - noting that there were both positive and negative aspects
involved, Some other Probation Officers questioned the balance between

a "real" work situation and a Probation Service run scheme and appeared

ayare of the dangers that Bulldog management has long since recognised,

A novel, if naive, comment was the disadvantage of "mixing with delinquents".

3,2.6 The Probation Officers were asked what information they had passed on

to the clients they referred to Bulldog. One had not been personally responsible
for telling his client about the Company but had relayed information through the
warden of a residential home, g» the following is based on the replies of twelve
Probation Officers, Eight had told clients about the type of work involved, the
rest were vague on this aspect, in one case deliberately so for fear “of

putting (the client) off", Five mentioned pay and three Bulldog's tolerance and/or
sweeping procedures. Six had explained how Bulldog was intended to be
transitional work and how they could be helped to find further employment., Eight
had made the link with the Probation Service overt, but it was obvious that this
aspect was problematic, :One Probation Officer said he would find explaining this
a problem except that the clients did not seem to mind, and another commented that
all the employees seemed to know about the connection. Bearing in mind all the
information presented three of the Probation Officers appeared to create the
impression of an exceptional situation, two of them seemed to tzke pains to present
it as completely ordinary and were deliberately silent about the links with the
Probation Service, vhile the majority (eight) struck a middle course. The
compromise seemed the best option - it avoided the danger that clients would feel
something hsd been hidden from them when they later discovered the Probation
Service involvement in the Company, and the opposite pitfall of their feeling that
they were being singled out for special treatment,

Employees® perceptions of Bulldeg

- 3.3 The employees build up a picture of Bulldog gradually., Their first
impressions from their Probation Officers or from other sources will predispose
them either favouradbly or negatively., The hiring interview is particularly
crucial, but after some time working for Bulldog employees will be able to base
their opinions on further experience, which may or may not confirm their early
perceptions,

5+3+2 Interviews to investigate this process were conducted with 18 employees.
Thirteen of them had heard about Bulldog initially from their Probation Officers,
two from brothers and two from mates working for Bulldog, and one from a workexr
at Sherborne House, Of those who had had information from their Probation
Officers, six learmed that Bulldog was for offenders or for those with problems
obtaining work, two gathered that it was in some way out of the ordinary but their
Probation Officers were not specific, and two formed only vague impressions,
Three had been led to believe it was an ordinary concern, but two of them gained
the opposite impression from the interview when they gathered that the Company
hired only offenders, indeed one became suspicious at that stage that a "nasty
job was involved" and that the Company was out to exploit ex~offenders,

56343 All but one of those interviewed at Highgate had been hired on that site
and all the rest had been hired at Bulldog's headquarters in Chicwick, ‘then
asked where they had been hired and who had hired them, four of those who had
been to Chiswlck said the building was a Probation Office, Noone thought that
they had met a Probation Officer at the hiring interview but one respondent
believed that Bulldog's "top man" was a Probation Officer, There were wide
individual differences in what information was retained from the hiring interview,
Most said they had received information about the wages, timekesping and type of




work. Six sgpontanecusly remembered being told about transition to further
employment and the Employment Service Agency. Six repeated information about
sweeping and three talked about tolerance over lateness and behaviour during
a "trial month", Four had been struck by the fact that Bulldog was not
concerned about potential employees' backgrounds, indeed one quoted the
Pergonnel Manager's quip verbatim: "I don't care if you've stabbed your own
Granny ..." but rather than treat it jokingly he appeared perturbed!

3.3.4 Only five thought the interview similar to others they had had and
thirteen found it dissimilar, Perception of similarity seemed to hinge on

form filling -~ those who thought it similar mentioned that there were forms

to fill in or that "they took particulars" and some of those, who found it
dissimilar, said there were few or no forms to fill in and no questions about
previous jobs, There were both positive and negative aspects of dissimilarity.
On one hand some employees perceived the difference as the firm being “interested
in you", found the situation more relaxed and more informative; on the other
hand, others felt they did not have the opportunity to prove themselves. There
were six cases which were at this extreme and the Probation O0fficers' handling
of the pre~interview briefing appeared to be largely responsiblee

3.5.5 In order to probe the Company's image a question on the theme "what is
Bulldog in business for" was asked, This produced seven responses on the lines of .
"rehabilitation" of the employees, one answer "to help charities", one answer
which included both these features, Pour responses were on the lines of "to make
money" -~ of these two were positive comments, Bulldog was seen as a viable
commercial enterprise, and two were negative and suggested a "racket" which was
exploiting cheap labour. Other replies were "worlking for the council® and
another "just to make the cemetery look tidy', »

3.3.6 After working for Bulldog for a while, many employees felt that working

for the Company was more like an ordinary situation than they had been led to
expect, either prior to or at the interview., Although most had been made aware
at gome time that Bulldog was for offenders, they found that this was not

stressed at work, Sweeping had been emphasized at the interview, but few
employees were aware of it happening in practice and, although they were aware of
Bulldog's tolerance, they felt this did not constitute an unrealistic feature., Iin
general, they tended to disregard the link with the Probation Service.

3.3.7 On the basis of all their answers 1t was possible to decide whether
employees viewed Bulldog as a “real" work situation or the opposite, Their
responses were rated along a 5 point scale, On the whole, they tended to perceive
it as realistic as illustrated on the following scales

Real ﬁ ? 3 4 ? Unreal
, i [ -
Total
. 5 ' R -
4 1 1

Both of those whose responses indicated they saw Bulldog as unlike a real jok
were very lethargic and they both suspected a great deal of Probation Offider
manipulation, Two of those in the middle category had been given specific. -
expectations that Bulldog was unlike other jobs by their Probation Officerse.
Another in that category found himself in a double bind situation = when Ly
interviewed by the researcher he was feeling very disullusioned and bitter about

-the Company; at the same time there were many respects in which he liked the

jobs to lessen the conflict he shifted his attitude about the realism of the job.



Hiring iptggg;gﬂs

3.4 These comments are based on discussions with the Personnel Manager, the
Sites Supervisor and the Site Supporters and on attending two individual
interviews and one group session attended by five potential employees,

3.4.2 At all the hiring interviews the link with the Probation Service was made
explicit but not dwelt on, and the split between work and the Probation Service

was clarified., This appears to strike the correct balance, It is important that
the employees do not suspect anything is hidden from them, and, once having
"mentioned the link, it can be ignored., The involvement with the Employment

Service Agency was very properly introduced, since employees need to be prepared
for transition from the very begirning. A great deal of factual information has to
be conveyed, much of which is effectively presented by going through the Contract

of Employment (this was omitted at the group session attended), There is an
obvious danger of rushing through the details of pay, hours and conditions, which
are very familiar to Bulldeg's management but not necessarily to the potential
employees, since not all Probation Officers brief their clients adequately,
Bulldog's supportiveness - tolerance of lateness in the initial weeks, warnings

not to work too hard at the outset, help with sorting out Social Security
difficulties - appeared to be given the correct emphasis. The employees appear to
interpret this as the Company showing interest in them, If *hese aspects were
further dwelt on, however, it might set up too lax an expectation in the employees,
Sweeping should only be emphasized if the procedures described are going to be put
into operation, Although the employees need reassurance that Bulldog is unconcerned
about their offence records, there appears to be the danger that some clients (and
their Probation Officers!) feel insecure thinking that they are mixing with
hardened criminals - perhaps this aspect would best be raised in the individual part
of the interview rather than in the group briefing.

34443 The form filling part of the interview is important because it is an
ordinary aspect of hiring, Bulldog deliberately does not ask too many questions

in order not to worry potential employees., However, this runs the risk of denying
employees the opportunity to feel they have proved themselves and achieved the
success of obtaining their own jobs. As this part of the interview is done on an
individual basis it can be carefully gauge . Bulldog is also very sensitive to the
problem of illiteracy and appears to cope well in this respect,

Site visits

3.5 Although, during Bulldog's first year, the researcher spent much time at the
work site, these recent impressions of Bulldog sites are based on a very small
sample of visits ~ two each to Unity, Highgate and Portobello Green, and one to
Cromartie Road, As moods on any work site vary from day to day, the following
must be read with caution,

3.5¢2 On the occasions on which I visited, Unity appeared to be a model Bulldog
gsite, There was enthusiasm and a sense of achievement. The employees enjoyed
the work context and the friendly atmosphere and were positively oriented towards
the future - Bulldog represented a jumping-off ground and they were keen on
training and learning skills, There was a sense of belonging and the basement
site hut provided a communal meeting place. Comparing it with other sites the
existence of a reasonably comfortable place to gather and drink tea appeared to
be one of its advantages.
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3453 On both occasions, Portobello Green seemed depressed and lethargic. , v
There was no sense of leadership like there was at Unity, where there were nn
reservations about who the boss was, There was much confusion at Portobello

 Green aboubt who was in charge and who knew what should be done., Even though

progress towards the work target was evidently being made, there was no sense
of achievement among the employees and no sense of purpose, Although this must
be true of many commercial enterprises, it represents a shortcoming for Bulldogs

3.5.4 I visited Cromartie Road at a time when there was a general feeling of
resentment against management, Tools and materials had not been delivered ag
requested, and the job was dirty and uncomfortable -~ the crew were working at
the top of the building site with no shelter from the cold March winds, Conditions
were terrible - there was no running water and nowhere to sit down. Even go,

the foreman had great enthusiasm and had a cohesive, hard working crew., He was
working alongside them (also the case at Unity), and this secems important in

gaining the employees' respect, Given reassurance that the Company was interested -.
evidenced by prompt delivery of requisitions rather than vague, unfulfilled ’
promises - the Cromartie Road site seemed capable of offering to employees a

positive experience,

55,5 The mood at Highgate apvears to swing wildly. At its best it is friendly,
supportive and there is a sense of achievement, There appears to be a tendency
towards lethargy, and I have no personal experience ¢f its worst periods, when, by
all reports, it can be very destructive., It is not uncommon on Bulldog sites fox
racial tension to emerge, but at Highgate it is certainly the norm, and it does
not appear to be a situation that management can effectively alter., In many ways
Highgate is an ideal site; +the work appeals to most employees, they like working
outdoors and appreciate the attention of visits; the site hut provides a meeting
place and the site is usually perceived as friendly., However, on occasions, it

is not demanding enough, It appears to be particularly important to be strict
with regard to timekeeping and attendance at Highgate and to ensure that employees'
performances are satisfactory. The nature of the site means that employees can
easily disappear, and the nature of the work is such that it is easy to slip into ,
very lazy habits, There appears to be room for improvement in these respects o
without making unvealistic demands, and it appears that morale is greatest at ;
Highzate when the activity level is at its highest,

Impressions from hiring interviews and site visits

3,6 Observations of hiring interviews and on the work sites support the

conclusion that the best aspects of a real work environment are those that should

be emphasized and these are, in themselves, supportive. It apnears important to

be working slongside respected supervisors and congenial mates, Wherever ,
appropriate, foremen should be encouraged to work with their crews, and the site

hut should be used to further contact and communication among everybody on the site,

It is equally vital that management are seen to be jinterested. This is initially
achieved at the hiring interview and needs to be confirmed (and generally appears o
to be) by supnort for individuals, when necessary, and facilitating the progress of

the work group. Making explicit demands, which, although having necessary marging

of tolerance and flexibility, are adhered to, is a third important factor. This

could mean instituting a series of warnings on the lines recently used, a course

of action which seemed justified by the way standards and morale appear to be i



Conclusion : i

3.7 Bulldog appears to be successful in overcoming the problem of maintaining

a balance between a supportive work situation and one that is reaglistic enough

to fit employens for entry to the outside world of employment, Bulldog employees
tend to see their jobs as realistic and do not find that the supportive aspects
and the link with the Probation Service detract unduly from that perception,
However, they discern both positive and negative similarities to other employment,
In striking the bhalance Bulldog needs f» bring out the best aspects of employments,
The concern should be to create a situation that is stiwulating and challenging so
that work is perceived as a worthwhile and rewarding activity. This is to emulate
the best of "real" outside work but is more demanding, of employecs and management,
than many employment situations. Observations suggest that Bulldog is aware of
this requirement and is striving $o fulfill it.
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