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Research Questions

ÂHow does the Teen Staff program benefit 
participants and younger Club members?

ÂHow can the BGCP enhance support for and 
retention of staff?

ÂHow can CNG programs strengthen relations 
with school staff and academics?

ÂHow might the Club increase participation of 
Latino youth?

ÂWhat kinds of programs and settings are 
attractive to teens?
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Teen Staff Program Agenda

ÂResearch Question & Methods

ÂTeen Staff Perspective

ÂAdult Staff Perspective

ÂNext Steps: Expanding on Success



Research Question & Methods

ÂWhat are the benefits of the Teen Staff Program 
and how can it be strengthened?

ÂResearch included:

Â Interviews with program directors at EPA and Redwood 
City

Â Interview with Teen Director at Redwood City

ÂTwo focus groups with teen staff members and teen 
club members at both EPA and Redwood City clubs



Teen Staff Perspective: Kids, 

Responsibility & Income

ÂOpportunity to give back and work with youth

ÂòWeõre here for the kids. Nothing without them.ó

Â1st real job with accompanying responsibilities

ÂTime management, role modeling, consequences

ÂEnough financial rewards to remain feasible

ÂMore time at the club vs. higher pay at McDonaldõs



Teen Staff Perspective: Challenges

ÂAdult staff stability is incredibly important

ÂCritical to forming lasting relationships with teens

ÂDesire for more input & visibility

ÂProgramming ideas & feedback loops

ÂTransparency of staffing & entry requirements



Adult Staff Perspective: 

Connections & Collaboration

ÂPromotes teen development

ÂAdvanced program in òCascading Leadershipó path

ÂLinks kids, teens, adults for complete community

ÂTeens mentor & relate to youth, connect with adults

ÂRequires planning, communication, collaboration

ÂDesign & execution is multi-level effort



Adult Staff Perspective: Challenges

ÂAdults understanding & taking new responsibility

ÂFinances for enriching, expanding program

ÂProviding additional desired teen staff hours

ÂTraining/development for teens and adults



Next Steps: Expanding on Success

Â Hire teen director for East Palo Alto

Â Increase visibility of teen input channels

Â Teen/staff meetings; ask for & respond to feedback

Â Expand programming for teen club members

Â Attract teens and provide leadership for teen staff

Â Re-frame: increased focus on teen development

Â View as a partnership, with dual-benefits

Â Enrich relationships and programming
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How can the BGCP 

improve each step of the 

employment process to 

increase full-time staff 

retention?
Interviews Conducted:

HR Director

3 Unit Directors (EPA, MP, RC)

9 Program Directors (3 at each club)



Employee Tenure by Site
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Employee Life Cycle

Recruitment

and

Selection

Orientation
Day to Day
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Career
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Recruitment and Selection

Â Volunteers, PT staff, and 

former club members have 

been a good source for hires 

Â Employees generally join the 

BGCP for reasons other than 

compensation 

Â Hiring the right fit for the job 

is essential 

Â Regularly monitor pool of 

volunteers and PT staff for 

potential FT hires

Â Provide realistic job previews 

to ensure candidates have 

accurate expectations

Findings Opportunities



Orientation

Â Orientation and initial 

training is highly valuable, 

but highly variable 

Â Initial job expectations and 

responsibilities for program 

directors are often undefined

Â Evaluate implementation of 

standard orientation and 

training on a case by case basis

Â Consider implementing a 

formal mentor program as 

part of the initiation process

Findings Opportunities



Day to Day Responsibilities

Â Staff cohesion varies from 
club to club

Â Daily responsibilities may 
differ from job expectations

Â Administrative duties detract 
from what employees find 
most rewarding (e.g. kids)

Â Full time staff and part time 
staff are treated very 
differently

Â Evaluate level of  staff  

òembeddednessó

Â Clearly set expectations with 

new employees

Â Continue to foster family 

environment of  clubs

Findings Opportunities



Ongoing Training

Â Unit directors provide 3-4 

trainings for program 

directors per year

Â Some program directors seek 

more subject-specific training

Â Classroom management 

training is also limited

Â Allocate a certain number of  

training days to content 

specific training

Â Support program directors in 

finding content specific 

resources

Â Check in with all staff   

regularly on professional 

development needs

Findings Opportunities



Career Development

Â Promotion opportunities are 

limited, but not all program 

directors seek promotion to 

administrative positions

Â Informal leadership 

opportunities are rewarding 

but limited

Â Continue involving program 

directors in informal 

leadership opportunities such 

as task forces

Â Create feeder system with 

formal training for staff to be 

promoted

Findings Opportunities



Evaluation and Feedback

Â Staff evaluation process was 

formalized two years ago and 

is completed once yearly

Â Directorsõ satisfaction with 

evaluation process varies 

across clubs 

Â Directors suggest making 

evaluations more specific to 

respective positions

Â Informal check-ins between 

unit directors and program 

directors are highly valued

Findings Opportunities



Next Steps

ÂPrioritize opportunities based on resource 

requirements and impact

ÂBegin implementing highest priority 

opportunities

ÂContinue appropriate data collection to 

inform employment process for long term 

analysis
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Research Focus
Communication and Perceptions

What  types of communication exist between 

CNG staff and school teachers?

How have perceptions of CNG impacted teacher-

mentor communication?



Methods

Â3 CNG Programs

ÂMcNair, Flood and Belle Haven

ÂDocument Review

ÂRelevant literature, 2006 reviews of CNG Program 

ÂSubjects

ÂSite directors, school administration, teachers, 

mentors

ÂData 

ÂSurveys, interviews, focus groups, observation
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Teacher Perceptions of CNG

ÂChange over time, 2006-2007

ÂGoals of CNG

ÂStructure of CNG

ÂMentor training and experience

ÂCurrent perceptions

ÂClassroom use

ÂFamiliarity and Buy-in

ÂMentor diversity



Communication
Formal: Teacher communication 

documents

ÂDistributed weekly 

ÂIntended to provide detailed 
information/feedback

ÂChallenge: time



Communication 

Informal: Verbal òcheck-insó

ÂDominant form of communication

ÂInitiated by mentor

ÂChallenge: relative infrequency, lack of 

documentation


